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SECTION  I 

INTRODUCTION 

1. Purpose and Scope 

a. This pamphlet provides broad guidance 
for individual officers, commanders, and person- 
nel management agencies at all levels in the 
career development and utilization of commis- 
sioned officers in the Active Army and the Army 
Reserve. It outlines career concepts, policies 
and plans to be followed in assigning and re- 
assigning officers for achieving optimum long- 
range personnel utilization to meet the needs 
of the Army and the Nation. 

b. Career planning for Army officers involves 
the entire field of personnel management and 
facilitates the ultimate realization of three 
primary objectives. First, it provides for the 
maximum development and utilization of an 
officer's inherent abilities, his aptitudes, and in- 
terests, as well as for the best utilization of his 
acquired skills and accumulated knowledge. It 
recognizes that an officer makes the most sig- 
nificant use of his talents when his duty re- 
quirements are as consistent as possible with 
his capabilities and preferences—this adds the 
element of personal satisfaction to an officer's 
service accomplishments. Secondly, career plan- 
ning assists in building and maintaining a 
highly competent officer corps which ultimately 
results in a more efficient and proficient Army 
organizational structure. It assures qualified 
officers, who are highly motivated in a career 
sense, to accomplish unit missions through out- 
standing command and staff proficiency. Addi- 
tionally, career planning assists in fulfilling the 
Army's responsibilities to the Nation. The 
Army has a continuing need for officers of ex- 
ceptional talent and experience who will as- 
sume command and staff leadership in positions 
of great responsibility in today's modern 
Army. These officers must be qualified to serve 
the Nation effectively in periods of peace and 
in national emergencies. 

c. Career planning involves the establish- 
ment of a program of duty assignments and 
formal schooling designed to meet the current 
needs of the Army while developing and stock- 
piling skills for future requirements. Success- 
ful administration of this program is depend- 
ent upon the energetic cooperation of each com- 
mander or supervisor and the respective branch 
chiefs in developing, implementing and admin- 
istering officer career management which will 
achieve the specific missions of the officer's 
unit, arm, or service, and at the same time 
be flexible enough to serve the larger mis- 
sion of the Army. Such a program will lead 
to the development of experienced, versatile 
officers who are capable of filling positions of 
high responsibility. 

d. To assure success of this program, the 
policies and plans outlined herein must be ad- 
ministered in such a manner as to insure that— 

(1) All officers are classified according to 
their qualifications, and that such 
qualifications are made a matter of 
record. 

(2) The professional capabilities of offi- 
cers are developed to the highest levels 
that can be achieved through intelli- 
gently planned and progressive rota- 
tion of assignments in order that the 
Army will always have broadly ex- 
perienced officers who are qualified 
for senior command and managerial 
positions, and technically competent 
specialized officers. 

(3) All officers have equal opportunity for 
selection, promotion, and significant 
assignments on the basis of demon- 
strated merit. 

(4) Administrative plans, for use in event 
of national emergency, provide for 
necessary procurement and proper al- 
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location of personnel in accordance 
with their qualifications and in pro- 
portion to the Army's needs. 

2.  Defîniîions 

The following definitions are applicable for 
this pamphlet : 

a. Administrative Duty. Includes the man- 
agement and execution of all military matters, 
except tactics and strategy. It encompasses the 
fulfillment of the functional missions inherent 
in the personnel, administration, protective, 
and chaplain services provided in the Army. 

b. Branch Qualified Officer. An officer who 
possesses the following attributes: 

(1) Tactically and technically qualified 
for a variety of, but not necessarily 
all, branch material assignments ap- 
propriate to his branch. 

(2) Physically qualified to meet the de- 
mands of most, but not necessarily all, 
assignments normally expected of offi- 
cers of his grade and branch. 

(3) Has successfully completed sufficient 
branch assignments to receive equiva- 
lent credit for career schools commen- 
surate with grade and years of service. 

(4) Demonstrated either the ability or 
potential to command at an echelon 
appropriate to his present grade and 
branch, with the indicated ability to 
command at the next higher echelon. 

c. Branch Specialists. Commissioned officers 
who have attained special qualification by pur- 
suing one of several technical specialties within 
the career patterns of their basic branches. 
(Example: Highway, Marine, Air, Rail— 
Transportation Corps.) 

d. Career Courses. Includes Branch Orienta- 
tion Courses, Branch Officer Career Courses, 
Command and General Staff Courses, and Sen- 
ior Service College Courses to include compar- 
able level associate courses. 

e. Career Pattern. Applies to the pathways 
in a given career field through which an officer 
can move in progressing to the highest level 
for which he is qualified, and upon which in- 
dividual career plans can be based. 

/. Career Planning. A systematic evaluation 
of an officer's capabilities, interest and knowl- 
edge, and the exploitation of these to obtain 
maximum effective utilization through a pro- 
gram of progressive assignments and schooling 
to positions of increased responsibility at the 
highest levels of command and staff. 

g. Instructor Duty. Includes all duties which 
are primarily teaching in nature with respon- 
sibilities for planning and carrying out the 
education of individuals in essentially military 
subject matters. Assignments include in- 
structor positions as a member of a staff or 
faculty of a service academy, service school, 
and training center. (Other type duty positions 
in this category are—MAAG Instructor; 
ROTC; N.G. ; and Reserve Instructor.) 

h. Logistics Officers. Field grade officers par- 
ticipating in the Logistics Officer Program, who, 
in accordance with the Logistics Career Pat- 
tern, are in the process of progressive advance- 
ment to the status of fully qualified logisticians. 

i. Logistician. An officer with diversified 
logistics background, schooling and experience 
which qualify him to serve in key logistics 
positions; e.g., Corps, Army, or Communica- 
tions Zone G-4, and logistics positions in the- 
ater or Joint Headquarters, Department of the 
Army, Joint Chiefs of Staff, or the Department 
of Defense. 

j. Officers With Special Qualifications. Com- 
missioned officers who, by virtue of aptitude, 
interests, education, previous assignments, or 
special military or civil schooling, have devel- 
oped skills in a given field and have been for- 
mally accepted into one of the Department of 
the Army Special Programs for Officers. (Ex- 
ample: Information Program, Atomic Energy 
Program, Research and Development Program, 
Logistics Officers Program, etc.) 

k. "Professional" or "Career" Officer. A 
Regular Army officer, or an officer of the re- 
serve components on active duty who plans to 
remain on active duty and make the Army his 
career. 

I. Senior Service College. The National War 
College, The Industrial College of the Armed 
Forces, The Army, Navy, and Air Force War 
Colleges, and foreign colleges which have been 
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determined  by  Department of the Army as 
equivalent schools. 

TO. Staff Duty. Includes all duty as a mem- 
ber of a general or special staff of a headquar- 
ters of all echelons higher than a regiment, com- 
bat command, or group, or as a member of an 
arm or service staff, or as a military attaché. 

n. Student Duty. Includes all duty as a stu- 
dent at a service or civilian school, domestic or 
foreign. 

o. Supervisor. The person (Army officer, 
officer of another Service of the United States, 
member of a foreign military service, or citizen 
employed by the U.S. Government) who is re- 
sponsible for immediate supervision of the offi- 
cer on whom an efficiency report is rendered. 

p. Technical Duty. Includes those assign- 
ments necessary to fulfill the technical and 
functional missions of the various technical 
services; e.g., duty with technical boards, re- 
search activities, engineer civil works, post 
quartermaster, aerial resupply activities, ex- 
plosive ordnance disposal, and similar type 
duties. 

q. Troop Command. Includes all duty in a 
command capacity with a tactical, administra- 
tive, training, or service support unit not to 
exceed a regiment, combat command, or group 
in size. (Any higher command would be at 
general officer level—normally, career planning 
will be complete when an officer attains this 
grade.) 

r. Troop Duty. Assignments to duties which 
involve the incumbent directly in the mainte- 
nance of morale, discipline, and welfare of en- 
listed personnel and which permit the exercise 
of leadership and the direction, supervision, or 
control of organized forces at any echelon. 
(Opportunities for troop duty may be found in 
any combat arms unit or Army Training Cen- 
ter, and in the technical or administrative serv- 
ice combat support and service type units.) 

s. Troop Staff. Includes all staff duty with 
tactical, administrative, training, or service 
support units not to exceed a regiment, combat 
command, or group in size. 

3. Basic Elements of Career Planning 

.   a. Successful career planning must first eval- 
uate the officer's desires and capabilities.   It 

must then insure his progressive advancement 
through the various phases of training from a 
basic program up to the highest level of train- 
ing for which he has the capacity. This advance- 
ment is dependent to a large degree on the duty 
assignments he receives during the develop- 
ment stage. Duty assignments are dependent 
on— 

(1) Current requirements for filling posi- 
tion vacancies. 

(2) The grade, skill, educational, and ex- 
perience requirements of the position 
vacancies. 

(3) Availability of officers who meet the 
requirements of the position, or who 
are in need of the particular "on-the- 
job" training offered by currently 
existing position vacancies. 

b. Effective career planning demands that 
available positions and available officers be cor- 
related to the maximum to provide for— 

(1) Formal training in military and civil- 
ian schools. 

(2) Rotation of assignments in varied 
types of duty. 

(3) Development of capacity by perform- 
ance of duty in progressively higher 
echelons of responsibility. 

(4) Early identification and programed 
training and assignment of officers 
possessing specialized or outstanding 
generalized talents. 

4. Responsibilities for Career Planning 

Officer career planning is a responsibility of 
the individual, his immediate and intermediate 
commanders, and the Department of the Army. 

a. Each officer is expected to participate in 
his own career planning by— 

(1) Familiarizing himself with overall 
career plan as described in this 
pamphlet. 

(2) Adapting career planning policies to 
his own talents and preferences, and 
formulating his basic plan for self- 
development. 

(3) Executing his plan by— 
(a) Discussing the essentials of his plan 
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with his superior directly and bene- 
fiting from his counseling. 

(b) Indicating his preferences for ca- 
reer development and utilization to 
the Department of the Army by 
means of the Officer Preference 
Statement. 

(c) Availing himself of career develop- 
ment opportunities as they present 
themselves. 

(4) Evaluating progress periodically and 
making necessary modifications. To a 
very large extent, the degree of suc- 
cess in the execution of his plan is 
dependent upon successful perform- 
ance of assigned jobs and demon- 
strated capacity for growth. From 
the results achieved, he builds his rec- 
ord for consideration for desirable 
personnel actions. 

b. The individual's commander and other in- 
termediate commanders influence career plan- 

ning primarily through counseling and planned 
rotation of assignments within their commands 
in accordance with sound career planning con- 
cepts. Commanders are responsible for career 
development of subordinates within their re- 
sources. 

c. The Department of the Army influences 
officer career planning by establishing Army- 
wide policy, through assignments by career 
branches to major commands on a change of 
station basis, through assignments to certain 
key positions, by programing and selection for 
schools, and by promotion and retention proce- 
dures. 

d. In summary, career development oppor- 
tunities must be provided by Department of the 
Army and the individual's commander and 
other intermediate commanders. The officer en- 
hances his career development by taking full 
advantage of the opportunities offered by build- 
ing a record of performance and thereby insur- 
ing favorable career opportunities in the future. 
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SECTION  II 

CAREER POLICIES 

5. General 

a. The potential of career officers is devel- 
oped through proper assignment, military and 
civil schooling, and professional career guid- 
ance. Pxoper assignment is the major factor 
in the career development process since it must 
provide that progressive development which in- 
creases officer capabilities. Broad basic policies 
and plans assure a practical and beneficial as- 
signment pattern over a period of years and 
allow for a balance between career development 
and operational requirements. 

b. This section contains those Department of 
the Army basic policies which serve as tools in 
implementing career planning. These policies 
are applicable to all commissioned officers ; how- 
ever, their application to career reserve officers 
may require some modification because of the 
normally shorter period of active service. 
Similarly, the positions available to nonactive 
duty reservists may dictate certain modifica- 
tions. 

6. Tour of Duty 

a. The Department of the Army objective is 
to "tailor" tour lengths to stabilize duty assign- 
ments, improve family stability, reduce PCS 
costs, and increase career attractiveness. How- 
ever, these goals are not always compatible with 
operational requirements and the career devel- 
opment need for diversified experience, such as 
schooling and command duty. 

b. In general, the normal tour of duty will 
be for 3 years except for certain foreign service 
tours that will vary with climatic and living 
conditions. Requirements occasionally dictate, 
however, that officers be reassigned after com- 
pleting the minimum length of a normal 
CONUS tour, which is 2 years. Tour lengths 
are reviewed frequently and changes are an- 

nounced from time to time in appropriate regu- 
lations. 

c. Length of detail to another arm or service 
normally will be 3 years except for detail of 
newly commissioned Regular Army officers to 
the combat arms, which is 2 years. 

7. Detail  of Newly Appointed  Regular Army 
Officers to the Combat Arms 

In order to provide for the training essential 
to a well-rounded military career, second lieu- 
tenants newly appointed in the Regular Army, 
whose branch assignment is in the Military 
Police Corps, Chemical Corps, Ordnance Corps, 
Transportation Corps, Quartermaster Corps, 
Adjutant General Corps, and the Finance Corps 
will be detailed in a combat arm for their first 
2 years of service. Duty with a combat arm 
affords the detailed officer the opportunity to 
familiarize himself firsthand with the combat 
soldier's needs and requirements. The detail 
period includes the time spent in initial service 
schooling. At least 1 year of the detail will be 
in a rifle company or comparable unit. Combat 
arm commanders will insure maximum troop 
duty and minimize staff functions during this 
detail. 

8. Command and Supervisory Positions 

a. Command and supervisory positions enjoy 
the highest prestige of all positions in the Army, 
and therefore are the most sought after duty 
assignments. Ideally, officers should receive at 
least one command assignment at each grade 
level; however, the amount of command will 
vary in each branch and will be dependent on 
command positions available. Most often, the 
limited number of command positions dictate 
that they be filled by those officers whose records 
indicate a leadership potential for command at 
a higher level. 
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b. Successful completion of a tour of duty 
at a level of command such as company or bat- 
talion, or comparable supervisory level, coupled 
with other duty assignments in time of peace, 
should make the officer a potential commander 
at the next or higher level in time of emergency. 
The proven ability to command can influence 
many personnel actions, such as selection for 
high level military schooling, tours of duty in 
special key assignments, promotion, and other 
equally important personnel actions. 

c. Certain specialists of the Army Medical 
Service, Judge Advocate General Corps, and the 
Chaplains are limited in the exercise of com- 
mand by law and regulation. However, leader- 
ship or supervisory ability is as essential to 
these and other specialists as it is to all other 
officers exercising troop command or compara- 
ble leadership responsibilities. 

9. Troop Duty 

a. A major career development goal is to as- 
sign all officers of the combat arms branches, 
and most officers of the technical and adminis- 
trative branches, to troop duty at progressively 
higher levels of responsibility. The frequency 
of recurrent assignment to troop duty varies 
depending on individual branch requirements 
and normally will decrease with length of serv- 
ice. Normally the early years of service, except 
for schooling, will consist of troop duty. 

b. The assignments in the Junior Officer 
Phase, when an officer receives his basic mili- 
tary training and education, are most critical. 
It is the objective of Department of the Army 
that lieutenants who have not completed their 
branch career schooling be assigned to troop 
duty preferably at company level, but not above 
battle group level. If troop assignments are 
not available, these officers should be assigned 
to operational type duties at military installa- 
tions. Commanders should make exceptions to 
this assignment policy only when no other 
practical solution is available. 

10. Rotation of Duties 

Rotation of duty assignments, to include ad- 
ditional or special duties, within organizations, 
installations, and activities is the normal prac- 

tice. Each officer can expect to perform a 
variety of tasks appropriate to the grade in 
which he is serving. 

11. Requesting Officers by Name 

The practice of requisitioning officers by 
name has prevented proper career development 
of many officers because of the repetitive na- 
ture of the assignment for which requested, and 
untimeliness of many of the requests. Addi- 
tionally, this practice has precluded desirable 
assignments and proper development of the 
abilities and potential of other deserving offi- 
cers. For these reasons, name requisitions for 
officers are not entertained at Department of 
the Army level and should not be condoned at 
subordinate echelons of command. 

12. Recurrent Assignment 

a. Continued or recurrent assignment of offi- 
cers to duties which fail to provide progressive 
development or increase an individual's poten- 
tial will be avoided, particularly during the 
early career development phase. The exception 
to this policy will be those highly skilled special- 
ists such as chaplain, medical, legal, aviation 
personnel, and other personnel enrolled in a 
Department of the Army specialist program 
or branch specialization requiring frequent, 
consecutive, or repetitive assignment to retain 
the necessary skill. The assignments of officers 
with special qualifications and/or those en- 
rolled in specialist programs are discussed in 
greater detail in section VII. 

b. The career development period normally 
will end for Regular Army officers between the 
19th and 23d years of service, and for career 
reserve officers after 15 years of service. After 
completion of the development phase, all officers 
will be assigned to those duties in which they 
are best qualified by experience and ability. 

13. Release From Assignment 

Commanders and supervisors must always 
consider the long-range benefits to the Army 
and cooperate wholeheartedly by releasing offi- 
cers at the proper time for assignments and 
schooling essential for an officer's career devel- 
opment. 
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14. Assignment to Military Assistance Advisory 

Group (MAAG's) 

a. Assignment to advisory duty with units 
and headquarters of MAAG's and missions is 
an important contribution to an officer's career 
development. Assignments to these activities 
provides valuable experience in understanding 
and working with our Allies and in furthering 
the interests and prestige of the United States. 
Officers assigned to such duties must possess 
the talent and experience necessary to attain 
the cooperation and support of their counter- 
part in the host nation. Tours of duty with a 
MAAG or military mission are considered in 
conjunction with troop and staff duty in any 
evaluation of an officer's overall record. The 
opportunity for this type duty varies in each 
branch. 

b. Proficiency in the language of the host na- 
tion, although not always mandatory, is highly 
desirable. Previous attendance at Command 
and General Staff College or senior service 
school is often a prerequisite. Selections for 
this duty are on a best qualified basis from 
those officers with an excellent record of per- 
sonal conduct and the ability to work in har- 
mony with personnel of other services and host 
nation. 

15. Assignment to Reserve Components, Recruit- 

ing Duty, and Army Training Centers 

In any war or major national emergency, 
citizen soldiers will comprise the bulk of the 
Army. Therefore, the career officer must be 
familiar with the problems, training require- 
ments, and psychological outlook of personnel 
in the reserve components and of trainees from 
civilian life. All career Army officers, except 
members of the Chaplains, Judge Advocate 
General's Corps, Finance Corps, and certain 
specialists of the Army Medical Service will, 
when practicable, serve at least one tour of 
duty with one of the reserve components; i.e., 
the United States Army Reserve, the Reserve 
Officers' Training Corps, the National Guard, 
or the Recruiting Service. In the case of combat 
arms officers, a tour of duty with an Army 
Training Center or with one of the reserve 

components will constitute a normal career 
assignment. Repetitive assignments will not be 
made to the same component or an Army Train- 
ing Center nor will a second assignment to the 
reserve components or an Army Training Cen- 
ter be made at the same experience level. 

16. Instructor Duty 

An officer will always be engaged in some 
form of instruction in educating and training 
cadets, enlisted men, or other officers through- 
out his professional career. Formal assignment 
as an instructor at the United States Military 
Academy or other service academy, at an 
ROTC unit, at an Army Training Center or at 
one of the branch or service schools of the 
Armed Forces is an important means of devel- 
oping abilities and techniques in educating and 
training personnel. Instructor duty improves 
an officer's personal and professional qualifica- 
tions and contributes to the development of 
self-confidence. Assignment to instructor duty 
will, therefore, be given high priority in the 
career patterns of qualified professional officers. 

17. Inspector General Detail 

a. It is desirable, both to the commander and 
to the unit, to introduce into the Inspector Gen- 
eral system mature officers with broad army 
background and experience whose past per- 
formance, moral attributes, and personal traits 
are well above average. It is particularly desir- 
able that these officers have recently completed 
command or troop assignments in order that 
they can bring to the job a fresh and current 
approach to the problems of the commander, 
the units, and the individual soldiers. 

b. Officers detailed as inspectors general ac- 
quire broad experience in all aspects of the op- 
erations and administration of the organiza- 
tions or headquarters to which they are 
assigned, thus developing a greater potential 
for future higher command or staff responsi- 
bilities. In order to provide the maximum num- 
ber of officers with an opportunity to obtain the 
valuable background derived from such assign- 
ments, most officers can expect one such assign- 
ment; however, repetitive tours are not nor- 
mally authorized. 
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18. Âssignmenis   Upon   Compleíion   oí  School 
Courses 

a. Assignments of officers completing a 
course of instruction at a military school nor- 
mally will follow the officer's branch career 
pattern as outlined in section VI. When plan- 
ning assignments for these graduates, the de- 
sirability of assigning them to important staff 
and instructor duties in which their recent 
schooling could contribute to the effectiveness 
of those activities is an important considera- 
tion. 

b. Training in civilian institutions will be 
followed by a utilization assignment in the gen- 
eral field of study. Utilization tour lengths 
normally will be 3 years and not less than 2 
years. Such tours may be deferred only for 
attendance at service schools or other essential 
career broadening assignments when this is 
deemed in the best interest of the individual 
and the Army. Normally, officers will not attend 
two consecutive school courses. 

19. Preferences 

a. It is important that every officer realize 
his responsibility in developing his own career. 
Efficient, personalized assignment and develop- 
ment of the professional officer corps requires 
the active participation of all officers. Every 
officer has the privilege and responsibility of 
keeping his commander and career branch in- 
formed of his ideas regarding his best utiliza- 
tion and development. This is particularly im- 
portant in assignment actions accomplished at 
Department of the Army level. Therefore, every 
officer should insure that a current Preference 
Statement is on file in his career branch at all 
times. 

b. Consideration will be given to individual 
assignment preferences consistent with mili- 
tary requirements and career needs. Officers 
must recognize, however, that requirements at 
the time of reassignment may not always allow 
specific desires to be met. 

c. So far as practicable, special consideration 
will be given to preferences wherein pursuance 
of further education is concerned, particularly 
for those officers who have not acquired bac- 
calaureate degrees, and have indicated a desire 

to continue their studies. Other special assign- 
ments will be made based on records of per- 
formance and demonstrated merit. 

20. Counselimg 

o. Commanders or supervisors, as well as the 
career branch chiefs, influence officers' careers 
primarily through counseling and planned rota- 
tion of assignments. The importance of, and 
requirement for, periodic counseling of officers 
cannot be overemphasized. Counseling must be 
initiated early in the officer's career and con- 
ducted periodically, particularly during the 
junior officer development phases. 

b. At the time of assuming his new respon- 
sibilities, each officer should be counseled on 
the scope of his work, standing operating pro- 
cedures, objectives to be attained, job expecta- 
tions, and standards of performance and con- 
duct expected. At this early meeting, the 
officer should be enjoined to think out his re- 
sponsibilities, as well as personal development 
to be effected, and prepare himself to discuss 
them with his commander or supervisor after 
he has had sufficient opportunity to orient him- 
self fully on his new duty requirement^. Sub- 
sequent consultation periods should be sched- 
uled in order that necessary guidance can be 
accomplished prior to the date that an efficiency 
report must be rendered. Chiefs of career 
branches are expected to reinforce commander 
counseling efforts when a review of the officer's 
overall record indicates a requirement for such 
counseling, particularly when it is obvious that 
various aspects of the officer's development are 
not apparent to the commander. 

c. Commander counseling periods should not 
be formal, but personal and purposeful in na- 
ture. Officers must be informed of their weak- 
nesses and deficiencies early, and positive means 
for improvement suggested. When desirable, 
letters of evaluation from career branches will 
be dispatched at selected points in the officer's 
career. If such development efforts do not 
bring satisfactory results, and deficiencies exist 
at the time of rendering an efficiency report, the 
officer will again be informed of his shortcom- 
ings and cautioned that failure to improve may 
result in subsequent unfavorable administra- 
tive personnel actions, if warranted. In execut- 
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ing these command responsibilities when 
distance or other geographic and situational 
exigencies preclude personal interviews, writ- 
ten communications will be used. 

21. Efficiency Reports 

a. The most important periodic contribution 
to the officer's record is the official rating and 
description provided by the efficiency report. 
This report is used in all personnel actions such 
as assignments, promotions, selections for 
schools, Regular Army integration, elimina- 
tions from the service, and similar personnel 
actions affecting the officer. The importance of 
the report to the individual, as well as to com- 
manders and personnel action agencies in the 
Department of the Army, cannot be overem- 
phasized. Unless an officer's capabilities and 
deficiencies are reflected accurately in his effi- 
ciency reports, intelligent assignment and eval- 
uation cannot be accomplished. Each efficiency 
report must contain a comprehensive objective 
appraisal of an officer's abilities and capabili- 
ties. The appraisals should form the basis for 
a complete and descriptive picture of the officer. 
Positive recommendations for the correction of 
weaknesses and deficiencies, together with re- 
sults of counseling by the rating officials, serve 
to provide a basis for comparison of future re- 
ports concerning these deficiencies. 

b. The efficiency report requires careful con- 
sideration and thorough preparation on the 
part of all rating officials. The information pro- 
vided enables the commander and the career 
branch to monitor intelligently and impartially 
the career of each individual officer when con- 
sidered with all other personnel factors. Effi- 
ciency reports that are lacking in completeness 
and meaningful words injure the individual 
officer and deprive commanders and personnel 
action agencies of any firm basis for evaluating 
progressive development. 

22. Officer Promotion 

The relationship between Officer Career Plan- 
ning and the Army's Promotion System is 
understandably close. 

a.  The Army Promotion System seeks to— 
(1) Provide qualified  officers in various 

grades to meet Army needs. 

(2) Promote on the basis of potential 
rather than reward for past per- 
formance. 

(3) Promote by selection based on ability 
and efficiency with regard to seniority 
and age. 

(4) Provide equal opportunity for promo- 
tion to all officers. 

(5) Promote at ages when officers are best 
suited to perform duties. 

(6) Provide opportunities for accelerated 
promotion of the outstanding. 

(7) For permanent promotions, move offi- 
cers up or out. 

(8) Promote only the fully qualified and 
preferably only the best. 

b. Specifically, the promotion system is re- 
lated to Officer Career Planning by the percent- 
age distribution of officers by grade, by the 
approximate time an officer serves in each 
grade, and by the selection rates by promotion 
boards. 

(1) Grade distribution for Regular Army 
officers based on authorized strength 
are— 

General officers .__% of llfr (Army Pro- 
motion List only). 

Colonels 8% 
Lt colonels 14% 
Majors 19% 
Captains 23% 
1st lieutenants 18% 
2d lieutenants 18% 

(2) Under ideal conditions, total service 
times at promotion would approxi- 
mate as an average : 

To 1st lieutenant IVa years 
To Captain 5 to 6 years 
To Major 10 to 11 years 
To Lt colonel 16 to 18 years 
To Colonel 22 to 23 years 

(3) During the past few years, selection 
opportunity for officers being consid- 
ered for the first time has averaged 
approximately (these are not to be 
considered future guarantees) : 

To Captain 95% 
To Major 55% 
To Lt colonel 60% 
To Colonel 40% 

c. Permanent promotions above first lieuten- 
ant are made as a result of Army Selection 
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Boards—the same as for temporary promo- 
tions. All qualified second lieutenants are 
promoted to first lieutenant by Department of 
the Army action after 3 years of service regard- 
less of vacancies. Letters of instruction are 
necessarily phrased in general terms. Basically 
these points are considered: (1) Zone of con- 
sideration; (2) Number to be selected ; (3) The 
Army's concept of "fully qualified" (see AR 
624-115) ; (4) Yardsticks for measuring poten- 
tial (e.g. efficiency, responsibilities, types and 
variety of assignments, length of service, sen- 
iority, education and experience, physical con- 
dition, moral standards and leadership) ; and 
(5) Remarks concerning the weight to be at- 
tached to efficiency reports (e.g., periods 
covered, trends, previous failure of selection, 
command, leadership, specialization and de- 
rogatory information). 

d. Every attempt is made to make promotion 
policies as stable as possible; no one wants to 
play a game with a constantly changing set of 
rules. On the other hand, requirements change 
as do concepts and laws—and the size of the 
Army has rapidly fluctuated during the past 15 
years and without doubt will continue to change 
in the future. A balance must be struck between 
the needs of the service and individual motiva- 
tion. Present concepts and policies are designed 
to create this balance. Meanwhile, any promo- 
tion system must be geared to present needs 
with a look to the future.   The inevitable con- 

clusion reached by the policymaker will be 
governed by the answer to this question : What 
is best for the service, and ultimately, national 
defense ? 

23. Elimination of Personnel 

a. The capacities, even of potentially well- 
qualified officers, to assimilate and profit by 
progressive assignment will vary. Other factors 
being equal, priority in assignment will be given 
to officers who have demonstrated by their per- 
formance that they, and the service alike, will 
benefit most from responsible assignments. 

b. Every officer deserves a fair chance to 
demonstrate his capabilities. Special counseling 
and training must be given to newly commis- 
sioned officers who encounter initial difficulties 
resulting from inexperience. An officer's re- 
sponsibility for leadership and proper example 
requires that he accomplish his duties effectively 
and conduct himself in an exemplary manner 
at all times. Ineffectiveness, and corrective ac- 
tions taken, must be systematically recorded in 
official documents, including the efficiency re- 
port. The officer who fails to achieve or main- 
tain minimum standards must be identified 
promptly and positive action taken to improve 
his performance. If the officer fails to respond 
properly to all reasonable efforts for improve- 
ment, or does not maintain acceptable standards 
of performance or conduct, eliminative action 
must be taken. 
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1 academic year 
attendance by 
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USACGSC 

One regular course of 1 academic year 
and two associate courses of 5 
months each, per year. 

Attendance by selection. 

/\ 

BRANCH OFFICER CAREER COURSE 

1 academic year 
attended by all career officers 
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COURSE* 

BRANCH ORIENTATION COURSE 
Aprx 8 wks attended by all newly commissioned off 

except OCS grads who remain with basic branch. 
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'• TWO CRS 
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!       OF 
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BY 
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USMA ROTC OCS 

Army service schools and colleges 

Joint, other service, and allied colleges 

•{»    Tech and Admin Service Branch familiarization course for officers upon return to their basic branch after completing detail to 
a combat arm, or upon transfer from a combat arm 

CHART 1 
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SECTION  III 

ARMY MILITARY SCHOOL SYSTEM 

24. General 

This section outlines the Army military 
schools system and the career policies and pro- 
cedures associated with military schooling for 
Army officers. 

25. Qualifications and Eligibility Lists 

Prerequisites for attendance at service 
schools are established by The Deputy Chief of 
Staff for Personnel, Department of the Army, 
and prescribe the length of service and prior 
education required for eligibility. Based on 
these prerequisites, each career branch main- 
tains current eligibility lists of officers qualified 
to attend career military schools. 

26. Selection 

The general procedure for selecting officers to 
attend military career courses are— 

a. Orientation Course. Most newly commis- 
sioned officers attend an Orientation Course as 
soon as practicable after entry on active duty. 
These officers attend the Orientation Course of 
their basic branch except that detailed officers 
attend the Orientation Course of their detail 
branch. 

b. Branch Officer Career Course. Upon re- 
ceipt of quotas, each career branch reviews its 
current eligibility list and selects officers to 
attend the Branch Officer Career Course. This 
selection is based on a consideration of years of 
service, availability, and priority of other career 
development assignments or specialist school- 
ing. 

c. Command and General Staff College and 
Armed Forces Staff College Courses. Upon re- 
ceipt of quotas, each career branch nominates 
officers qualified and available to attend the 
appropriate course. These nominations are 
based on a competitive analysis of all officers on 

the current eligibility list. Types of duty per- 
formed, responsibility entailed, broad develop- 
ment of the officer concerned, demonstrated 
academic ability, and overall manner of per- 
formance and potential are factors considered 
by career branches in the nomination process. 
Nominations are approved by the Director of 
Officers' Assignments, Office, Deputy Chief of 
Staff for Personnel, for officers of the combat 
arms and administrative branches and by The 
Deputy Chief of Staff for Logistics for technical 
service officers. 

d. Senior Service College Courses. The Na- 
tional War College, the Industrial College of the 
Armed Forces, and the Army, Navy, and Air 
War Colleges are considered to be at the same 
military educational level. All officers who at- 
tend these colleges are nominated by their 
career branch from current eligibility lists and 
final selection is made by a Department of the 
Army selection board. 

e. Navy, Air Force, Marine, and State De- 
partment Courses. Invitational quotas to Navy, 
Marine, Air Force, and State Department 
schools are received by the Department of the 
Army. Procedures established for selection of 
students to attend comparable United States 
Army schools apply to selection of students for 
these schools. 

27. Foreign Schools 

Officers are selected to attend foreign schools 
as students in accordance with invitational 
quotas received by the United States Govern- 
ment. Quotas are allocated by the Deputy Chief 
of Staff for Military Operations. Selection pro- 
cedures follow those of the corresponding 
United States service schools. 

28. Applications for Schools 

It is unnecessary for officers to make applica- 
tion   for  assignment   to  the   various   career 
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schools, other than scheduled Associate Branch 
Career Courses, since each officer is automati- 
cally considered for such schooling as he reaches 
the appropriate zone of eligibility. Officers may 
apply for schooling, however, where special in- 
terest or aptitude is a factor in selection, or 
where attendance is restricted to officers who 
volunteer for such schooling. 

29. Release From Current Assignment and Con- 
secutive Courses 

a. Most often, assignment to schools will be 
coordinated with a normal permanent change in 
assignment whenever possible. Tours of duty 
in a particular assignment may be extended or 
curtailed, within reasonable limits, to eliminate 
interim assignments. 

b. Normally, officers will complete at least 
one nonacademic tour between service school 
courses, e.g., an officer will not attend Command 
and General Staff College immediately after 
completing his branch career course. 

30. Language Training 

Officers of the U.S. Army are performing 
duties requiring language fluency in more than 
70 foreign countries. For this reason, the De- 
partment of the Army encourages all career 
officers to attain fluency in at least one foreign 
language, either through USAFI or extension 

course off-duty study, "on-duty" study, or by 
other means. To assist in accomplishing this 
objective, officers are encouraged to volunteer 
for such training in the language of their choice 
or, in the absence of sufficient volunteers, they 
may be ordered into language training on a 
mandatory basis to meet requirements of the 
service. The U.S. Army Language School, 
Presidio of Monterey, Calif., is the primary 
agency for the "on-duty" training of officer 
linguists. All reasonable efforts, consistent with 
Army requirements and career development 
needs, are made to assign officer graduates of 
the U.S. Army Language School, and officers 
who have acquired proficiency by other means, 
to duties in which they will utilize their 
linguistic skills. 

31. Military    Schooling    Other   Than   Career 
Courses 

Many military school courses are conducted 
to train officers in occupational specialties to 
provide special schooling required for a specific 
assignment, and to offer refresher training for 
officers who require branch schooling before 
they receive a branch assignment. Officers may 
apply for these courses or they may be pro- 
gramed to attend such courses by their career 
branch to qualify for a specific assignment. 
Complete information concerning such courses 
is available through local training agencies. 

16 AGO 2443A 



SECTION  IV 

ARMY CIVIL SCHOOL PROGRAM 

32. General 

This section describes the Army civil school- 
ing system and explains policies and procedures 
for officers training in civilian institutions. It 
also includes general education development 
through off-duty academic instruction and the 
Degree Completion Program. 

33. Basic Policies 

a. Training in civilian institutions under the 
Army Civil Schools Program is conducted for 
qualified volunteer personnel to augment school- 
ing and training available within U.S. Army 
agencies. It is restricted to training in fields 
where a definite military requirement exists. 
All expenses are borne by the Government. 

b. General educational development of of- 
ficers is conducted through off-duty academic 
instruction. Within this area partial payment 
of tuition costs is authorized. The exact per- 
centage of payment is announced by appropri- 
ate Department of the Army directives. As a 
supplement to this program, a Degree Com- 
pletion Program has been established. This 
program permits officers to attend a civilian 
educational institution on permissive TDY 
orders for periods up to 12 months to attain 
baccalaureate degrees, and up to 6 months to 
attain a master's or doctor's degree. All ex- 
penses associated with this training are borne 
by the applicant. Normal pay and allowances 
are authorized during the period of training. 

34. Quotas 

Input of officers into the Civil Schools Pro- 
gram is determined by the career branches 
based upon training quotas allocated. These 
quotas have as their basis allocations of money 
as established by the Deputy Chief of Staff for 
Military Operations, Department of the Army, 

in order to meet specific Army-wide require- 
ments for officers with specialized training. 
Input of officers into the Degree Completion 
Program is controlled on the basis of an estab- 
lished ceiling on the number who may be in 
school at any one time. 

35. Qualifications and Selection 

Prerequisites for attendance at a civil in- 
stitution are established by the Department of 
the Army in coordination with the appropriate 
agencies concerned. The prerequisites vary ac- 
cording to the field of study. 

a. The procedures used in selecting officers 
to be trained in civilian institutions under the 
Army Civil Schools Program are— 

(1) Based upon the approved program and 
budget, the Director of Officers As- 
signments, Deputy Chief of Staff for 
Personnel, selects officers of Infantry, 
Armor, and Artillery to attend civil 
schools. Using the same basis, chiefs 
of the administrative and technical 
branches make the selection for their 
respective branches. Department of 
the Army Staff Agencies operating 
programs requiring specialized train- 
ing in civilian institutions select of- 
ficers for attendance at civil schools 
in coordination with the Director of 
Officers Assignments and the officer's 
career branch. 

(2) Selection of officers to attend civilian 
institutions is made on a best qualified 
basis. The officer's record of duty per- 
formance, military potential, and his 
academic record during attendance at 
previous civilian schools are the pri- 
mary considerations. Normally, selec- 
tion is made from among officers who 
have voluntarily applied for training 
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in the various fields of study. When 
an officer who has not applied is se- 
lected for civil schooling, he will be 
given the opportunity to decline the 
assignment. The same is true when an 
officer is selected for schooling in a 
field of study not included in his ap- 
plication. 

(3) The officer's career development is 
carefully considered when making se- 
lections for attendance at civilian 
educational institutions. Selection for 
attendance is made in conjunction 
with planning for future assignments 
and military schooling of the officer 
concerned. 

b. Selection of officers for participation in 
the Degree Completion Program is made on a 
best-qualified basis by the Director of Officers' 
Assignments or by the respective chiefs of tech- 
nical or administrative branches in coordina- 
tion with the Director of Officers' Assignments, 
based on— 

(1) Application by the officer. 
(2) Officer's eligibility based upon current 

directives. 

36. Assignment Upon Completion oí Civil School- 
ing 

a. All officers who receive more than 20 weeks 
training under the Civil Schools Program are 
assigned to a 3-year utilization tour. These as- 
signments are made to meet the requirements 
established for officers trained in specific fields 
of study. These tours may be interrupted for 
attendance at service schools or other career 
broadening assignments when it is in the best 
interests of the service. Upon completion of a 
utilization tour, an officer continues the normal 
career pattern of his branch to include subse- 
quent utilization of his special qualification. 
Changes in assignment (except for officers of 
the Army Medical Service, Chaplains, and the 
Judge Advocate General's Corps) during this 
utilization tour are processed through the Direc- 
tor of Officers' Assignments, or the Deputy Chief 
of Staff for Logistics, whichever is appropriate, 
prior to the publication of orders. This require- 
ment emphasizes the importance attached to 
utilization of officers with special qualifications 

resulting from civil school program participa- 
tion. 

b. There is no formal utilization tour con 
mected with participation in the Degree Com- 
pletion Program. However, any acquisition of 
additional qualifications by civil schooling is 
considered in an officer's future assignments 
and the development of his career. 

c. Utilization of officers with advanced ac- 
ademic degrees is governed by two basic types 
of career pattern. First is for the officer who, 
upon completion of his advanced civil educa- 
tion, receives assignment to a utilization tour 
and then is employed in a series of assignments 
not necessarily related to his field of study. 
Normally, such officers can expect additional 
utilization tours subject to the needs of the 
service. In this case, the Army seeks to obtain 
direct return on its investment during the in- 
itial utilization tour and any subsequent utiliza- 
tion assignments. In addition, direct benefits 
are obtained from the officer's advanced train- 
ing through the additional knowledge and 
qualifications which he brings to his subsequent 
assignments, whatever they may be. A career 
pattern of this type usually can be managed 
effectively under the policies of the officer's basic 
branch. 

d. The second pattern is for the officer who, 
upon completion of his initial utilization tour, 
desires additional assignments which will 
utilize his special qualifications at various times 
in his career. These officers may indicate such 
assignment preferences on DA Form 483 (Of- 
ficers Assignment Preference Statement). In 
areas where a formal Department of the Army 
Officer Program has been established, the officer 
may assure himself such a career by volunteer- 
ing for participation in the appropriate pro- 
gram. The officer who has received graduate 
schooling is aware that he may be reassigned 
to a position requiring competence in his 
principal area of study depending upon needs of 
the service and officer's desires, in that priority. 
Such officers need cross-orientation in order to 
maintain branch qualification and also pro- 
ficiency in their field of advanced study. When 
an officer is assigned to a position employing his 
scientific or similar qualifications, he must as- 
sume the responsibility of keeping abreast of 
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new ideas and current trends in his basic 
branch. Likewise, the "user" of his advanced 
talents should assist the officer by providing 
him with periodic branch or general Army ori- 
entation, or arrange for him to attend a TDY 
refresher course at a service school. Similar ac- 
tions will keep him informed of latest develop- 
ments in his scientific field when he has ad- 
vanced qualification. The branch immaterial 
career pattern is not necessarily incompatible 
with a branch material career pattern. For ex- 
ample, the artilleryman who desires to con- 
centrate in the atomic energy field, or the ord- 
nance officer who desires to concentrate on 
R&D, will receive assignments in the two areas 
that are mutually supporting. An ordnance of- 
ficer participating in the R&D program could 
serve exclusively in branch material positions. 

e. Assignments of officers who acquire ad- 
vanced knowledge of a subject will favor com- 
mand and managerial positions in which the 
possession of such advanced knowledge will 
enhance overall qualifications as an officer. For 

example, a graduate-schooled officer or a 
volunteer of the R&D officers' program assigned 
as an atomic energy laboratory scientist in the 
grade of captain may be assigned as the test 
officer making a specific application of atomic 
energy to Army weaponry when a field grade of- 
ficer. Later as a senior officer, he might com- 
mand a large and important laboratory or in- 
stallation. Thus, over the span of a career, the 
pattern and sequence of assignments would en- 
compass duty as a laboratory or field scientist 
and also as an administrator of scientific pro- 
grams. 

37.  Service Obligation 

Officers accepted for training at a civilian in- 
stitution for more than 20 weeks, to include 
participation in the Degree Completion Pro- 
gram, are obligated to remain on active duty 
with the Armed Forces for a period of 4 years 
subsequent to completion of training, unless 
sooner relieved for the convenience of the Gov- 
ernment. 
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SECTION V 

OVERALL CAREER PLAN 

38. General 

a. The objective of officer career planning is 
the optimum development of the total leadership 
talent of the officer corps. This talent must be 
developed in the interest of meeting effectively 
the diverse demands made on the Army from 
current and continued peacetime functions 
through limited wars to full-scale nuclear wars. 
Career planning serves this objective by foster- 
ing maximum development of each officer in 
leadership; and the optimum development of 
the officer corps as a whole in (1) command, 
(2) staff and managerial skills, and (3) tech- 
nical competence. It seeks to consider in- 
dividual talents and preferences as well as ac- 
tual and anticipated requirements of the Army. 

b. The overall career plan as depicted on 
chart 2 applies to the officer corps at large. 
This chart presents on a time-scale of 30 years 
a framework to tie together a general statement 
of the developmental stages in professional 
careers and a design for a military career 
system. On the left of chart 2 are the four 
career periods with a graphic representation of 
how leaders grow and contribute. The center of 
the chart shows the types of duty assignments 
generally appropriate at the four periods. The 
right of chart 2 indicates how the demands of 
leadership change. Each career period has its 
distinct pattern of activities. In making the 
transition from one period to another, it is 
essential that the individual distinguish be- 
tween the former level of performance and the 
requirement of the next period and perform 
in consonance with requirements appropriate 
with the new period. The specific career time 
periods set forth in chart 2 are intended only as 
general guides. An officer who at an early stage 
exhibits the kind of leadership capabilities de- 
manded in positions at the upper levels of Army 
organizational structure may receive assign- 
ments  designed  to  accelerate  his   movement 

through the successive career development 
periods and toward such senior positions. The 
Overall Career Plan in chart 2 provides general 
guidance for the development of more detailed 
career patterns and also assists individual of- 
ficers in actively planning their own develop- 
ment. 

39. Basic   Military   Development   Period   (0-8 
years) 

This is the period of initial career direction in 
which the officer becomes well grounded in mat- 
ters pertaining to his basic branch and estab- 
lishes a primary proficiency in basic tactical 
and/or technical performance, including a 
knowledge of materiel and equipment. He also 
acquires capability in the management of en- 
listed men on a direct face-to-face basis. The 
young officer has an opportunity to learn how 
much an individual can endure and how to 
evaluate strengths and weaknesses of the in- 
dividual soldier. This period is considered most 
critical to the development of an officer, for it 
is here that the officer develops lasting traits, 
attitudes and leadership qualities which will in- 
fluence his potential contribution throughout 
his entire service career. Proper career guid- 
ance during this period is essential to the morale 
and welfare of the officer and his family. 

40. Intermediate Professional Development and 
Réévaluation Period (9—15 years) 

a. In this period emphasis is given to— 
(1) Developing advanced proficiency in 

tactical and technical skill, and the in- 
tegration of knowledge and skill. 

(2) Selection for assignments requiring 
more complex face-to-face contact 
such as major staff assignments, 
schools, civilian components, and com- 
mand of larger organizational ele- 
ments. 

AGO 2443A 21 



b. Operating requirements influence the of- 
ficer toward attaining excellence in conforming 
to high professional standards in duty assign- 
ments. The period is one which serves most 
significantly as a means for uncovering the of- 
ficer's unique and distinguishing talents and 
desires for future development in a direction, or 
directions of value to the military service. As 
such, this is a period of réévaluation, redirec- 
tion, and preparation for the next step in 
career development. 

41.  Advanced   Contribution   and   Development 
Period (16-23 years) 

a. This is a period of attaining career reali- 
zation and of advanced professional standing 
for the officer. It is also a period marked by an 
increase in the proportion of branch immaterial 
positions requiring professional competence in 
General Staff functional areas and in branch 
immaterial specialist fields. Strictly branch 
material assignments are materially decreased 
during this period, particularly for combat 
arms officers. The tactical and technical pro- 
ficiencies and face-to-face skills which were 
preeminently necessary in earlier stages of a 
career are now subordinated to the ability to 
view the Military Establishment as a whole, and 
the role of the Army in society. The major re- 
quirement of this period is the ability to visual- 
ize the whole while limited to giving direction 
and leadership to a smaller segment. Depend- 
ing upon the particular aptitude of the officer 
and the relative demands for various abilities, 
the officer's duties in this career period may 
contain various combinations of repetitive as- 
signments as— (1) an officer performing purely 

branch material duties or; (2) an officer with 
special qualifications, either pertinent to his 
branch or outside the purview of his branch, or ; 
(3) as a General Staff officer in assignments 
employing his talent for integrating the knowl- 
edge of various components in furtherance of 
a military function, such as personnel or 
logistics, or; (4) as a commander. 

b. The particular assignment pattern chosen 
should be one which will maximize the officer's 
strength and his potentialities in one or more 
functions or in scientific or technical fields, thus 
assuring the availability to the Army of out- 
standing competence to meet whatever military 
demands may arise. 

c. For many officers, the duty assignments of 
this period will represent the realization and 
fulfillment of their own aspirations and contri- 
butions. During this period, the selection and 
development of key war leaders will occur ; for 
such officers, this period will be one of prepara- 
tion for a subsequent culminating period of high 
military leadership. 

42. Major Professional Contribution Period (24- 
30 years) 

This is a period of maximum contribution of 
the individual abilities of officers. The concern 
here is with the application of the talents devel- 
oped over the length of a career to worldwide 
problems of strategy, and to the innovation and 
adoption of policies for the Army as a whole 
which will maintain and enhance its capabilities 
as an instrument of national purpose in an era 
of great scientific advances and rapid social 
change. 
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SECTION VI 

BRANCH CAREER PATTERNS 

43. General 

Career patterns are representations of 
"pathways" or "ladders" that can be followed 
by officers in progressing from beginning levels 
to highest positions of responsibility they are 
capable of assuming. These patterns consist of 
a narrative and graphic representation of the 
types of duties, levels of responsibility, training 
and schooling objectives, and opportunities for 
development which exist within specific career 
fields. The overall career pattern shown in 
chart 2, depicts the basic pattern for career 
development and applies to all officers. How- 
ever, specific patterns are necessary to show the 
application of the basic career patterns to of- 
ficers following career patterns with emphasis 
in a particular branch. This section contains 
career patterns on each of the branch oriented 
career development programs. 

44. Purpose of Career Patterns 

a. The purpose of career patterns is to guide 
development and training activities to provide 
officers with qualifications they do not possess 
upon entrance into a branch of the Army, and 
to add other qualifications to help the officer 
grow in knowledge and skill so that he will be 
able to advance to higher grades and assume in- 
creasing responsibilities. 

b. The career pattern implies progressive de- 
velopment of the individual officer to perform 
either command or staff duties and prepares 
him to assume the responsibilities of higher 
command and staff duties in time of emergency. 

This is accomplished by controlled assignments 
and planned education. 

c. The development and publication of career 
patterns enhances participation by officers in 
the career planning program. When an officer 
sees the picture of various career field opportun- 
ities, visualizes advancement possibilities and 
understands the way that his own situation 
fits into the total career plan, he is better able 
to plan his own self-development and to parti- 
cipate actively in career planning. 

45. Use of Career Patterns 

a. The career patterns developed for each 
branch of the Army are designed for applica- 
tion to all officers. While patterns are intended 
primarily for direct application to -career of- 
ficers, they apply, with minor modification, to 
nonactive duty reserve officers as well. 

b. The career pattern of each branch is de- 
signed to provide guidance in assignments of 
officers throughout their careers. It is the re- 
sponsibility of the field commander or the 
supervisor, as well as the Department of Army 
Career Branch Chief to assign officers in con- 
formance with this guidance. This requires 
extensive knowledge of career planning and 
proper personnel management. 

46. Branch Career Patterns 

Detailed career patterns, and related discus- 
sion, pertaining to each career branch of the 
Army are contained in paragraphs 47 through 
67. 
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ARMOR CAREER PATTERN 

DEVELOPMENT 
PERIODS 
AND 
TYPICAL 
ASSIGNMENTS 

YRS 
SVC 

SCHOOL 
ELIGIBILITY 

FINAL CAREER PERIOD 

KEY ASSIGNMENT 

BROAD MILITARY DEVELOPMENT 

BASIC MILITARY FOUNDATION 

a. Platoon and company command 
b. Company/battalion staff 

a. Company command 
b. Battalion, regimental, combat 

command Stan 
c. Service school faculty 
d. ROTC, NG or Army Reserve 
e. MAAG, Mission 

a. Battalion command 
b. DA, CONARC, Army 

and  lower staffs 
c. Joint staff 
d. Service school faculty 
e. MAAG, Mission, Assistant 

Attache 
f. ROTC, NG, or Army Reserve 

Resimental or combat com- 
mand and higher command 
¿oint staff 
IA, CONARC, Army, Corps, 

Division Staff 
PMS"     Senior   Advisor,   NG 
and Army Reserve 
Service school faculty 
MAAG  or  Mission   Chief, 
Army Attaché 

8 10  11 12  13  14 15 16 17 18  19 20 21  22 23 24  25 26  27 28  29 30 

* 
ARMOR 

CAREER COURSE 
(All officers) 

COMMAND AND GENERAL STAFF COLLEGE 
(Selected officers) 

ARMED FORCES STAFF COLLEGE 
(Selected officers) 

WAR COLLEGE 
(Selected officers) 

OTHER SCHOOLING: LANGUAGE, GRADUATE CIVIL SCHOOLING, NAVY, AIR FORCE AND 
MARINE CORPS, ICAF/ FOREIGN SERVICE SCHOOL COURSES FOR SELECTED OFFICERS 

* 
ARMOR ORIENTATION COURSE (All officers) followed by AIRBORNE and/or RANGER TRAINING (All RA officers) 

CHART 3 

> 
o 



> 
71 
O 

47. Armor Career Pattern 

a. The Armor officer career pattern is designed to provide 
guidance for the progressive and balanced development of 
Armor officers so that as their careers advance they may be fully 
qualified to carry out the duties of command and staff positions 
appropriate to the grade in which serving. Because of school 
programing, varying tour lengths and other reasons, officers 
enter the various career development periods at different times. 
This flexibility is indicated on chart 3 by the overlapping blocks. 

b. Some Armor officers at different times in their careers vol- 
unteer for and are selected to enter one of the specialist fields. 
The career patterns of these officers are detailed in paragraphs 
68 through 79. During branch qualification tours these officers 
receive Armor command and staff assignments appropriate to 
their period of career development as shown on chart 3. 

c. Upon completion of the Armor Orientation Course and 
Airborne and/or Ranger Training (the latter two applicable to 
newly commissioned Regular Army officers only) each career 
Armor officer will be assigned to an Armor troop unit. He must 
have ample opportunity to acquire and demonstrate the ability 
to command an Armor platoon. Once this proficiency has been 
gained and prior to entry into the Career Course, the officer may 
be given other troop assignments including troop staff and com- 
pany command. The importance of this initial troop duty can- 
not be overemphasized and any effort to divert a young officer 
during this period into an assignment other than the type en- 
visaged herein should be strongly opposed.   Except for Army 

aviators, Armor officers are not allowed to specialize until com- 
pletion of the branch career course. 

d. After completion of the Career Course a variety of assign- 
ment possibilities is offered as indicated on chart 3. Selected 
Armor officers enter the various specialist fields and pursue 
graduate work, primarily in the physical sciences, under the 
Combat Arms Civil Schooling Program. Each Armor officer 
should have had the opportunity to demonstrate his ability to 
command a company size unit and to serve as a principal staff 
officer at battalion, regimental or combat command level before 
attending the Command and General Staff College. 

e. After graduation from the Command and General Staff 
College an officer can expect to be considered for a broad range 
of assignments, normally in a different field and on a higher 
level than after the Career Course. Certain qualified officers will 
be selected to pursue graduate study in the social and physical 
sciences under the Combat Arms Schooling Program. An offi- 
cer's ability to command a battalion size unit and handle an im- 
portant staff assignment at Army or higher level should be 
tested before he is considered for War College level schooling. 

/. During the latter portion of an officer's career assignment 
emphasis gradually shifts from career development to a proper 
utilization of his experience and capabilities. Outstanding offi- 
cers are given the opportunity to demonstrate their ability to 
command combat commands or regiments as well as to prove 
their worth in key positions on high Army and Joint Staffs. 
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ON ARTILLERY CAREER PAHERN 

OBJECTIVES 
FOR PERIODS 

INDICATED 

YRS 
SVC 

SCHOOL 
ELIGIBILITY 

DEVELOPMENT OF BROAD 
KNOWLEDGE OF BASIC 

BRANCH BY: 

a. Rotated troop duty. 
b. Troop staff duty. 
c. Attendance at Orientation and 

Branch Career Courtes 

BROADENING OF  BASIC 
KNOWLEDGE TO INCLUDE 

UNDERSTANDING OF 
INTERRELATION OF ALL 

BRANCHES BY: 
a. Troop command du.ty 
b. Attendance at C&GSC and AFSC 

(selected officen). 
c. Instructor duty at service schools. 
d. Civilian component duty. 

■ I !■ 
9     10 

PREPARATION FOR 
FUTURE HIGH LEVEL 

STAFF AND COMMAND 
ASSIGNMENTS BY: 

a. Troop command duty. 
b. Attendance at AWC, NWC, or 

ICAF (selected officen). 
c. Duty on Division or higher staff. 
d. Instructor duty at gen or special 

service schools. 

To afford an opportunity for the very 
ablest officers to be tested in the all 
important qualifications of troop com- 
mand and other positions of great 
responsibility. 

11     12      13     14      15     16     17     18     19     20     21      22     23     24     25     26     27     28      29      30 

'ORIEN- 
TATION CAREER COURSE 

COMMAND AND GENERAL STAFF COLLEGE 

ARMED FORCES STAFF COLLEGE 

WAR COLLEGE LEVEL 

OTHER SCHOOLS (NAVY^ AIR FORCE,, MARINE, PERSONNEL RESEARCH, 
INTELLIGENCE, LANGUAGE, A6v CIV SCHOOLING) UNDER ESTABLISHED QUOTAS 

TRAIN. 
ING 

ASSIGN. 
MENTS 

TRAIN. 
ING 

AND 
COM- 

MAND 

TROOP COMD AND STAFF (ARMY AND DIV STAFF, 
TO INCLUDE AT LEAST 1 YEAR EACH 

(Min 3 yean) 

ETC) 

CIVILIAN COMPONENTS 
AND 

INSTRUCTOR GEN OR SPECIAL SERVICE SCHOOLS 

GEN- 
ERAL 
STAFF 

GEN STAFF USA AND JOINT STAFFS 
(Selected officer?) 

TRAINING FOR POSITIONS 
OF HIGHEST RESPONSIBILITY 

After 90 yean of service, extraor- 
dinarily able officers will be given loun 
of duty in positions of great responsi- 
bility. Available troop assignments 
will be used to capacity to giv« practical 
command experience to outstanding 
officers. 

> 
o 

•ORIENTATION COURSE-ALL OFFICERS (RA officers must complete AIRBORNE and/or RANGER TNG) 

The types of duties listed are considered desirable for all officers.    Officers will necessarily receive other types of assignments, but every effort will be made withir 
limits of operational necessity to assign officers to the duties listed during the periods indicated. 

CHART 4 
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48. Artillery Career Pattern 

a. The career plan for Artillery officers is designed to accom- 
plish a twofold mission. First, to meet the needs of the Army 
for Artillery officers of all grades qualified in both missiles and 
conventional artillery. Second, to provide assignment and 
schooling which will enable each Artillery officer to develop his 
full potential. 

b. The Artillery officer career pattern is similar to the general 
career plan outlined in chart 2; however, because of the dual 
mission of Artillery, (air defense and support of ground opera- 
tions) the Artillery officer enjoys somewhat more variety of 
assignment than officers of the other arms or services. 

c. Cross assignment (that is from air defense to field artillery 
or field artillery to air defense) will be effected as early as 
practicable. Weapons qualification training will be provided 
when needed to prepare the officer for his duties in the new field. 
For example, an officer with experience primarily in air defense 
units will receive surface-to-surface missile or other field artil- 

lery training prior to cross assignment. Conversely, an officer 
with experience primarily in field artillery will receive surface- 
to-air missile or other air defense training prior to cross assign- 
ment. 

d. Artillery officers may receive special training early in their 
career in fields such as survey, radar, missile maintenance, and 
communications. However, this specialized training will not 
prevent cross assignments which provide broader experience. 
A few officers may receive special training to qualify them as 
Guided Missile Staff Officers. These officers will receive re- 
curring assignments in this particular specialty. 

e. Troop duty at battery level will be stressed during the 
early years of service. Each officer should seek troop duty in 
each grade to which he is promoted. Command is especially 
important ; therefore each officer must seek command of a bat- 
tery and later of a battalion and a group. 

to 
NI 



»O 
00 INFANTRY CAREER PATTERN 

OBJECTIVES 
FOR PERIODS 

INDICATED 

YRS 
SVC 

•ORIEN- 
TATION 
COURSE 

SCHOOL 
ELIGIBILITY 

DEVELOPMENT OF BROAD 
KNOWLEDGE OF BASIC BRANCH 

BY: 

a. Troop itaff duty. 
b. Rotated troop duty. 
c. Attendance at Baiic and Branch 

Career Coupes. 

BROADENING OF BASIC 
KNOWLEDGE TO INCLUDE 

UNDERSTANDING OF INTER- 
RELATION OF ALL BRANCHES 

BY: 

a. Troop command duty. 
b. Attendance at C&GSC and AFSC 

(selected officers). 
c. Instructor duty at service schools. 
d. Civilian component duty. 
e. Recruiting duty. 
f. CICduty. 

10      11      12      13      14      15      16      17     18      19      20 

PREPARATION FOR FUTURE 
HIGH LEVEL STAFF AND 

COMMAND ASSIGNMENTS BY: 

a. Attendance at AWC, NWC, or 
ICAF (selected officers). 

b. Duty on Division or higher staff. 
c. Instructor duty at service schools. 
d. Civilian component duty. 

To afford an opportunity for the very 
ablest office« to be tested in the all 
important qualification! of troop com- 
mand and other positions or great 
responsibility. 

21 22      23      24      25      26      27      28     29   30 

CAREER COURSE 

COMMAND AND GENERAL STAFF COLLEGE 

ASSOCIATE 

REGULAR 

ARMED FORCES STAFF COLLEGE 

WAR COLLEGE LEVEL 

OTHER SCHOOLS ÍNAVY.,. AIR FORCE. MARINE. 
INTELLIGENCE, LANGUAGE, ADV CIV SCHOOLING) UNDER ESTABLISHED QUOTAS 

TRAIN- 
ING 

ASSIGN. 
MENTS 

TRAIN- 
ING 
AND 
COM- 

MAND 

GEN- 
ERAL 
STAFF 

TROOP COMD AND STAFF (ARMY AND DIV STAFF, ETC) 
TO INCLUDE AT LEAST 1 YEAR EACH 

(Min 3 years) 

CIVILIAN COMPONENTS 
AND 

INSTRUCTOR GEN OR SPECIAL SERVICE SCHOOLS 

GEN STAFF USA AND JOINT STAFFS 

TRAINING FOR POSITIONS OF 
HIGHEST RESPONSIBILITY 

After 23 years oí service, ex- 
traordinarily able officers will be 
given toim of duty in positions of 
great responsibility. Available 
troop assignments will be used to 
capacity to give practical com- 
mand experience to outstanding 
officers. 

> 
O 

«ORIENTATION COURSE—ALL OFFICERS (RA officers must complete AIRBORNE and/or RANGER TNG) 

The types of duties listed are considered desirable for all officers.    Officers will necessarily receive other types of assignments, but 
every effort will be made within the limits of operational necessity to assign officers to the duties listed during the periods indicated. 

CHART 5 
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49. Infantry Career Pattern 

a. The career pattern of Infantry officers is designed to pro- 
vide guidance in the assignment of officers throughout their 
careers. It is the responsibility of field commanders as well as 
the Career Branch to assign officers in conformance with this 
guidance. It is especially important to an officer's career that 
service as shown on chart 5 for the first 8 years be followed as 
closely as possible. This will establish the basis for a balanced 
career in preparation for higher level duties to insure integra- 
tion of appropriate military education as the career develops. 

b. Upon completion of the branch orientation course, an offi- 
cer should be assigned to company level duties within a troop 
unit, and be rotated by the commander through various types of 
duty. After completion of 3 years at company level, an officer 
may be rotated to battalion or battle group level staff until 
ordered to attend the branch career course. Upon completion of 
5 years of service, the officer should be well grounded in all types 
of arms and equipment within the unit and be prepared to 
pursue advanced branch schooling.   It is especially important 

that each officer be afforded an opportunity to command a com- 
pany sized unit prior to promotion to field grade. 

c. Except for Army aviators, officers will not be allowed to 
specialize until completion of their branch, career course. Those 
officers who desire to specialize, and are selected, will be as- 
signed to appropriate duties in their chosen fields. Such assign- 
ments will be fitted into the career pattern to develop well- 
qualified technical specialists who are primarily branch qualified 
Infantry officers. 

d. (1) During the first 15 to 23 years of a professional offi- 
cer's career, emphasis should be placed on a balanced 
sequence of assignments to insure that his potential is 
developed to the maximum. 

(2) In the latter part of an officer's career, the emphasis 
should be placed on a proper utilization of established 
capabilities and the continued development of those 
officers who indicate outstanding potential. 

to 



o CORPS OF ENGINEERS CAREER PATTERN 

1                 SCHOOL ELIGIBILITY YRS 
SVC 

CAREER PHASES 

» RA          OTRA 

1 1   30 

ra29 
í^m 

All   office™   attend   the   Branch 
\l VoooooN 

{EOCC5 Own». r r 
D56 

NSXSNSSN 

School  bloclcs  indicate period of ^^^^\ 
eligïbilîfy m fafmi of ICíVíM at date VSVVVVÍN 
of entry into ichool. xvoívooí 
Under AR not more than 25 percent ÏNNNNXNSN 

S              of the  officer» leiectcd for icnior î\x\xxxv\ 
service   colleg«   (NWCf   AWC( HNSSXNSSN 

|              ICAF) will fiave more than 21 yean 

o24 

r 

SSSNSXVS 
of service upon graduation. 

1 
SENIOR 
SERVICE 
COL- n20 

r 
r 
o16 
n15 

^vv^ feSSgg "$$$$$$§ 
LEGES ^vvvwvv ÍNNSXSNVS 

AWC &VW9WVS NXSSSSSS, 

NWC vvvvvvvv 'NSSSSANS 

CâGSC 

AFSC 

ICAF 

■ ■ ■ 0000»$^ .   
a;; iosills ̂ ^^^ 

AC&GSC WÊÈ WÈÈ 
D12 
Mu mÊ WÊ 

: 

H B CIVIL 
SCHOOl WÊÈÊ WËÊ. 

BASIC MILITARY 

ECXC 
PERIOD 

OBJ: To develop funda- 

K 
menfaí knowledge of 
soldiering and ihc func- 
tioning of the Army team. 

Í To mcrcaw branch aiiali. 
fications by career ichool- 

OH—i-C«,                                1 II ing, tnîop duty, and by 

Ranger and/or Aiibomc Training; Army t; j          Aviation Training; initial Troop daty. 
i        (RA officcn must complete Airtomc i ■ 

•4 aid/or Ranger Troimng.) 

GENERAL 

All officeri should seek responsibility without regard to a precise career pattern, particularly in time of war or notional 
emergency. 

All officers should have recumng troop eiperience as a primary qualification, with tours in one or more of the other assignment 
fields shown below.   Early specialiiotion in any one field should be avoided. 

Officers participating in DA Specialist Program! will have recurring assignments in their specialty field. 

BRANCH ASSIGNMENT FIELDS AND TYPICAL ASSIGNMENTS THEREIN 
(Not related to yean of service) 

Troops 

Genera! Síaíí— 
DCSPER 
DCSOPS 
ACSI 

OCE—Troop Opm 
Staff. 

OCE-Penonnei Stafi. 

Staff—Theater, Amiy, 
Corp« and Divition 
level in Engineer or 
Branch immaîcfkjî 

/nifrycfor—S*fvi« 
School, USMA, 
ROTC, NG, USAR. 

Troop Duty—Brigade, 
Gratip, BûlfaiJon 
and Company level 
in combat, con- 
itruction, and 
amphibious or other 
special type uniH. 

Contract 
Conifruclron 

General Siaff— 
DCSLOG 

OCE-Civil Works or 
Military Construc- 
tion Sfafft. 

Civil Works cud Mil*, 
tary Conitruction 
duty at Division, 
DUtrict, Ama ot 
Project level. 

Pott Engineer 

Genial Saff- 
DCaOG 

OCE—Repaiti and 
Utiliiies Stoff. 

Engineer Imtallations 
Stoff-CONARC, 
Theater and 
Army level, 
CONUSand 

Po»r Engincef Sraff. 

Utilities Officers. 

Motor i ol 

Menagemonl 

General Staff— 
DCSLOG 

OCE—Military Sup- 
ply Staff. 

Supply Control Office. 

Maintenance Activ- 

Engineer Staff— 
CONARC, Tlwatet 
and Army lava I. 

Ptocurement Duty. 

Duly with Supply or 
* íaintanonce troop*. 

General Depots 

MAAG's 

Research and 
Development 

Generat Staff— 
OCRD 

OCE—R&D Staff 

£fiB¡no« PLÙ 
Loboratorics 

Dufy wirti- 
Atomic Energy 

Comm fAEC) 
Dofotso Atomic 

fSSÜ ***' 
Cold Ragion« 

Rocoorch 
Expor Lab 
fCRRELÎ 

Watorwoys 
E>pcf Stofion 

(WES) 
Army Enginoor 

Rooctors 
Group (ERG) 

Polar R&D 
Center 
(PRtOQ 

SfJocid  School. 

Gçocbsy, 
Iñfdligcnco and 

Mapping 

&ftcral Staff— 
ACSI 

OCE—Intelligence, 
Mapping and 
Space Staff. 

AfiWy Map Service, 

Miuicni. 

Attachés. 

MAAG'« 

IAG5 

Duly with Topo 
Troop». 

> a 
o 

OTRA officors will be omomoticQlly considotod (or rgtonlion during this poriod.   Only a le« o( I ho most outstanding will bo totoinod and tb.y will hove the same career 
opporlunitios as RA offtcsrs in this time period. 

PERIOD OF MAXIMUM EMPHASIS ON UTILIZATION, OBJECTIVE:   To assign officers to positions of incasing responsibility as sapperted by demonstrotod ability    Do- 
volopmcnt rontmuos, principally in the assignmont field in wbich thé officer has demonstrated manimijm potential. 

PERIOD OF MAXIMUM EMPHASIS ON DEVELOPMENT, OBJECTIVE: To impro». military stature and broaden genoral professional knowledao through schooling and tours in 
vonous earoor f,olds; to próvido an understonding of the purpose ond rolallonship of training, operations, logistics, research and devolopmenl, intolliaence «id soewity con- 
struction and mamlaianco, and administrativo procodures.- and to qualify thoroughly in the troop and one or mare other assignment fields. 

CHART 6 



a      50. Corps of Engineers Career Pattern 

è a.  General.  Corps of Engineers career planning is designed 
> to insure the fullest professional development and effective utili- 

zation of officers while accomplishing the Engineer mission of 
the Army. The combat arm and technical service roles of the 
Corps provide a wide variety of interesting and challenging 
assignments. A pamphlet "Career Management and Assign- 
ment Policies of the Chief of Engineers," is distributed periodi- 
cally to Engineer officers upon change of station. It outlines the 
details of career planning and policy changes. Officers with 
personal or career problems or questions are encouraged to 
write or visit the Office, Chief of Engineers for counseling. 

b. Assignment Fields. Typical assignments in the six assign- 
ment fields shown on chart 6 are not related to the years of 
service column, e.g., command duty recurs at higher levels of 
responsibility as an officer advances in grade and experience. 
Normal planning provides for duty in two or more of the assign- 
ment fields to provide the breadth of experience necessary in 
positions of increasing responsibility and rank. Individual 
preferences for cross-specialization in two assignment fields will 
be considered upon completion of basic branch qualification 
(first 8 years). Challenging assignments in a variety of assign- 
ment fields can be stepping stones to general officer grade. 

c. Preplanning in the Basic Period. 
(1) Types of assignments through C&GSC level are pre- 

planned with each officer during attendance at the 
Engineer Officer Orientation Course (EOOC). The 
preplanned program enables the officer to know in ad- 
vance the general assignment pattern he will follow 
during the first 8 to 12 years of service. 

(2) Three typical assignment patterns with possible varia- 
tions provide selectivity in the order in which initial 
training, civil schooling, branch technical duty and 
attendance at the Engineer Officer Career Course 
(EOCC) occur. 

d. Period of Maximum Emphasis on Development. 
(1) Varied assignments. The periods preceding and fol- 

lowing the EOCC provide an opportunity for varied 
assignments in several of six branch assignment fields. 
Each officer becomes qualified in troops and at least one 
and usually two other assignment fields before attend- 
ing the C&GSC. In the period between the EOCC and 
the C&GSC an officer may enter one of the formalized 
Department of the Army specialist programs or re- 
quest recurring assignments in one of the branch as- 
signment fields. Branch action on such requests con- 
siders the officer's qualifications, potential, and prefer- 
ence as well as current Army requirements. 

(2) Specialization. Narrow and total specialization are 
discouraged. All officers must maintain a reasonable 
degree of broadened development to prepare and 
qualify them for higher level staff and command re- 
sponsibilities, even in their preferred specialist fields. 

(3) Schooling. Selected officers will attend the C&GSC. 
The regular course is open between the 8th and 14th 
year of service. The C&GSC is available up to 19 
years of service for Regular Army officers and 15 years 
for other than Regular Army officers. Assignment to 
higher staff positions and important branch material 
positions normally follows C&GSC. During this period 
officers not attending the C&GSC may indicate a pref- 
erence for specialization. The period of maximum 
emphasis on career development culminates with at- 
tendance at a senior service college for selected officers. 

e. Period of Maximum Emphasis on Utilization. During this 
period assignments provide for optimum utilization of each offi- 
cer's talents and experience in a Department of the Army, Joint, 
Combined, or Allied staff assignment ; duty as District and Divi- 
sion engineers; Group and Brigade Command; and assignment 
to other key positions in the six branch assignment fields and 
branch immaterial area. 
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CHEMICAL CORPS CAREER PATTERN 
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30 

29 

D58 
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D56 
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1 

CATEGORIES OF 
DEVELOPMENT AND 

UTÎUZATiON 

Utilization in positions 
oí broad retpomtbtlity 

Top level schooling and 
key oiiignmenîi 

Broad military 
developffltRí 

Baik military 
foundation 

GENERALIZATION 

Sentot Service School, 
Staff or Faeylfy. 

Department of Defense 
Staff. 

Military Assistance Ad- 
visory Group or Mis- 
sions, Chemical 
Officer. 

Attaché. 

Senior Liaison Officer, 

Comptroller. 

ChemicaH3iologiea!~ 
Radiologicgl  Otienta- 
tion  School—Imtiuc- 
tor. 

Chemical Corps School— 
Staff and Faculty. 

ImlfMctor United Sfaîei 
Military Academy or 
oftier Aimy school. 

Adjutant. 

Regular Army officei—Duty with Combat Arms 
Combat Anni Basic Officer Orientation Course 
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TYPICAL ASSIGNMENTS 

RESEARCH AND 
DEVELOPMENT 

Commanding General, 
Research and Develafi- 
menf Command. 

Commanding Officer, 
Dugway Proving 
Ground. 

Commanding Officer, 
Siolagical Warfa« 
Laboratories. 

Commanding Officer, 
Chemical Warfare 
Laboratories. 

Chemical Corps Research 
and Development Divi- 
sion Chief. 

Deputy Commander, 
Bioîogical Warfare 
Laboratory. 

Department oí the Army, 
General Staff. Office 
of the Chief of Research 
and Dcvelopmcnf, 
Branch Chief. 

LOGISTICS 

Chemical Warfare Lab- 
oratories—Research 
Project Leader. 

Research and Deveiop- 
mant Coordinator. 

Nuclear Effectt Ensinee.. 

CHemkal Muni (ion* De- 
velopment Officer. 

Biolos ¡St. 

Chemical Warfare Lab- 
oratory Assistant 
Project Leader. 

Chemist. 

Physicist. 

Bacteriologist. 

Commanding General, 
Army Chemical Center 
and Chemical Corps 
Materiel Command. 

Joint Hcadquarten J4. 

Theater or Army G4. 

Post Commander 
(Arsenal). 

Office of the Chief 
Chemical Officer, 
Logistics Planning 
Division, Chief. 

Chemical Corps Materiel 
Command Division 
Chief. 

Depot Commander. 

Department of the Army 
Genera) Staff, Deputy 
Chief Staff Logistici, 
Staff Officer. 

Production Engineer. 

Procuremenl Officer. 

Chemical Corps Materiel 
Command—Branch 
a,¡«r. 

Ch«mical Supply Stock 
Control Officer. 

CHemical Supply Officer. 

Chemical Supply Storage 
Officer. 

Chemical Maintenance 
Officer. 

Production Ofíieer. 

Industrial Engineer. 

MILITARY 
OPERATIONS 

Assistant Chief Chemical 
Officer/Planning end 
Doctrine. 

Commanding Officer, 
Training Command. 

Commanding Officer, 
Chemical Corps Group. 

Chemical Battalion. 

Department of the Army, 
General Stoff, Deputy 
Chief Staff Operations, 
Staff Officer or Branch 
Chief. 

Division Chei 
Officer. 

1 ¡cal 

Pott Chemical Officer. 

Reserve Officer Training 
Corpi Untied States 
Army Reierve or 
National Guard Unit 
Duly. 

Commander, Chemical 
Corps Technical Intelli- 
gence Detachment 
Chemical Battalion 
Staff Office.. 

Commander Laboratory 
Detacnment. 

Commanding Officer, 
Chemical Company 
(Combat Support). 

Commanding Officer, 
Chemical Company 
(maintenance, decon- 
tamination, smalt * 
generator, processing). 

Executive or Commander 
of Chemical Carps 
Un». 

Nuclear Weapons Em- 
ployment Officer. 

Reserve officei—Chemical Corps Basic Officers Course. 

Duty with traop unit or Chemical Corps 
Command 
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o 51. Chemical Corps Career Pattern 

The objective of the Chemical Corps career program is to develop officers 
as Chemical-Biological-Radiological specialists and as Army generalists. 

The program provides for an officer obtaining his basic military train- 
ing and civilian institutional schooling as early as possible in his military 
career. Chemical Corps officers should strive for a doctorate degree as 
their educational objective to be acquired through the Army's training 
program in civilian educational institutions, extension courses, and off- 
duty courses at local colleges and universities. 

During the period of basic military foundation the junior officer is given 
all-round knowledge of the Army and of the Chemical Corps. He may de- 
termine at this time the specialized field that he is best fitted for based 
on his own personal inclinations, his previous educational or experience 
background, experience gained during this period and his desires for his 
future area of specialty. 

The field commander to whom an officer is assigned plays a paramount 
role in developing an officer through counseling and planned rotation of 
assignments. Junior officers may be rotated at Chemical Corps installa- 
tions to which assigned in various fields and activities, in consonance with 
their experience and educational backgrounds, so that they may obtain 
varied and broad on-the-job experience. Chemical Corps commanders will 
stress the doctrine of mission type orders in which the subordinate is told 
what to do and given the means of doing it. Junior officers in the Chem- 
ical Corps are encouraged to exercise initiative, accept responsibility and 
express their own opinions. 

The Chemical Corps provides radiological warfare experts for the Army. 
Therefore, all Career Chemical Corps officers will be qualified in nuclear 
weapons employment and radiological warfare. Normally, such qualifica- 
tion will be acquired through the successful completion of a formal course 
of instruction in nuclear weapons employment and radiological warfare 
at the Chemical Corps School. Chemical Corps officers will be selected 
for graduate training in Nuclear Effects Engineering conducted by the 
Naval Postgraduate School, Monterey, Calif, and leading to the degree of 
Master of Science in Physics. Officers will also be enrolled in leading 
colleges and universities for graduate studies in the physical and life 
sciences and business administration to meet Chemical Corps technical 
training requirements. 

During the broad military development phase of the Chemical Corps 
career pattern the officer, if he volunteers for a specialist program (e.g., 
Logistics Officer Program, Research and Development Program), will 
receive assignments which require special qualifications. Such assign- 
ments will alternate with career broadening assignments in the Chemifcal 

Corps and in branch immaterial positions. Those not specializing under 
a formal Department of the Army program will receive varied assign- 
ments, both within the Chemical Corps and in other branches of the 
Army, to broaden them as Army generalists with Chemical-Biological- 
Radiological Warfare as their specialty. 

The next category of development in the Chemical Corps career pattern 
consists of top level schooling and key assignments. If the officer is in 
one of the Department of the Army specialist programs, he will generally 
receive assignments in his field of specialty after his 21st year of service. 
All officers during this phase in the career pattern will be assigned to 
key positions and receive military and civilian schooling commensurate 
with their qualifications and Army requirements. 

During all the developmental phases Chemical Corps officers will acquire 
the capacity for independent and critical thinking along with adaptability 
to a situation dictated by higher authority. They will apply creative and 
imaginative thinking in their solution of everyday problems as well as in 
long-range planning. 

The overall aim of the career pattern is to provide Chemical Corps offi- 
cers in technological areas so that a proper balance may be achieved 
between the technically trained specialist and the military generalist. 
Therefore, a basic principle within Chemical Corps career development 
is that Chemical Corps officers will bring the military perspective to areas 
of the Chemical Corps mission requiring the use of civilian specialists in 
research, engineering, and development of Chemical Corps doctrine and 
materiel. 

The final phase in the career pattern is one of utilization of the officer 
in positions of broad responsibility and authority. At this time, the Army 
receives the most benefit from officer's past training and experience. The 
officer will be assigned to positions of high responsibility, in accordance 
with his demonstrated ability and Army requirements. 

The ultimate in a properly developed Chemical Corps officer is one who 
has acquired: a mastery in CBR Warfare, mature leadership ability, a 
capacity to think imaginatively, critically and creatively; generalized 
military experience in varied troops, staff and technical assignments both 
in the Chemical Corps and in other branches and services, an advanced 
degree in a scientific or engineering specialty, a fluency in one or more 
foreign languages; and those personality attributes required of a military 
leader of a world power. 

Proper application of the above career pattern by the individual, the 
commander and the career branch will produce such an officer. 
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CAREER (ADVANCED) COURSE 
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YRS 
SVC GENERAL OFFICER 

DUTY AS SENIOR COMMANDER AND STAFF OFFICER 

COMMAND OF; 

Ordnance Commodity 
Command 

Ordnance Pioving Ground 
Ordnance Arsenal 
Ordnance Depot 
Ordnantt Group 
Ordnance Aclivily 
Ordnance District 

SENIOR STAFF OFFfCER AS: 

Ordnance Officer of Oversea 
Commands 

Ordnonct Officer of CONUS 
Amiy 

Chief of OCO Division 
or Branch 

BRANCH IMMATERIAL DUTY: 

Key Logistics Position 
DA General Staff 

DOD Staff 

MAAGS—Miwions 
Joint Staff» 

COMMAND OF: 

Ordnance BaHalion 
Ordnance Depot 
OnJnanct Activity 

STAFF OFFICER AT: 

Office Chief oí Oignante 
CONARC HO 
Overwai Command HQ 
CONUS Army HO 
Proving Ground»—-Depot* 
Arsenals-Districtf 
Ordnance Service Schools 
Commodity Command HQ 

BRANCH IMMATERIAL DUTY: 

Logittiei PoiïHorsï 
DA General Staff 
MAAGS—Minion r~AttacWi 
intpecior General 
ROTC-USAR-NG 
Service School Other Than Ordnance 
Tactical Board 

STAFF DUTY Provins Ground 
Depot Arsenal 

Distrief Porf Ordnance Board Duty Di' 
Ordnance Bn Grp Ordnance Schools Army ̂  

R&D Project Engineer Ancnol Duty Sçienlific Adviwi Proof Officer 

INDUSTRIAL Ordnanc« DirtricT Dury Arsenal Dury Comprroll«. Procurcmenr 

FIELD SERVICE   Depor Duty Ordnanc« Support Unit National Inventory Control Point 

TRAINING Ordnance Unit Instructor—The Ordnance School—Ordnance Guided Miiiile School 
Duly with NG-ROTC-USAR 

DUTY IN TWO OR MORE OF THE ABOVE ASSIGNMENTS 

TANK.AUTOMOTIVE SPECIAL WEAPONS 
AMMUNITION 

DUTY IN ONE OF THE ABOVE COMMODITY AREAS 

MISSILES 

REGULAR ARMY OFFICERS 

Duty with combat arms 
Combat Armt Orieniation Course 

RESERVE OFFICERS 

Dsííy with Ordnance Troop Unit 
Technical (MOS) Court« 

Ordnance Orientation Courte 
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o     52. Ordnance Corps Career Pattern 
o 
¿ Ordnance officers serve in a wide variety of challenging assignments 
S ranging from duty with Ordnance units in oversea theaters of operations 

to scientific and engineering type duty in arsenals and research facilities 
in the United States. The Ordnance officer career program is designed 
to provide progressive development of each officer commensurate with 
individual capabilities through appropriate school training and on-the-job 
experience. Through this progressive development they acquire an "across 
the board" competence which prepares them for duty as commanders of 
Ordnance troop units and the Ordnance military—civilian scientific and 
engineering teams. 

The Ordnance career program consists of five major periods: 
a. Military Development Period. Provides training and experience with 

troop units in the field. Army regulations require Regular Army Ord- 
nance officers to serve 2 years with one of the combat arms; this is not 
required for reserve officers. Hence, the career program for the first 2 
years is different for regulars and reservists as indicated on the Ordnance 
career pattern. 

b. Ordnance Development Period. 
(1) This period provides the opportunity to gain experience and 

understanding of the functional areas of Ordnance operations 
within one of the four commodity areas of Ordnance. The term 
"commodity" is used to identify the four general categories of 
Ordnance equipment; i.e., Armament, Missiles, Special Weapons 
—Ammunition, Tank-Automotive. 

(2) The reserve officer will have completed 2 years of Ordnance 
duty and will either choose to remain on active duty indefinitely 
as a career reservist oV be released from active duty. Those who 
become career reservists are assigned to an Ordnance installa- 
tion, activity, or unit for duty which will increase their knowledge 
and experience in Ordnance operations. 

(3) Prior to this time the Regular Army officer has been on duty 
with the combat arms and has not performed Ordnance duty. In 
order to accelerate his training and development as an Ordnance 
officer, he is enrolled in the Ordnance Officer Indoctrination Tour 
(OIT) immediately upon completion of combat arms detail. The 
OIT program covers a 3-year period during which the officers are 
given carefully integrated duty and training assignments which 
provide a solid foundation of Ordnance experience in one of the 
commodity areas of Ordnance. To the extent possible consistent 
with available funds, those who can qualify are sent to civilian 
universities for graduate study in engineering and physical sci- 
ences pertinent to Ordnance activities. Upon completion of civil- 
ian education these officers perform duty at Ordnance installa- 
tions and activities where they can place into practical applica- 
tion the theory which they have gained by formal education. 
OIT officers who do not attend graduate technical education will 

take, during this period, courses of instruction at the USA Ord- 
nance School, the USA Ordnance Guided Missile School, or other 
service schools. These courses provide a basic grounding in the 
technological and logistical aspects of the material with which 
they will be working at the Ordnance installation or activity to 
which they are assigned. 

c. Intermediate Command and Staff Period. At this point in his career 
the Ordnance officer has a good background of experience in one of the 
commodity areas of Ordnance and should be ready to assume positions of 
increasing importance and responsibilities within the Corps. During this 
period he will be given varied assignments which provide broadening 
experience in Ordnance operations in general. As indicated by chart 8 
these duty assignments fall into the basic categories of Field Service, 
Industrial Service, Research and Development, Training, and Staff duty. 
This does not mean that each officer will perform duty in each of these 
areas. It does mean that during this stage of his career he will receive 
several different duty assignments within this overall spectrum of 
positions. 

During this period all officers attend the Ordnance Officer Career (Ad- 
vanced) Course. This course provides the opportunity to learn about all 
facets of Ordnance service and how the overall Corps mission is accom- 
plished. After completion of the Branch Career Course, all officers are 
considered for graduate study in industrial management or comptroller- 
ship at civilian universities. Priority, of course, is given to those who 
have not previously had Army civilian schooling. Manner of duty per- 
formance, requirements of the Corps, desires of individual officers, and 
availability of funds determine which officers and how many receive this 
civil schooling. 

During this period and after completion of the Career Course, all offi- 
cers are considered for attendance at USC&GSC. Each officer is con- 
sidered each year until selected or no longer eligible for attendance. 

d. Field Grade Command and Staff Period. Career development con- 
tinues by performance of varied duties, integrated with school training 
and self-education through off-duty study, in preparation for future high 
level command and staff positions. 

During this period, officers who have not attended USC&GSC are con- 
sidered each year until selected or no longer eligible. All officers are 
considered for attendance at the Armed Forces Staff College, senior 
schools at the War College level, and civilian education in the Executive 
Development Program. 

e. Senior Command and Staff Period. At this point the Ordnance 
officer's career development has been completed and assignments for the 
remainder of his active duty service will be to top level command and 
staff positions throughout the Army and in joint and combined com- 
mands. Eligibility for attendance at the senior service schools continues 
during this period, until the end of the 23d year of service. 
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Regulor Army off ken will  attend 
the Orientation Course with a 
Combat Arm cJurinq thii period. 
Reterva officer» will attend the 
Quartemiaifer Orientation Courte 
as an initial aiiignmenl upon 
entering on active duty.    All 
officer! may volunteer for airborne, 
ranger, or mountain cold weather 
training during thii period 

Quartcrmatier Familiariiation 
Coune for Regular Army off icen 
relieved From combat arms detail 
and who have not completed a 
QMC asiignment. 

All officer! in the General Career will piogreii from q common 
baie through either of theie three pattern» toward a common goal 
comiiting of the highest level command and staff positions throughout 
the national deFense establishment. 

DA Staff, theatre staff, 
joint staff; Depot 
directorate or key 
comptroller. Logis- 
tical command or 
key logiilical staff 
position. 

Comptroller, com- 
modity duty, or com- 
mand.    Qualify for 
duty as logislician. 

Instructor or Branch 
Immaterial duty, or 
duly with Reierve 
component.     Depot 
duty, logistical as- 
signment, and entry 
into the L09 Officer 
Program. 

development period 
to include technical 

officer's career. 

Basic military develop- 
ment with a combat 

Key procurement posi- 
tion or depot directo- 
rate.    Join! staff duty o 
single manager com- 
mand or staff position. 

'ith 

Comptroller, procure- 
ment, or depot duty; 
staff or command 
MPSA, MSSA, 
MC&TSA, MGSA, 
USN,USÁF. Key 
QM o. DCSLOG 
duly. 

Noneommodity duly 
ove ne as or in 
CONUS depots. 
Duly with MPSA, 
MSSA, MC&TSA, 
MGSA.USN.USAF. 
Entry into L03 Office. 
Program. 

Basic Ouarlermatler 
development period 
to include technical 

Basic military develop- 
ment with a combat 

Qualify for assignment 
as division chief with 
OOMG or other key 
DA Staff position 
duty with DOD or 
joint staff or duty as 
commonden oF Key 
Quartermaster com- 
mands. Corps QM 
and Army QM as- 
signments may also 
be given in this 
period.  

Qualify for QM group 
level commandAey 
post or division 
Quarte rm ail er,- or 
staff duty at DA level 
or higher.    May re- 
ceive key airborne or 
AAFES staff duly 
during this period. 

Instrudor duly, BrancK 
Immaterial or Reierve 
component duly; air- 
borne iloff or depot 
duly.   Battalion level 
command or staff 
duty with DA, 
OOMG, CONARC 
or equivalent level 
.lotf, will be 3i*en  m 
this period. 

Basic OuartBrmasler 
development period 
to include technical 

command assignments 
early in an off ice is 

Basic military develop- 
ment with a combat 

PATTERN I PATTERN III 

Pred( inanity logij- 
lical assignments aFtei 
8 yean oF service but 
with alternating as- 
signment! in com- 
mand, airborne, or 
commodity  positions, 
QMC Logistical 
Officer* normally will 
enter Pattern I. 

Predomil mtly 

Sveorse 
'jlh alter 

ignmenls 

assignments in logis- 
tical, command, or 
airborne positions. 
QMC aFFicers in Pat- 
tern II normally will 
be in the single mana- 
ger areas. 

THE GENERAL CAREER 

Pred« mtly com- 
irborne, and 

divcrsiFied staff duty 
bul wilh alternating 
logiilical and com- 
modity assignments. 
Airborne officer, and 
troop commanders 
normally will be in 
Pattern III. 

Quarfermaiter Spe- 
cialists can qualify 
for key staff assign- 
ments wilh DOD or 
other Federal 
agencies in spe> 
cialist areas and may 
occupy posilioni of 
the highest level of 
responsibility. 

Qualify For key staff 
assignments on joint 
or combined staffs, or 
equivalent level spe- 
cialist duty with 
USN, USÂF, 
Canada, Great 
Britain. 

Qualify for specialist 
staff duty at OOMG 
or comparable De- 
partment of Army 

Progressive and alter- 
nai ing  Ouertennailer 
and ipecialist duliei. 

Further specialist 
ichooling at the grad- 
uate level on a com- 
petitive basis. 

Qualify  far  advanced 
research and testing 
oiiignmenti. 

Basic Quartennaiter 
development period 
to Include tpacialitt 
duty. 

Basic military develop- 
ment with a combat 

PATTERN IV 

Repetitive but not nec- 
euatily continuous 
duly in a specialist 
area; vin  intelli- 
gence, research and 
engineering, informa- 
tion, civil affairs, etc. 

THE SPECIALIST CAREER 

Career reservists who 
are nol ¡ntegraled 
into the Regular 
Army within 1Î years 
of service may be 
retained on aclive 
duty (¡F fully aualified 
in grade) and would 
be given assignments 
according to experi- 
ence, potential, and 
0* pre IM dp reference i. 
In rare cases, excep- 
tionally outstanding 
reservists may be 
integrated into the 
Regular Army after 
12 yean of service. 

Reservists who request 
continuous duty in 
specific areas nor- 
mally will be given 
tha opportunity to 
obtain such assign- 

Oualification period 
for integration into 

development period 
to includa technical 
and/or specialist 
duly. 

it with 
tr services, 

"àtACa 

PATTERN V 

Duties dtrccied toward 
qualifying officers for 
integralion into RA 
prior to 12 yean oF 
service; or assign- 
menls according to 
the desires, training, 
or potential oF the 
officer. 

THE RESERVIST CAREER 
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53. Quartermaster Corps Career Pattern 

a. Quartermaster Career Planning Concept. The concept of Quarter- 
master career planning is—that all officers will have essentially similar 
careers during their first 8 years of service; that thereafter they will 
receive assignments and schooling which will provide progressive develop- 
ment through general, specialist, or reservist careers; and that within 
such careers, all officers will receive equitable opportunities to earn 
advancement to key command and staff positions throughout the Depart- 
ment of Defense. 

b. The Three Quartermaster Careers. Chart 9 portrays three careers 
containing five career patterns. Except for certain categories of special- 
ists and reservists, officers will not receive continuous duty assignments 
in limited logistical fields. Unless an officer requests otherwise, each career 
officer will receive selected assignments outside his chosen career pattern 
to broaden his foundation for continuous and progressive development. 
From a common base, all career officers will advance towards a common 
goal. All career patterns are equal in affording all officers generally 
equal opportunities to merit advancement. 

c. The Foundation for Development. The first 8 years of every officer's 
career will be so managed that all will be provided with similar founda- 
tions for progressive development. In general terms, this will include— 
initial schooling with a combat arm, a 2-year combat arm detail, advanced 
schooling, post or division level Quartermaster duty or technical duty, and 
command. 

d. The Development Phase. During the next 12 years, all career officers 
will be tested with greater responsibilities and will be given opportu- 
nities to demonstrate potentialities for continued growth. During this 
period, selected officers will attend civil schooling (6 to 15 years of serv- 
ice), U.S. Army Command and General Staff College (8 to 19 years of 
service). Armed Forces Staff College (11 to 20 years of service), and 
advanced functional and management course of all services. Career offi- 
cers will be so managed in the career patterns of their choice so that the 
sequence, frequency, and category of their assignments will provide them 
with a broad career base, and a competitive posture for key command 
and staff positions. The development phase is divided into two time 
frames : 

(1) S-15 years service. In this period the officer receives his initial 
assignment as a field grade officer and receives opportunities to 
demonstrate his potentialities. 

(2) 15-20 years service. In this period the outstanding field grade 
officers emerge. They are given the more challenging command 
and staff positions, and are considered for greater career oppor- 
tunities. 

e. The Senior Officer Phase. During the next 5 years, key command 
and staff positions are selected for exceptionally outstanding officers. 
These positions will be at all levels of the national defense establishment. 
Selections for senior service colleges are continued in this phase so that 

all who are being considered for continued advancement will receive this- 
education prior to the completion of 24 years service. 

/. The General Nature of Quartermaster Assignments. The career 
Quartermaster has opportunities for challenging, widely diversified com- 
mand and staff assignments in every logistical area of the national defense 
establishment. The Quartermaster Corps has three single manager mis- 
sions (subsistence, clothing and textiles, and general supplies) and within 
these missions are a wide range of command and staff positions which 
enable Quartermasters to develop early those staff skills necessary to 
effective working relationships with other services, Quartermaster depot, 
airborne, training, and research and engineering missions, together with 
worldwide demands for skilled Quartermasters to fill branch immaterial 
requirements, all combine to accelerate the development of career officers. 
The nature of all Quartermaster missions produces an aggregation of 
assignments which naturally equip Quartermasters for the key logistical 
assignments of the Department of the Army and the Department of 
Defense. The magnitude of the responsibilities given even to junior offi- 
cers is generally of a nature to test the leadership and managerial skills 
of Quartermasters relatively early in their careers. 

g. Some Objectives of Quartermaster Career Planning. Because of the 
nature of Quartermaster assignments, the career management efforts of 
The Quartermaster General are aimed at certain specific objectives. Some 
of these are— 

(1) To prepare Quartermaster officers for the evolving character of 
the national defense establishment. 

(2) To enable Quartermaster officers to achieve a competitive posture 
for career opportunities on an equal basis with all other career 
officers. 

(3) To foster and accelerate the development of officers of excep- 
tional character and ability. 

(4) To insure that all Quartermaster officers are competent to per- 
form any duty required of their grade and length of service, and 
to insure that all officers are available for merited career oppor- 
tunities. 

(5) To provide satisfying careers to dedicated career Quarter- 
masters. 

h. The Quartermaster Career Program. The Quartermaster career pro- 
gram is characterized by centralized control, yet is permissive in encourag- 
ing officers to reach for those challenges and duties which most interest 
them. It insures equality of career opportunities, yet accelerates the 
advancement of officers who demonstrate potential for great responsibil- 
ities. The Quartermaster career program combines and guides all Quar- 
termasters in an integrated development plan directed towards expanding 
the long-range potentialities of a Corps of fully qualified, professional 
logisticians. 
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TROOP COMMAND, TROOP STAFF. 

Duty in two of more of the Signal Corps major 
mission areas which are: 

1. Combat Communications. 
2. Strategic Communications. 
3. Logistics. 
4. Research and Development. 
5. Combat   Surveillance ond   Counter- 

measures. 
6. Pictorial and Television. 

Branch Immaterial. 
MAAG, Mission and Attaché. 
Staff—various levels to  include Joint, Com- 
bined, Allied or OSD Staff. 
Reserve   Components   (NG, USAR,  ROTC). 
Staff   and   Faculty—USMA and  other serv- 
ice schools. 

(Above types of assignments are not related 
to years of service.) 
(For D/A specialization program!, see section 
VII.) 

TROOP DUTY 
(R.A. officers with division signal battalion) 

SIGNAL CORPS GOAL: 

To develop competent combat and combat 
support leaders. 

EXPLOITATION PERIOD 

1. Proper utilization  in positions of highest 
responsibility. 

2. Continued  development  of those  officers 
who indicate outstanding potential. 

ADVANCED DEVELOPMENT PERIOD 

Broadening of knowledge and experience by: 

1. Planned education and controlled assign- 
ments to progressively more difficult and 
challenging duties commensurate with po- 
tential ana demonstrated abilities. 

2. Qualifying in one or more major mission 
areas. 

BASIC DEVELOPMENT PERIOD 

Development of broad knowledge of Signal 
Corps and other combat arms by: 

Attending Signal Corps Orientation Course. 
Combined Arms training. 
Airborne or Ranger Training. 
Troop; tactical and strategic communications 

experience. 
Developing   and   practicing   command   and 

leadership. 
Attending    Signal    Corps    Career    Officers 

Course. 
Attending graduate level civil schools. 

*AII officers attend—(8-week course). 
Thence, RA OFFICERS—attend air- 
borne training (4 wks) or ranger train- 
ing (9 wks)—then assignment to a 
Division Signal Battalion: 
RESERVE OFFICERS-tactical and 
technical duty—worldwide. 
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a. General. 
(1) The Signal Corps is both a combat 

arm and a technical service and as 
such provides ample opportunities for 
the developing and testing of the most 
inspired and capable officers to become 
the military leaders of the future. 

(2) The career pattern of the Signal Corps 
is a general pattern. It is primarily 
concerned v/ith projecting and de- 
veloping the potentials of each officer. 
A practical approach is taken in pro- 
viding objectives which will establish 
a successful career for each officer in 
the Signal Corps. 

(3) The Signal Corps intends for each offi- 
cer to receive training and applicatory 
assignments which will progressively 
broaden and increase his potential for 
key positions. Repetitive assignment 
to duties which fail to achieve this in- 
tent will be avoided. The concept un- 
derlying this development is general 
as opposed to special. The primary 
Signal Corps objective is to develop 
competent combat and combat support 
leaders. A secondary objective is for 
each officer to become qualified in one 
or more of the major mission areas of 
the Signal Corps. 

6. Basic Development Period (1-8 years). 
(1) Every officer will attend the Signal 

Corps officer orientation course upon 
receiving his commission in the Signal 
Corps. 

(2) During the period 1 to 8 years, empha- 
sis is placed on acquiring broad knowl- 
edge of the Signal Corps and other 
combat arms. Particular emphasis is 
placed on a maximum of troop duty 
and experience in combat communica- 
tions. During the initial tour of duty 
with a troop unit, the officer will be 
rotated through as many different 
types of duty within the unit as are 
appropriate to his grade and length of 
tour. After 2 years of service, the offi- 
cer will become associated with a 
major   mission   area   of   the   Signal 

Corps. Officers may request on DA 
Form 483 their preference for conceti- 
tration of assignments in any major 
mission area. However, assignments 
will be based on needs of the service, 
demonstrated performance, ability, 
and potential of the individual. It is 
pointed out that training is a major 
mission of the Signal Corps but is not 
shown on chart 10 because concentra- 
tion of assignments will not be made 
to that mission area. 

(3) During this period the officer will at- 
tend the Signal Corps Career Officer 
Course. 

c. Advanced Development Period (9-20 
years). The objective of this period is to pre- 
pare the officer for future high level staff and 
command positions. This will be accomplished 
by broadening the knowledge and experience of 
the officer. By planned education and controlled 
assignments to positions of troop staff and 
troop command ; Joint, Allied, Combined or 
Office Secretary of Defense Staff, Department 
of the Army Staff, reserve components and 
major mission areas of the Signal Corps, the 
Signal Corps officer will have been afforded the 
opportunity to achieve branch and Army quali- 
fications. During this period, as well as other 
periods, the officer's assignments are to pro- 
gressively more responsible and challenging 
positions commensurate with demonstrated per- 
formance, ability and potential. A high per- 
centage will attend the U.S. Army Command 
and General Staff College and selected officers 
will attend the Senior Service Colleges. 

d. Exploitation Period (21-30 ijears). The 
objective of this period is to continue training 
the most capable and outstanding officers for 
positions of the highest responsibility. Avail- 
able troop assignments will be used to capacity 
to give practical command experience to the 
most outstanding officers. Officers will be util- 
ized for the highest positions in the Signal 
Corps major mission areas and in high level 
Branch Immaterial positions, where demon- 
stated outstanding performance, experience 
and maturity are prerequisites. This is the 
period where full benefit is derived from the 
officers training and experience. 
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o TRANSPORTATION CORPS CAREER PATTERN 

SCHOOL OPPORTUNITIES YRS 
SVC 

> 
O 

OS 
0_5 

OOJ, 

O" 
ZJ 
Siè 

3 
O 

< 
z 
g 
t— 
U z 

Q 
Z 
< 

2 
I 

COMMAND 

Transportar i on Training 
Command 

Terminal Commands 
Transportation Materiel 

Command 
Transportation Research 

Command 
Transportation Groups 
Transportation Overseas 

Ports of Embarkation 
Other Transportation 

activities 

COMMAND 

Transportation Batía lio 
Port Command 
Transportation Gattalioi 

(ROCID) 
Other Transportation 

activities 

TRAINING 
Company Com- 

mander 
Instructor 
ROTC 
USAR 
NG 
MAAG 

ARMY 
AVIATION 

STAFF 
Transportation Officer. 

Ovcrscai Common as 
Transportation Officer. 

CONARC and 
CONUS Armies 

Transportation Officer, 
CONUS installations 

Chief, Traffic Manage- 
ment Agencies 

Division Chiefs, OCOFT 

STAFF 

Office, Chief of Trans- 
portation 

HO, USCONARC 
Overseas Command 

Headquarters 
Transportation Corps 

Service Schools 
Terminal Commands, 

Installations, Depots 
MAAGS 

STAFF 
OCOFT 
Terminal Com- 

mands 
Training Com- 

mand 
Group—Bat- 
talion 

Army Head- 
quarters 

Corps 
Division 
TC School 
Research and 

Engineering 

HIGHWAY 

FIELD SERVICE 
De por 
Logistical Com- 

mand 
Aviation Supply 

Units 
Traffic 
TC Units 

MARINE 

BRANCH 
IMMATERIAL 

Logistics positions 
DA General Staff 
DOD Staff 
MAAGS-Missions 
Joint Staffs 

BRANCH 
IMMATERIAL 

DA General Staff 
Logistic Positions 
Missions 
Inspector General 
Joint Staffs 
ROTC, USAR, NG 
Olh. er service schools hools 

INDUSTRIAL 
Traffic Manage- 

ment 
Comptroller 
Procurement 
Transport Serv- 

ices 

RAIL 

RESEARCH 
AMD 

ENGINEERING 
Project Engineer 
R&D Coordi- 
nator 

Technical Oper- 
ations 

TERMINAL 
OPERATIONS 

AIRCRAFT 
MAINTENANCE 

REGULAR ARMY OFFICERS 
Duty with combat arms 

Combat arms orientation course 

RESERVE OFFICERS 
Trans officers orientation course 

Technical MOS course 
Duly with TC Troop Unit 
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0 55. Transportation Corps Career Pattern 

1 The following comments amplify the Transportation Corps 
>     career pattern, and used in conjunction with chart 11 will pro- 

vide the guide for the progressive long-range development of 
each officer of the Corps through appropriate training and on- 
the-job experience. 

a. Transportation Corps Fields of Activities. The Transpor- 
tation Corps offers the following fields of activity, and officers 
normally will be directed into at least one of these broad fields 
upon completing the Transportation Officer Familiarization 
Course. 

ARMY AVIATION 
RESEARCH AND ENGINEERING 
SUPPLY AND MAINTENANCE 

Aircraft Maintenance 
Procurement 
Supply 

MISCELLANEOUS 
Comptrollership 
Fiscal Management 
Personnel Management 

TRANSPORT SERVICES 
Highway 
Marine 
Railway 
Terminal Operations 

TRAFFIC MANAGEMENT 
b. Military Development Period. Emphasis will be placed 

primarily on developing the art of leadership of troops during 
this period. In addition, the Transportation Corps regular offi- 
cer gains first hand understanding of the needs and missions of 
the combat arms. Upon completion of his 2-year combat arms 
tour, the Regular Army officer is relieved from detail in the 
combat arm and reverts to Transportation Corps control. If 
overseas at the time of relief from detail, he will be assigned to 
Transportation Corps duties for the remainder of his oversea 
tour. The Transportation Corps reserve officer will normally, 
during this period, be assigned upon completion of the Trans- 
portation Officer Orientation Course to a Transportation troop 
unit, either in CONUS or overseas. When appropriate, the re- 
serve officer will attend an MOS course prior to assignment to a 
Transportation troop unit. 

c. Transportation Development Period.  During this period, 
—     the officer will be given varied TC assignments in order to ac- 

quire two or more different and, if possible, unrelated military 
occupational specialties. Selected officers who meet the eligibil- 
ity requirements will receive graduate training at civilian 
schools and/or flight training. Upon completion of this special- 
ized training, the officer will be assigned duties either in the 
CONUS or overseas that will utilize the skills acquired during 
this training period. The officer's career during this period will 
be rigidly monitored to insure that he receives maximum troop 
duty. 

d. Intermediate Command and Staff Period. Upon completion 
of the Transportation Officer Career Course, officers will be 
assigned within the fields of Transportation operations to which 
he has been directed during the Transportation development 
period. Officers will receive specialized training within this field 
during this period, followed by an extended period of duty on 
assignments within his special field. Selected officers will fur- 
ther develop their fields of specialization in the training with 
industry program. By the end of the 13th year, the officer will 
be fully qualified in his special field. Expansion of general mili- 
tary knowledge during this period will continue in order to 
promote professional self-reliance. 

e. Field Grade Command and Staff Period. This is the final 
period of career monitoring during which the officer's education 
and training are developed to the point where he is ready for the 
most important assignments. The officer will spend the greatest 
portion of his time in the special fields of transportation with 
which he has become identified. However, his experience must 
be broadened sufficiently by varied assignments to qualify him 
for any position that he may be called upon to fill. Throughout 
this period, officers will be designated for mobilization assign- 
ments with the most capable of the group becoming earmarked 
for leadership at the highest levels. 

/. Senior Command and Staff Period. The officer, having been 
guided during the formative years of his career, qualifies during 
this period for assignment to positions of responsibility, com- 
mensurate with demonstrated ability. These assignments will 
continue until retirement and utilize the practical and educa- 
tional experience gained by the officer during previous years of 
service. From this group of officers, Transportation Corps lead- 
ers will be obtained in the event of national emergency. For 
those individuals possessing general officer qualifications, final 
preparation is made during this period for selection to general 
officer grade. 



to MEDICAL CORPS CAREER PATTERN 

PHASE MIL CAREER COURSES RESEARCH AND DEVELOPMENT CLINICAL COMMAND AND STAFF PREVENTIVE MEDICINE AVIATION MEDICINE 

MAXIMUM 
UTILIZATION 

TOUR 
(19-25 Yean) 

DEVELOPMENTAL 
PERIOD 

(4-18 Y«ari) 

it 

BASIC 
PERIOD 

(1-3 Y«m) 
AMEDS 

OFF ORIENT 

> 
o 

*For selected officers. 
"For selected sraduatei of the AMEDS 

Officer Career Course. 
•"For selected graduales of C&GSC, 

primarily those in the command and staff 
field. 

CG, R&D Command 

Dir WRAIR 
Depty Dir AFIP; Depty Cmdr AMEDS R&D 

Cmd. 
Depty Dir WRAIR 
DÖD and DA Rsch Staff Assignments 
Senior Nuclear Med Off 
CO Major AMEDS R&D Units 
Ch of Rsch Div or Major Br R&D Cmd. 
Ch Div WRAIR 
CO of Combat Dev Command 
Assl Commandant, WRAIR 

Ch Prof Div, OTSG 
Consultant, OTSG 

Dir AFIP 

Ch Dept CI II Hasp. 
Theater Consultant 

CG, CI II Hosp and Hosp Ctr 
Ch, Division, OTSG 
Theater Surg, Comz Surg. 

Army Surgeon (Fid or ZI) 
Hosp CO, CI I or TOE GH 
Ch, MAAG/Mission 
Surgeon, Log Cmd. 

Ch Prev Med Division, OTSG 
Prev Med Officer 

Mejor O/S Cmd. 
Army Hdqtrs 
Dir, Dept, Prev Med 

AMSS or WRAIR 
CO-USAEHL 
Director, Army Aviation Med 

Program 

Ch Prev Med Division, OTSG 
Prev Med Officer 

Major O/S Cmd 
Army Hdqtrs. 
Dir, Dept, Prev Med 

AMSS or WRAIR 
CO-USAEHL 
Director, Army Aviation 

Med Program 

CO AMEDS R&D Rsch Unit 
Ch Rsch Br AMEDS R&D Cmd. 
Nuclear Med Officer 
Combat Dev Officer 
Senior Investigator Major AMEDS Lab 
DOD and DA Res Staff Assignments 

Research Investigator 
Asst Ch Res Div and Maj Res Brs AMEDS 

R&D Cmd. 
Chiefs of Divs and Brs AMEDS R&D Rsch 

Units. 
Chief Div- Class II Hospitals 
Nuclear Med Off 
Combat Dev Off 

Research Investigator 
Specialized Post Graduate Rsch Training 
Section or Br Chief AMEDS R&D Units 

Ch Svc. CI II 
Consultant, Army Surg. 

Office 

Ch Svc CI II 
Ch Prof Svc CI I 
MAAG/Mission duly 

Asst Ch Svc CI II 
Ch Svc CI I 

WD Off CI II; Asst Ch, 
CI I; Dispensary Off; 
MÄAG or Mission asgnmt 

Corps Surgeon; Gp Cmdr; 
CO Evac Hosp; 
Cmdr CI I Hosp 
CO Dispensary 
Br Ch, OTSG 

Div/Msl Cmd Surgeon 
CO Fid Hosp; CO MASH; 
Cti 

CO, Med Bn; 

Instructor, AMSS 
BG Surgeon 

General Duty Med Officer 
w/TOE Units; Dispensary; 
Station Hospitals,- 
MAAG/Mission assign- 
ments 

Dep Chief, Prev Med 
Division 

Sub O/S Command 
Dep C. O. AEHL 
Faculty, WRAIR 
Prev Med Officer with 

MAAG/Mission 

Br Chief. Prev Med Div, 
OTSG 

Instructor—AMSS or WRAIR 
Chief, Occup Med, 

USAEHL 
Prev Med Officer 
Div, Corps, MAAG or 

Mission 

Post or Unil 
Prev Med Officer, 
CONUS or Oversea 

Dep Chief, Prev Med Division 
Sub O/S Command 
Dep C. O.. AEHL 
Faculty, WRAIR 
Prev Med Officer with 

MAAG/Mission 

Aviation Med Officer 
Class I 

Aviation Med Officer 
Class I; 

OTSG 

Aviation Med Officer 
Class I 

TOE 

Specialized training in Clinical, Prev Med 
fields 

Masten and Ph. D. level training in non- 
clinical specialties 

Residency in various 
clinical specialties 

Residency in General Prac- 
tice; Duty as Gen Duty 
Med Off with TOE; Dis- 
pensary; or Station 
Hospitals 

Residency includes training 
for MPH, Advanced Prev 
Med Course, WRAIR; 
Preceptorehip 

Residency includes training 
for MPH, Basic and Ad- 
vanced Aviation Course; 
Preceptonhip 
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56. Medical Corps Career Pattern 

a. Appointment. Under the provisions of Public Law 497, 
84th Congress, each person appointed into the Medical Corps of 
the Regular Army is credited with 5 years of service. Thus, he 
enters on active duty as a Regular Army, first lieutenant, with 
temporary grade of captain. 

b. Basic Period. Following completion of the internship, offi- 
cers entering the Service may pursue a variety of duty assign- 
ments during the basic period. After completing the AMEDS 
Officer Orientation Course they are assigned to duty at fixed and 
TOE hospitals and dispensaries as general medical officers. 
Upon approval of the Professional Education and Training 
Committee, they may receive training in a specialized field of 
medicine. The following career fields are utilized : 

(1) Clinical. Training in various clinical fields for an aver- 
age of 3 years is given as prescribed by the respective 
American Boards. Following formal training, assign- 
ments will be made within the specialized field to duty 
positions of increasing responsibility. This will permit 
the individual to be certified following an appropriate 
examination by the respective board. 

(2) Preventive medicine. Training in this field is given 
over a 3-year period, 1 year of which consists in gradu- 
ate work leading to the degree of MPH at an approved 
university. Further duty at City Health Departments 
or military posts, approved for residency training, is 
given. In addition, a 3 month's formal course in Ad- 
vanced Military Preventive Medicine is given as part 
of the 3 years of training. Certification may be ob- 
tained, following an appropriate examination. 

(3) Aviation medicine. In addition to training outlined in 
preventive medicine, each trainee must complete the 
Primary Course at the United States Air Force and 
the United States Navy Schools of Aviation Medicine 
and participate in a minimum of 100 hours of flights 
during the ensuing year. 

(4) Research and development. Officers selected for this 
field will in general have completed training in one of 
the foregoing fields. Assignments permit individuals 
to engage in research and development activities in 
clinical, basic sciences, preventive medicine, nuclear 
medicine and combat development activities. In addi- 
tion to the training of other specialty programs, spe- 
cific training is given in nuclear medicine at the 
University of Rochester, and attendance is permitted 
at the Military Medicine and Allied Sciences Course 
and other service schools. Officers in this field will re- 
ceive a wide variety of specialized courses to permit 
them to carry out various research activities that are 
inherent in this field. 

(5) Command and staff. In order to maintain combat 
readiness of medical officers and to meet peacetime re- 
quirements in the command and staff field, selected 
officers receive training at the AMEDS Officer Career 
Course. A limited number of officers may attend the 
Command and General Staff College and other higher 
service schools. Assignments in this field include duty 
with various military units and headquarters, MAAG, 
mission, or attaché positions, the various service 
schools and combat development agencies. 

c. Development Period. Following completion of the training 
designed to prepare the officer for assignment in the various 
career fields, he will perform duties permitting utilization of the 
training he has received. Certification by the respective spe- 
cialty boards may be completed early in this period. Assign- 
ments are designed to permit increasing responsibility. Changes 
may be made from one medical corps career field to another if 
this is within the best interest of the individual and the service. 

d. Maximum Utilization Period. During this period officers 
will be assigned to the highest levels of responsibility. 



DENTAL CORPS CAREER PATTERN 

PHASE YRS 
SVC 

LONG-TERM CAREER COURSES 
(S«e note 2 below) 

CLINICAL DEVELOPMENT—RESEARCH STAFF AND COMMAND DEVELOPMENT 

DEFINITIVE 
PERIOD 

PERIOD OF 
SPECIALIZATION 

PERIOD OF 
BASIC 

TRAINING 
AND 

PROFESSIONAL 
PERFORMANCE 

CONSTRUCTIVE 
CREDIT 

SO 
-Jo: 
<f LU 
¡¿oc 

2£ 
<o 

Orientation 

Coune 

DENTAL EDUCATION 

Assisnmenh during this period are to positrons 
of highest reiponsibility in accordance with the 
office™ ability. Chief, Dental Corps,- Director, 
Dental Activities, AMC; Dental Surgeon Oversea 
Comniand; Dental Surgeon Continental Army; Key 
Stoff Posilion, OTSG. 

Education and Utilization Assignments. Se- 
lected oHicers will receive long course civilian train- 
ing and/or in-service residency training, followed 
by assignments of increasing responsibility. Prac- 
tice of the specialty in a hospital or post Dental 
Clinic,- Chief or Assistant Chief of professional 
service of small hospital or Post Dental Clinic; 
Chief or Assistant Chief of professional service of 
large installation; Chief of professional service of 
teaching activity; Chief, Dental Service teaching 
activity. 

Officers trained in research mo/ expect to bs 
assigned to research activities as a research 
clinician, investigator, Assistant Director of 
Dental Research/Branch Chief of Medical Re- 
secveh and Development Command, Director of 
Dental Research, or similar duty. 

Officers who remain in the general practice of 
dentistry will receive assignments of increasing 
responsibility, and may expect to be assigned as 
Chief or Assistant Chief of a clinical section. 
Assistant Post Dental Surgeon or Post Dental 
Surgeon. 

Officers within this career pattern will attend the 
Career Branch Coime within training limitations. 
Selected officers may attend the Associate Com- 
mand General Staff Course. 

Representative Short Courses—Management of 
Mass Casualties, AMEDS Command and Staff 
Refresher Course, appropriate short dental courses 
conducted by colleges, professional organizations, 
and the Army Medical Service. 

Utilization, Advanced Training and broadening 
assignments. General duty with fixed installations,- 
experience and attendance at appropriate schools 
qualified officer for positions of increasing responsi- 
bility: Assistant Post Dental Surgeon,- Dental 
Surgeon small post; KJ team commander,- Assistant 
Dental Surgeon large post; Dental Surgeon large 
post; Assistant Army Dental Surgeon; staff SGÖ, 
MFSS, CONUS and Oversea Commands. 

Representative Short Courses—Management of 
Mass Casualties, AMEDS Command and Staff 
Refresher Course, appropriate short dental courses 
conducted by colleges, professional organizations, 
and the Army Medical Service. 

General rotating assignments continental United 
States or oversea with fixed installations or field 
activities designed to increase the clinical and ad- 
ministrative capabilities of the officer. 

Courses; appropriate short dental courses con- 
ducted by colleges, professional organizations, 
and the Army Medical Service. 

DENTAL EDUCATION 

NOTES 

1. Career patterns are flexible and Integrated whenever possible. 
2. Personnel are selected for all long-term military career courses by the DC Branch, Personnel and Training Directorate, OTSG, based upon career pattern 

and DA quotas; no applications are required.   Application is necessary for long-term civilian training. 

CHART 13 

44 AGO 2443A 



57. Dental Corps Career Pattern 

a. General. Under provision of title 10, 
United States Code section 3294(b), each indi- 
vidual appointed in the Dental Corps of the 
Regular Army shall, at the time of appoint- 
ment, be credited with an amount of service 
equal to not less than 4 years. This service 
credit is given as compensation for the addi- 
tional years of education required for the de- 
gree of Doctor of Dental Surgery or Dental 
Medicine, a requisite for such appointment. By 
reason of this credit, each dental officer enters 
the Regular Army in a grade not lower than 
first lieutenant. 

b. Period of Basic Training and Professional 
Performance (3-5 years). During this period 
each officer will receive basic military training 
to include attendance at the Army Medical 
Service Officer Orientation Course. His serv- 
ice will include general duty assignments either 
in the continental United States or overseas 
with a fixed installation or field unit. He will 
be rotated through various professional as- 
signments at his station and learn, under the 
supervision of senior officers, such adminis- 
trative procedures concerning personnel, fa- 
cility and patient management as are consistent 
with his assignment. During this period, the 
officer's potentialities for clinical specialization 
will be studied, and he will be given an oppor- 
tunity to state his interests and preferences 
toward the development of a particular career 
pattern. 

c. Period of Development and Specialization. 
During this period each officer can expect to 
attend the Army Medical Service Officer Career 
Course and the Advanced Dentistry Course. In 
addition, each individual is encouraged to sub- 
mit an application for long-course civilian 
training and/or in-service residency programs. 
Selections of the best qualified individuals for 
this training are made by The Surgeon Gen- 
eral from among those submitting applications. 
If selected for civilian institution training or 
in-service residency training in a particular 
dental specialty, the officer will be assigned for 

a 1-year period to receive specific training in 
accordance with instructions issued by The 
Surgeon General. If his performance justifies 
continuance of training he will be allowed to 
continue until he has completed the formal 
training requirements of the American Board 
of his specialty. Upon completion of formal 
training, he will be reassigned to a position 
permitting him to complete his associate train- 
ing and thus establish his eligibility for exami- 
nation for certification by the specialty board. 
It is from the best of this group that the Chiefs 
of Sections in the Dental Service of teaching 
hospitals will be selected. Individuals who 
show particular aptitude for administrative or 
staff duties will, after attendance at the 
AMEDS Officer Career Course, be given care- 
ful consideration for attendance at the Army 
and Armed Forces general service schools. 
Some selected and interested dental officers will 
be permitted to enter the research field and con- 
tinue in it throughout the major portion of 
their military careers. The specialization period 
for this group generally will start earlier and 
continue further into the normal definitive 
period of their careers. They will assist in 
the teaching program in hospitals, the Army 
Medical Service Graduate School, the Army 
Medical Service School, and the Armed Forces 
Institute of Pathology. 

d. Definitive Period. Normally there will be 
little monitoring of careers in this period. Offi- 
cers will continue in their specialized pattern 
and assume the senior positions related to that 
field. However, to a certain extent, those offi- 
cers who have demonstrated outstanding lead- 
ership qualities will have their assignments se- 
lected and controlled in such a way as to per- 
mit them to continue to utilize their capacities 
in positions of top responsibility. 

It is emphasized that career planning in the 
Army Dental Corps is the responsibility of the 
Career and Assignment Branch, the individual, 
and the commander; each is important in the 
development of the individual's potential, to 
the end that the fullest potentials of all officers 
are realized. 
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VETERINARY CORPS CAREER PATTERN 

YRS 
SVC 

LONG-TERM CAREER COURSES 
(See note 1, below.) 

VETERINARY PREVENTIVE MEDICINE AND 
FOOD INSPECTION (Sea note 2, below.) 

COMMAND AND STAFF 
(See note 2, Ulow.) 

RESEARCH AND DEVELOPMENT 
(See note 2, below.) 

MAXIMUM 
UTILIZATION 

TOUR 

DEVELOPMENTAL 
PERIOD 

BASIC 
PERIOD 

Ant. foi Veleiinory Service*, OTSG; Deputy Am. for 
Veterinary Services, OTSG; Chief, food Imped ion 
Policy Branch Veterinary Division, OTSG; Senior 
Veterinarian, Heodquartcn, Military Sub*¡itente Supply 
Agency- 

Ant, foi Veterinary Services, 
OTSG; Deputy Awt. loi Velerinory 
Services, OTSG; Commandant, 
USAMcdS Meat and Dairy Hy- 
giene School; Director, Department 
of Velciinary Science, Armv Medi- 
cal Service School; Senior Veterin- 
arian in a major command or major 
ovfrsea headquarters. 

Ajst. for Veterinary Services, 
OTSG; Deputy Asst. for Veterinary 
Services, OTSG; Director, Diviiion of 
Veterinary Medicine, WRAlR; 
Senior Research Veterinarian at re- 
search and developmenf installations 
or organizations. 

ïï(3 
O"^ 

02 

>< 
lo < 

Utilization, Advanced Training 
and Broadening aui^nmenti, such as 
the veterinarian al a Regional Head- 
quarters, Military Subsistence Supply 
Agency; or as Officer-in-Charge of 
a large veterinary subsistence inspec- 
tion unit; or as senior veterinarian at 
the Food and Container I nit i tule for 
the Armed Forces; or as the veter- 
inarian at the Office of The Quarter- 
matter General; or as senior instructor 
at AMedS Meat and Doiry Hygiene 
School, or at veterinary instructor at 
the Ouarterrnaiter School. 

Representative Short courses: Ad- 
vanced Statistical Quality Control, 
seminars, institutes, and short courses 
at civilian universities and govern- 
mental agency school) in Food 
industry sanitation and control of 
foodbomc diseases. Subsidence 
Technology Course. 

Assignment as a Veterinary Pre- 
ventive Medicine and Food Inspec- 
tion Officer in a large veterinary 
■ubsiitence impection unit or at a 
large fixed installation or veterinary 
TOE unit, or as Assl. QIC of Veter- 
inary Subsiitence Inspection Unit or 
as a junior instructor at AMEDS 
schools. 

Representative counei: Veterinary 
Preventive Medicine and Food In- 
ipection. Statistical Quality Control, 
Procedures for the Control of Food- 
Borne Diseases, Milk Pasteuritation 
Controls and Testt, Veterinary As- 
pects of Nuclear Medicine, or Man- 
agement of Mass Caiualtiet. 

AMEDS OFFICER 
ORIENTATION COURSE 

Uliliiation, Advanced Training 
and Broadening assignments, tuch at 
Veterinary Laboiatory Officer 
Army Medical Laboratory, or TOE 
Medical Laboratory, or Chief of 
Department of Vcttiinary Chemistry, 
Diviiion of Velerinary Medicine, 
Walter Reed Army Inititute of Rc- 
icorch; Chief of Military Subi is ten ce 
Supply Agency Testing Laboratory, 
or as senior instructor wilhin his 
specialty at a AMedS icbool; 
officers in the laboratory Field will be 
periodically assigned to food inspec- 
tion activities. 

Representative courses: Seminars, 
institutes, and profeiiional short 
courses conducted by col leget, other 
governmental agencies, and AMedS, 
advanced Statistical Quality Control. 

Utilization, Advanced Training 
and Broadening assignments, such as 
Director of Training, USAMedS 
Meal and Dairy Hygiene School; 
Senior Veterinarian at a lar3* fixed 
inttallation; commanding officer of 
a large veterinary TOE unit; Chief, 
Professional Programming and Plan- 
ning Branch, Office, A tit. lor .Vet- 
erinary Service!, OTSG; Veterinary 
inslructor at AMSS; or as an instruc- 
tor at other branch, lervice schools,- 
commanding officer of a Veterinary 
Headauarters unit or senior veterin- 
arian assigned to a hoipilal center or 
other mcaical unit. 

Representative coutsei: Nuclear 
Weaponi Employment Officer, Nu- 
clear Weapons—Guided Missile 
Orientation, AMEDS Command and 
Staff Procedures Refresher, Subsist- 
ence Inspection Refresher, and Pro- 
fessional short courses In toonotic 
disease control. 

Utilization, Advanced Training 
and Broadening assignments, such as 
chief, or asst. chief, of branches, 
sections, departments or research 
organizations. This may include 
areas of spccialiiation such as path- 
ology, clinical pathology, virology, 
microbiology, surgery, physiology, 
and laboratory animal medicine. 
Assignments may be ot research and 
development imtalloiions such as 
Armed Forces Institute of Pathology, 
WRAMC Medical Unit, Fort De- 
triclc, Ma., and others. May be. 
assigned ai a senior instructor within 
hit specially. 

Representative courses: Training in 
a critical specialty such as bio- 
physics, immunology, biological pro- 
duction, etc., laboratory diagnostic 
methods in veterinary micology. 

Entry into the laboratory career 
field following 1-3 yean assignment 
as a Veterinary Preventive Medicine 
and Food Inspection Officer. As- 
lignments as Veterinary Laboratory 
Officer in an Army Medical Lobo ro- 
lo ty or TOE Medical laboratory, or 
as an instructor within hit specialty 
at AMEDS schools. 

Representative courses: Veterinary 
Preventive Medicine and Food In- 
spection Off ice r, Vt terina ry Labora- 
tory Procedures, Lab. Methods in the 
Diagnosis of Rabies, Eiaminalion for 
Radioactive Contamination of Foodi, 
Veterinary Aspects of Nuclear Med- 
icine. 

Astignments as commanding officer 
of tmall veterinary TOE unit, or as 
ihe senior veterinarian at a small 
fixed installation, or as a veterinary 
preventive medicine and food inspec- 
tion officer at a fixed installation or 
in a veterinary TOE unit or as a 
junior instructor at AMedS schools. 

Représentative courses: Veleiinory 
Preventive Medicine and Food In- 
spection, Veterinary Food Inspection 
Stattsiical Quality Control, Veler- 
inarv Aspects of Nuclear Medicine, 
Epidemiology For Veterinarians, or 
Management ol Mass Casualties. 

Aisignments os a junior research 
veterinarian in a research and devel- 
opment fixed installation or TOE unit. 
May be assigned as an instructor 
within his specialty. 

Representative short courses: Sem- 
inars, institutes, and short courtes 
related to specialty conducted by 
universities, professional organiza- 
liom, the Army Medical Service and 
other governmental agencies. 

NOTES 

. Personnel are selected for all long-term military career 
courses in the VC Branch, Military Personnel Division, 
Office Director, Personnel and Training, OTSG, based 
upon career pattern and DA quotas; no applications 
are required. Application is necessary for long-term 
civilian training. 

. Maximum utilization tour assignments in all career 
patterns are interchangeable. Generally assign- 
ments out ol ihe career pattern are infrequent. 

CHART 14 
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58. Veterinary Corps Career Pattern 

a. General. The Veterinary Corps is com- 
posed of officers who are graduates of approved 
colleges of veterinary medicine. Upon initial 
commissioning, each officer is assigned to duties 
in one of the career fields shown on chart 14, 
depending upon his interests, aptitude and mil- 
itary requirements. Generally, officers will be 
permanently identified in a career field upon 
completion of from 1 to 3 years' service. Each 
officer is developed within his field, equal op- 
portunity being given to all to reach full ma- 
turity in that field. Generally, officers are 
afforded the opportunity of remaining within 
their career pattern, accepting diversified as- 
signments or transferring into other career 
fields. 

b. School Eligibility. Examples of courses 
attended by Veterinary Corps officers are 
shown on chart 14. Not all officers attend all 
courses shown, and many attend some courses 
not shown on the chart. Long-term and short 
courses, civilian and military, are available in 
all career fields. The number of courses at- 
tended is governed by the following : 

(1) The Department of Army controls the 

AMEDS quota at the Command and 
General Staff College and higher level 
service schools, restricting these 
courses to the number of AMEDS offi- 
cers required for high-level command 
and staff positions. 

(2) Specialized training, especially at 
civilian institutions, is offered to de- 
velop an officer within his specialty 
and to fill a military requirement. 

c. Assignments. Some examples of the types 
of assignments a Veterinary Corps officer may 
expect are shown on chart 14. This is an in- 
complete list. Many officers will not perform 
some duties shown and some may receive as- 
signments not depicted. The chart is a gen- 
eralization of type assignments which may be 
expected at each level of an officer's career. 
Type-duty assignments for all members of the 
Veterinary Corps are determined, at each stage 
of the officer's career, by the Veterinary Corps 
Branch, Director, Personnel and Training, 
OTSG. Assignments are correlated with 
school courses and based upon requirements of 
the Service, career patterns, and individual 
aptitudes, interests, and abilities. 
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00 ARMY MEDICAL SPECIALIST CORPS CAREER PATTERN 

PHASE 

MAXIMUM 
UTILIZATION 

TOUR 

YRS 
SVC 

DEVELOPMENTAL 
PERIOD 

BASIC 
PERIOD 

> n o 

CAREER COURSES 

o<>£ 

ZjoC 

St-, 

Sé! 

1*2 
_l   o  O 
5¿.S 

28"S 

< oQ- 

•-.sJI 

DIETETIC SEQION 

2.1 
UJ"Ö 
£ o 
lu v 

<■- 

= i 

Si 
SB 

g¿ 

O"« 

¿oí 
Pi«"8 
Og ts 

IJ! 
2~ o 
< 

DIETETIC INTERNSHIP (15 mo.).- 
PTCRS(12nioi),OTAFFIL 
(9 moO offered by AMEDS; 

ANC OFF. ORIENTATION ÍRS. 
(all AMSC officer]) 

Chief, Army Medical Specialist Corps 
Chief, Dietetic Section, OTSG 
Chief, Food Service Division in large hospitals 
Consultant in Dietetics 

REPRESENTATIVE SHORT COURSES 
Principlci   of   Medical    Operation!    in    Nuclear 

Warfare. 
AMSC Supervisor! Course 
Seminars and short cours« conducted by colleges 

and univeniriei. 

Asiisnmenti   of  progretsivcly   incrcaiîng   responii- 
bility to include, but not limited to— 
Chief, Food Service Divition in hotpitali under 400 

beds. 
Branch Chief within Food Service Diviiion AMSC 

Counielor. 
Research Dietitian 

PHYSICAL THERAPY SECTION 

Chief, Army Medical Specialist Corps 
Chief, Physical Therapist Section, OTSG 
Director, Physical Therapy Course, MFSS 
Physical Therapy Consultant 
Chief, Physical Therapy Sections in large hospitals. 

REPRESENTATIVE SHORT COURSES 
Principles   of   Medical    Operations   in    Nuclear 

Warfare. 
Seminan and short coimes conducted by colleges 

and univenitiei. 

REPRESENTATIVE SHORT COURSES 
Seminan, institutes and short courses conducted by 

colles«, univenitiei and profeisional organita- 
liom and the Army Medical Service. 

AMSC Superviton Course 
Food Service Adminiitration 
Cost Accounting 
Nutrition 
Pcreonnel Management 

Assignment under supervision to provide the 
officer with diversified experience ai a foundation 
for command responiibilitiei. Gradual increase 
in responsibility. Chief, Food Service Division, 
hospital under 100 beds after minimum 2 years 
staff experience. 

REPRESENTATIVE SHORT COURSES 
Seminan, institutes and short counes relating la 

dietetics, conducted by colleges and univenitiei. 
professional organitations and the Army Medical 
Service. 

Assignments of progressively increasing responsi- 
bility in large and small installations to include, 
but not limited to— 
Chief, Physical Therapy Section in small hospitals. 
Instructor, Physical Therapy Course, MFSS 
Chief of Section* (Wards, ADL Clinics) 
Clinical Coordinator in large hospitals 
Student    Supervisor   (Clinical    phase    of    Physical 

Therapy Course). 
Research Physical Therapist 

REPRESENTATIVE SHORT COURSES 
Fundamentals of Medical Support in Future 

Wcrfwe 
Technics of Neuromuicular Rehabilitation 
Anatomy Refresher Co une 
AHA Institute for Physical Therapists 
AMSC Supervisors Course 
Neurophysiology   in   the   Treatment   of   Neuro- 

muicular Dysfunction. 

Assignments under supervision for at least the 
first year of military experience and in large 
installations, if practicable. Gradual increase in 
independent practice and in responsibility. 

REPRESENTATIVE SHORT COURSES 
Management of Mass Casualties 
Lower Extremity Prosthelics 
Neurophysiological Basis for Rehabililalion 

OCCUPATIONAL THERAPY SECTION 

Chief, Army Medical Specialist Corps 
Chief, Occupational Therapist Section, OTSG 
Chief,   Occupational   Therapy   Section   in   large 

hospitals. 

REPRESENTATIVE SHORT COURSES 
Principles   of   Medical    Operations    in    Nuclear 

Warfare. 
Seminars and short coursei conducted by colleges 

and univenitiei. 

Assignments of progressively increasing responsi- 
bility in large and small installations to include, 
but not limited to— 
Chief, Occupational Therapy Section in small 

hospitals. 
Chief, Sub-sections, Occupational Therapy Sec- 

tions. 
Student Supervisor, Occupa) tana I Therapy Clinical 

Affiliation. 

REPRESENTATIVE SHORT COURSES 
Fundamentals of Medical Support In Futuro 

Warfare 
Anatomy Refresher Course 
Neurophysiological Basis for Rehabilitation 
AMSC Supervison Coune 
Neurophytiology   in   the   Treatment   of   Nevo- 

muscular Dysfunction. 

Assignments under supervision for at least the 
first year with a variety of types of patients. 
Gradual increase of responsibility with a lessening 
of supervision. Experience to be gained in large 
hospitals, if practicable. 

REPRESENTATIVE SHORT COURSES 
Management of Mass Casualties 
Psychiatric Occupational Therapy 
Functional Bracing of the Upper Extremity 

CHART 15 
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59. Army Medical Specialist Corps Career Pattern 

a. General. The Army Medical Specialist Corps, composed of 
the Dietitian Section, the Physical Therapist Section and the 
Occupational Therapist Section, requires three distinct and 
separate career patterns because of the individual nature of the 
three professions. Each of these three specialties is identified 
by an MOS awarded by the Office of the Chief, AMSC, OTSG. 
The officer is retained in the MOS throughout his Army career. 
Despite this delineation of functions, there exists in the career 
pattern of all AMSC officers a general uniformity characterized 
by a comparable progression in the levels of development, ad- 
vancement, and responsibility. 

b. School Eligibility. Educational programs are considered 
essential to the proper professional and administrative growth 
of the career officer. Opportunities for schooling, which vary 
according to the officer's qualifications, interest, experience, and 
potentialities, may occur in the pattern at appropriate times fol- 
lowing the 1st or 2d year of military experience. Early in his 
career when special interest areas are being determined, the 
officer may avail himself of one or more of the short courses 
offered by military institutions and civilian universities, hos- 
pitals, and institutions. Attendance at this type of short course 
training may also be indicated at proper intervals during the 
officer's career to keep him informed of new procedures, trends 
and policies in his profession. Selected officers may attend cer- 
tain supervisory administrative and long civilian courses as 
indicated on the Army Medical Specialist Corps career pattern. 
A high level administrative or professional position is usually 
preceded by at least a year's graduate work in the field of the 
officer's specialty. 

c. Assignments. 
(1) Assignment of individual officers to professional and 

related duties is made by the Office of the Chief, AMSC, 
OTSG, and is based on a planned, rotating, and pro- 
gressive pattern through large and small installations 
both in the continental United States and in oversea 
commands. Officers may be assigned to a normal over- 
sea tour of duty after 1 or 2 years of military experi- 
ence, in accordance with requirements of the service, 
eligibility, and individual requests. 

(2) The officers of the Army Medical Specialist Corps begin 
their Army career by attending the first 4 weeks of the 
Army Nurse Corps Orientation Course. Following 
completion of this course, officers who have been pre- 
viously qualified in their respective specialties 
(dietetics, physical therapy, and occupational therapy) 
are assigned to a hospital, preferably large, to insure 
at least 1 year of supervised experience. This affords 
them the opportunity of working with a wide variety 
of patients and participating in many professional ac- 
tivities typical of Army installations. A similar assign- 
ment awaits those officers who complete the three 
qualifying courses—the Dietetic Internship, conducted 
at two of the Army general hospitals; the Physical 
Therapy Course, 7 months of which is conducted at the 
Army Medical Service School and 5 months at three of 
the general hospitals; and the Occupational Therapy 
Clinical Affiliate Program conducted at a number of 
the general hospitals. 

(3) The initial hospital assignment is ordinarily followed 
by one which requires less supervision and increased 
responsibility. Concomitant with this advancement, 
the officer may consider attendance at a short course 
in his specialty, whereby he can increase his value to 
the Army and acquire skills and knowledge consistent 
with his new responsibilities. 

(4) Emergence from this first bracket of basic diversified 
experience permits consideration of assignments of a 
more specialized nature, such as teaching, research, or 
a specialty within the MOS. AMSC Counselors are also 
selected from the group within this developmental 
area. The career pattern during this stage is so de- 
signed as to afford ample opportunity for the officer to 
demonstrate qualities and capabilities which will iden- 
tify him for consideration of appointment to top lead- 
ership assignments. 

(5) Officers who have demonstrated outstanding profes- 
sional and supervisory qualifications may be assigned 
to any of the positions in the category of maximum 
utilization as indicated on chart 15. 
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MEDICAL SERVICE CORPS CAREER PATTERN 

RS 
SVC 

LONG-TERM CAREER COURSES 
(See norcl, Ulo")  . 

PHARMACY, SUPPLY, AND ADMINtSTTlATON SECTION ALLIED SCIENCES SECTION OfTOMETWY SECTION 

SUPPLY AND AOMINIS- 
TRATON SUB-SEC HON 

Oiitf, M«d S*t Gum   Oiief, 
PS*A SKI, MSC:  Ei«t CWic« 
« Dii  CW m lorn   Ho^aial, 
M*dOr, AMSS, WRAIR, Mai« 

Scniot Staff Officer, OTSG, DA' 
o> DOD Staff CO, Medical 
Depot, Madicat Bn, Midical 

MMCCOI GP   a I m mm o   Rcjl,   MrtJcol  C 
TOE    Hoip    in    training   i 

tfoff ouiqnmcM«! la, M*d 
dau II HM 

J<J?« 

MAXIMUM 
UTILIZATION 

TOUR 

DEVELOPMENTAL 
PERIOD 

Off 

UJtfS 

¡si 

21 

OS x S 
o¿ 

< : 

BA9C 
PERIOD 

BROADENING AND UTIL- 
IZATION ASSIGNMENT, wch 
ai Ei«c OHic« of Snull Hmpilal, 
TOE Hcnpital, Mnlical Bn M*d- 
ical Cp, Mtdical Lab w Madkal 
D^KH, Staff Office i« OTSG, 
Aimy Hqi, O*>iwoi Hot, DA 
G*n ot Spec SioB, Bfanch Chi«*, 
Mcdkal Imiolloilon, CO, How 
Pen Commend, Off Student Dct 
til AMSS. o> Tm) Bn,- Dipt 
Chief, AMSS ot M.d Tm, Ctij 
Inttnicloi, Bt oi Ganeial Scrric« 
School. Senior AtKiiot, USAR. 
NGUS,    »    ROTC;   MAAG, 
Miition or Militarv Attache 
duty- Short advanced counm ol 
imtmction at Fnilihn-y and civilian 
•chooli, • 1 , Army M^int Cn«. 
Senior Nuclear Weaponi Cns, 
Pittibvnh UniT Ms« OM, IG 
Cn*, AMEDS Hoip Mont Cn«, 
In it it ufe (oí Federal Hwpiiol 
Admin il) rar on, and Command 
and Si off Refrtiher Coune. 

<-5 

£^ 
QJt 

PERMANENT IDENTIFICA- 
TION IN CAREER FLD (ON 
COMPL OF CAREER CRSE) 
AND DEVELOPMENTAL 
ASSIGNMENT, mch ai Section 
Oi, M.d liwatlation, Staff Off, 
Med Bn or Med Gp, Staff Off, 
Di» or Cora» Med S.ct. Ant 
Staff Off, Amy Hqi. Ovcncai 
Hqi, OTSG, DA Gen err Spec 

Staffy CO Mad Co oi Hoip 
Med Oetj Initnictoi, AMSS; Unit 
Advitor, USAR c» NGUS, 
AMEDS penonntl piocufemcnt 
olficci. MAAG. Minion ot 
Military Arraché duty, Aturtart 
PMS, ROTC 

a civilian ana imniory Knooi, 
*.l , Pen Mgmt Off, Monpowei 
Control Off, Nuclear Wtapone- 
Guided M.iiile Oiient; Coutwi 
at Army Loj Mgmi School; 
Fleed Win) and Avialion Inrtiu- 
mnt Cnei Joint Mil Packaging 
Cn*,- Mqrm of Mau Caivalliet. 

Entry into tentolive ttmnt Eeld 
(opaei completion eJ S-l yn) 
and bouc MOS Irnj Of«, wch 
a> AB'I S*ct Chef, Hoip. 
Medical Oapo», at TOE M«J 
Unit; An'i Staff Offic«, M*d 
Bn or Gp, CO, Small Med Unit; 
Inrfiuclor, MTC or Enliited Br ol 
Amy Med S«C School; Admin 
Ait't, How, Tmg Officer, MTC. 

BOM MOS CIM, wch at Mil 
Pen Of, Con**. Atation Tin«, 
Med Supply Ó«, ADPS, p. 
Ciment Trendi '<m K" 

PHARMACY SUB-SEGION 

,.    jhant. ÔTSG   Éi  
Di> 0>.e4 m br^e How. Med 
Of AMSS, Maiof CommomJ or 
OTeneai Hm Stoff CWicer. Ht|t 
DA Bi «* Di» OicF m Kicnt.Fic 
field» atlird la medicine in 
AMEOS RAD Cmd « DA 
R*D   Actirititi,   Chief  of Plai- 

Chief, Med Svc Conn. Chief, 
Allied Scieica Setlion, MSC 
Piycholofy Social WoA. Pod» 
rti-y, or Labaatary Science! 
Cornwhant to The Swrfeon Gen- 
eial; Rcieaith and Dr*elopmei4 
OBifementi, AMEDS RiD Com- 
mand and DA and DOO R*D 
actortiei Section Chi«!, cien II 
KtMfutoli. Laboatfoiiei, and US 
Army Labonrionet. 

Chid, Med S>c Corpi Qief, 
Optomctry Section, MSC. Op- 
tometry Contvltant. OTSG Oo- 
tonetry Comuhant, T)i*aier Med- 
ical Sect wit Oiief of Optomttry, 
lor?« clan II Hoip,toi or Medical 
Center Chief of Ibonch ta Divi- 
eion. Reiearch Activity Con- 
mond'iq Offrer* Medical Op' - 

Aetn-ity (Sep) 

hoip of hoipital compl ipleii. 

Oiiel, Med Svc Corp*; Chief, 
Sanitary Enjinserinj Section, 
MSC Sanrtary Enetneet Con- 
tultanl. OTSG ot TUoter K». 
Chief. Medical Facilmei PVm- 
ninf Bronch, OTSG. Chief Sani- 
tary Enjincet, Army Medical 
Semce School Contruclion Ad- 
rilOf OOD, Sonitqiy Enj Ad- 
nMf, DCSLOG, Sanitary En- 
fine«'. AMEDS RtD Command 
and DA RiD, Chief of Enginect- 
¡«î Servicn, AEHL. 

UTILIZA TIOHADVANCED 
TRAINING AND BROADEN- 
(NG ASSIGNMENTS, nch a-. 
E>ec Offker, Small Hoiwlo), 
Chief ol Pfcarmacr Service. Small 
clou II Of clou I Hoipdal, 
Reieaith and Development oi- 
lianmeMt for gtmlified officen in 
AMEDS R&D Command or DA 
RAD octiritin; Medical Pu- 
chati nj and Contrae t i "S oc ii vil in ¡ 
RAD auifnmenti »ilh Chtmical 
Cofpt; Iniiructor AMSS; Imfrucror 
in medical uibiecti oi orhci 
branch térrica tchooli; Membei 
Armed Service Medicgi Matenet 
Coordinating Commirue; Chief, 
Sefvice Branch, Supply and Serv- 
ice Drmion, ckni I or clan II 
how. Staff OFTicet. Army or 
Theate, Hoi; Staff Office.. Heed- 
qmrlen, M«dicol Battalion oi 
Medical Group ; Medico! Ad- 
vi». to USAR or NGUS Uni«, 
A mi tont PMS, civilian collele; 
AMEDS   officer   penonntl   pra- 

ING ASSIGNMENTS. >iihin 
ike efficer'i ipecialty, ol \at^t 
claw I Hoipitod, clot» II Ho*- 
pitalt, Walter Reed Areiy bnti- 
M* of Reuarcli, AMSS, 
AMEDS RtD Command, Army 
and Thettfet HeedquailBi, Aimy 
Af«a and field Medical Lab- 
oral on et (Labamtory Officer), 
United Slatei Military Ac ode m T 
(Pivchology   and   Socio}   Woii 
bffii. Jnciplin, 
     _...    Social    WoA 

Offittti), Tninin« Cernen (Piv- 
choloey. Social V/oA, and Podi- 
atry Officen). Atujnmrnti de- 
lifned to train officen to func- 
tion independently, CDitfributa le 
(he adwanceaiefu of hit ipocialty, 
and ptepare him lot ihe eitrciit 
ol command ot flail leipornibilily. 
Selected officen deiirinj tame 
will olio receive one divemfied 
ouienmeirt dvrinq thii period luch 
oi Medical Admor to USAR or 
NGUS Unin, An'i PMS ai 
civilian univenity, AMEDS Pe- 
ían nel Procuren»tnl Officer Med- 
ical Subi«M Inflfucior ot Army 
lervice tchooKolhcrihan AMSS}, 
baff Officer in hoipital. 

UTILIZA TION.ADVANCED 
TRAINING AND BROADEN- 
ING ASSIGNMENTS, wch <n 
Optometry Officer, ctau I o> 
clou II Hoipital, Optametry 
Officet large TOE Station Hoc 
pital. TOE General Hoipital or 
Convaleuen) CeMer, Optometry 
Odien, Medical Cení er, Super- 
VíKK of optical fabricaiion and 
tepait in medical or general 
depot, Occupational Viiion Spe- 
Cialiri, Army Environmental 
Health Lab,- Chief, Optomctry 
Section, large hoipiiaL Ooto- 
metric Reiearch, AMEDS RftD 
Command; Optometry Iminiclor, 
AMSS and WRAIR, Evecvtive 
Officer, Medical Oi*ical Main- 
tenance Activity (lep), Scientific 
otáiz dutici in induitriat planh. 
Selected officen detirini wme. 
will aha receive one divenified 
onignmeni durinf thii phatc, 
«.).. Chief of Service Branch 
Supply and Service D.viiion, fued 
hoip i lot; Commanding Officer, 
dan I or TOE Hoipiral Medical 
Detachment,' Adjutant, large 
clou I Hoipital; Section Chief, 
Medical Depot; AMEDS penon- 
ntl (■ocurcmcnl duty,- MAAG 
ar Million auigiunent; USAR, 
NGUS;   Anittarri PMS, ROTC. 

UTILIZATIOK ADVANCED 
TRAINING AND BROADEN- 
ING  ASSIGNMENTS, ivch oi 
Section Chief, Medical Faciliiiei 
Planning Branch, OTSG, Sani- 
tary Engineer Imtrvclor, Army 
Medical Service School and 
other branch temce ichooti: 
Hoipital Plani Planning and 
Maintenance Inthvctor, Army 
Medical Service School, Diviiion 
Chief of Army Environmental 
Health Laboratory; Chief Soni- 
lary Engineer, Army ot Area 
Hcodauarten, RlD activitici in 
environmental health engineering; 
loecial oui on ment (detail) to 
Ordnance, Chernical, Quail tr- 
mader, or Enemeeti Project Offi- 
cer, Medical Facitiry Conflrudian 
or Renovation Proiecti. Selected 
officen deiirine lam*, will recerve 
one divenified aiujnmenl during 
Ihii period, e.g., S-3 of Medical 
Battalion ot Medical Group,- Ex- 
ecutive Officer, Medical Bat- 
talion or Medical Grouo, Oper- 
ationi and Training Officer in 
MAAG and Miuon, Aniflant 
PMS;   USAR  and  NGUS   Ad- 

REPRESENTATIVE SHORT 
COURSES 

Medical Supply Officer Coune, 
Requnementi Management 
Coune. Army Medical Service 
Hoieital Pharmacy Manaiemtnl 
Coune; Ditfribtttian Manage- 
ment Coune; AMEDS Command 
and Staff Refieiher Count; Intfi- 
tutei. Seminan, and ihort coma 
in Phormacy conducted by cull- 
tan coil*get  and «nivemtiei. 

REPRESENTATIVE SHORT 
COURSES 

Seminan.- Inriitutci, and ihart 
Eounci conducted by col It get, 
grafenional Mganitatiom, and 
ihe  Army Medical Service. 

REPHESENTATTVE SHORT 
COURSES 

Piythology of Viiion Ptinko- 
togical Opt til. Ocular Pslh- 
ology; Subnormal Viiion Aidi; 
Manoqenent of Mail CoiwalHei: 
AMEDS Command and Staff 
Relreihar Couru j Advanced 
Couru    in    Fining     of    Contact 

REPRESENTATIVE SHORT 
COURSES 

Medical   Operaiioni    in    Nu- 
•or    Warfare;     Civil     Affain 

Guided M i nil« Ótiemalior 
CcHiric; Seminan, Intfitvtet, anc 
other ihort counei 01 wniveniliei 
ond military ichooli in artai o 
Sanitary Eneineerme, PWWM 
Health,  and  Hoipiial  Comtnic 

planned ond monitored to pa- 
vide the officer Hilh a baiic 
aiililory fovndetiOAOnd «n wndtr- 
tfanding ol Anny and AMEDS 
organiialien, admmiflratian and 
opetationi      OIIíCCT   may   aba 

MSC OFFICER ORIENTATION CRS. 
(Mandatorv \ot all MSQ 

Rotated datiei in Med Fid 
Unite and Hoip to wend« the 
newly appotrted MSC Off «Hi 
a baiic military bundwion ond 
eodetflanding of AMEDS and 
Any Orgatiitation, Atfainnna- 
lion and Opwrtiora. School 
cn*i Airborne, Rosgvr, Heli- 
coptef Pilot. 

■wh at MeaOpm 
ot Medical Supply. 

i ether field. 

REPRESENTATTVE SHORT 
COURSES 

AMEDS Phomncy Monen 
men» Coune ; Manageiunt ol 
Ma» Cawattin; ■«•inan vtd 
ihort   counei in   Hoqntal As- 

Sec t S*c Chief 
TO! AMEDS . . 
«i An'i S*<l SK Oiiel in large 
Avod ot TOE AMEDS •rgonito. 
liant, planned and monlloftd la 
pravid« Ih« offic« with a baile 
mltitarv foundation and on under- 
Handing of AMEDS and Army 
organi union, tufeninntfolion, and 
eoemiam. At letnt on« lour of 
dyty will be wilhin iheii ipecially 
in a Id unil wch ai a ltd med lob, 
■*d b», div or bo«It gp lutgeon't 
offic*, Of efdnfed training center. 

REPRESENTATIVE SHORT 
COURSES 

S«*iinan, imlitvtti, ond Aott 
cewnn r*bl«d te iMCially, 
condicled by wiivenriiei, peo- 
(euienal oreaniiotioni, and th* 
AMEDS. 

Awgnminli oi Optometry Of- 
ficer in dnoemoriei, unall Kied 
hcipddi, TOtE  Howiiali (fld. 

ond undtntanding of Army 
Medical Service and Anny ot- 
ganiialioa,   admin tit ration,   and 

REPRESENTATIVE SHORT 
COURSES 

OpMialmfc, Mechanical, and 
Practical Opticif Cene AnalyiH 
Eralwoiion Fmdingi, Viuial Train- 
ing and Orthoptici, Special Eye 
T**i; Theory and Piactke of 
Contact Lemei; Optical Fabd- 
crtion and Repair 

in area nnrtaty engineering, 
planned and monilored to pro- 
fide offic en with Itn owl edge 
of mihiory aipetti of loniiary 
engineering   and   public   health 

REPRESENTATIVE SHORT 
COURSES 

CBR    CMMMJ    Military    Pre- 
vemiv«  Medicine  Cowne,  Baile 
RadiaWgicel  Heafch.  IndMHal 
Hygicn*; Sanitary Engineer Ai- 
pecti ti Nvcleor Enetgy,- An 
PoOeiioe Ceettai ; Preventive 
Medicine CMeiMian, Noiie 
Control;   Management  of Man 

NOTES 
1. Peno. 

MSC 
      j owoiico 

Genet Jly all offken of IIM Sepoty and Admüúrtmti. 
tflend euh« CGSC at Hcnp Admin Gie, depending 

counei Hi the 
 , .„ . ei poll em tuid 
required.   Application it necenary 

Sab-Sedian 

 , d long-tetm civilian mini 
uMeod of CGSC or Hoipital Admlnimoiion. Mo« memben of < 
other lecllom of ihe Corpi recerve long-term civilian hainuig in Ii 
of CGSC Of Hoip Admin. A very few outtfandmg officen i*C*i 
Hoepital Adraimtfraiion or civilian training plut the ihort (Am 
CGÍCcc-r«. 
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60. Medical Service Corps Career Pattern 

a. General. The MSC is composed by law of 
four sections: (1) Pharmacy, Supply and Ad- 
ministration Section, (2) Medical Allied Sci- 
ences Section, (3) Sanitary Engineering Sec- 
tion, and (4) Optometry Section. The PS&A 
Section comprises nine distinct career fields: 
Pharmacy, Supply, Controllership, Personnel 
Management, Registrar, Hospital Administra- 
tor, Medical Operations and Training, Avia- 
tion (subfield of Operations and Training), 
and Medical Technical Intelligence; the Allied 
Sciences Section, six career fields: Psychology, 
Social Work, Podiatry, Nuclear Medical Sci- 
ence, Medical Laboratory Sciences, and Ento- 
mology. Upon initial commissioning each officer 
is evaluated and identified, by Primary MOS, 
in one of the Sections and normally remains 
therein throughout his military career. Offi- 
cers in the PS&A Section, with the exception of 
some pharmacists, are normally identified in a 
career field upon completion of the basic in- 
doctrination phase (3-5 years). Members of 
the Allied Sciences Section, Sanitary Engineer- 
ing Section, Optometry Section, and Pharmacy 
subsection, are identified with a career field 
immediately upon entry on active duty. Each 
officer is developed within his section, equal 
opportunity being given to all to reach full ma- 
turity in their chosen fields. Generally, officers 
are afforded the opportunity of remaining com- 
pletely within a chosen specialty, accepting one 
or more diversified assignments or transferring 
into other career fields. 

b. School Eligibility. Examples of courses 
attended by MSC officers are shown on chart 16. 
Not all officers attend all courses shown, and 
most attend some courses not shown on the 
chart. Long-term and short courses, civilian 
and military, are available in all career fields. 

The number of courses attended is governed by 
the following: 

(1) The Department of Army controls the 
AMEDS quota at the Command and 
General Staflf College and higher level 
schools, restricting these courses to 
the number of AMEDS officers re- 
quired for high-level command and 
staff positions. 

(2) Specialized training, especially at 
civilian institutions, is offered to de- 
velop an officer within his specialty 
and to fill a military requirement. 

c. Assignments. Some examples of the types 
of assignments a MSC officer may expect are 
shown on chart 16. This is a very incomplete 
list of the many types of duties performed by 
officers of the Corps, it being impossible to list 
on such a chart the hundreds of functions per- 
formed by members of the 17 different career 
fields. Many officers will not perform some 
duties shown and all will receive some assign- 
ments not depicted. Chart 16 is a generaliza- 
tion of type duties which may be expected at 
each level of an officer's career. A separate ca- 
reer pattern for each career field is established 
and utilized by the Office of the Surgeon Gen- 
eral, Headquarters, Department of the Army, 
where all assignments are determined. Each 
career officer is provided a copy of the pattern 
for his particular career field. Type-duty as- 
signments for all members of the Corps are 
determined, at each stage of the officer's career, 
by the MSC Career Planning Section of OTSG 
with the advice and assistance of Career Field 
Consultants in OTSG. Assignments are cor- 
related with school courses and based upon 
needs of the Service, career patterns, and in- 
dividual aptitudes, interests, and abilities. 
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ARMY NURSE CORPS CAREER PATTERN 

YRS 
SVC 

LONG-TERM CAREER COURSES 
(Ste notci 1 and 2, b«low.) 

ANESTHESIA AND 
OPERATING ROOM 

RESEARCH AND 
DEVELOPMENT 

MECHCAL-SURGICAL 
OBSTÏTRICS.PEDIATOCS 

NEUROPSYCHIATRY 
ARMY HEALTH NURSING 

MAXIMUM 
UTILIZATION 

TOUR 

DEVELOPMENTAL 
PERIOD 

BASIC 
PERIOD 

** 5 

OO 

It'. 
<.   s 
UJ< « 

OQS$ 

2§ 

< 
LU ST 

o   í 

§<1 

OS -JO 
■z 
O 

ao11 SB 

18 
<o 

ANC OFFICERS ORIENTATION 
COURSE Mandatory for 
all ANC 

Chief, Amy Nun« Core»; 0\te, 
Nunc Acmy Medical Ccntct, oi 
Aiiny QT*Oj CONUS or oveneat; 
opntrting Room or Nun« Anes- 
thctiit Coniultant; Director of Oper- 
ating Room or Nunc Anwtlvetitt 
cotm«; Op era tin 3 Room lupcrvisor 
or Chief Nunc Aneithetist in clan II 
leaching hospital/ itnior ítaff ofíic»f 
OTSGj Divifion Chwf ot Mtitor 
tnitructor AMSS. 

Chief, Army Nunc Com,- Chief 
Nun« o( Arm-* Medical Center, or 
Aimv Area, tONUS or ovrtcoi,- 
Chief Department of Nuninj, Waller 
Reed Army Intfitute of Research/ 
Division Chief, ot Senior tnttructor, 
AMSS; Senior Staff Officer OTSG. 

jipi¿ 
Nine Amy Medical Center of 
Armv Area, CONUS or Oversea); 
Chier Nuneclan I or dan II hospital,- 
Senior Staff officer OTSG, Chie< 
D«pt. of Nwning Science AMSS; 
Branch Chief, AMSS or MTC, Assist- 
ant Chief Nune of clan II teaching 
hcfpital; Nurse Coniultant in spe- 
cialty (e.g.. Pediatrics, OB, NP, etc.). 

Chief, Army Nunc Corps; Senior 
Staff Officer OTSG; Army Health 
Nune    Consultant,    CONUS    and 

Utilization, Advanced Tiaining 
and Broadening Aoignmenti: Sucn 
ai operating room nune or nurse 
anettnetist class I, clots II, TO&E 
hospitals (Fid, Evac, and station). 
Assignmenti are planned and moni- 
tored to train officers to function 
idependenlly, to contribute to ad- 

vancement in the specialty. 1 v for pro S re st i vt respomibility, 
and to participate in the various 
teaching progromt for enlisted per- 
sonnel and junior officers in oper- 
ating room and anesthesia fields. 
Selected operating loom nurses de- 
siring the same may receive diver- 
sified assignments during this period, 
e.g., research nune in an R&D 
activity; instructor in operating room 
procedures course AMSS; training 
officer MAAG or Mission: Nursing 
methods analyst class II hoipital; 
staff officer OTSG; selected nurse 
anesthetist may receive divenífied 
assignments during this period: e.g., 
research nune in R&D activity/ in- 
structor or assistant instructor of 
aneslhesiology counes,- training offi- 
cer in MAAG or Mission. Short 
advanced courses, e.g., operating 
room nuning, anesthesia workshop. 

Utilization, Advanced Troining 
and Broadening Auigntnents: Sued 
as research nune in Dept. of Nuning, 
V/aller Reed Army Institute of Re- 
search, Surgical Research Unit Meta- 
bolic ana Nutrition Wards, and 
Laboratories, Radioisotope Clinics 
CONUS ana Oveneat; atsignmentt 
are planned and monitored to train 
off icen to conduct independent re- 
search, to contribute to advancement 
in a specially, to participate in 
various teaching programs conducted 
by the Army Medical Service. 
Selected individuali desiring the 
same may receive diversified asiign- 
menls during this period, e.g.. Staff 
Officer OTSG, Training Officer in 
MAAG or Mission,- instructor at 
AMSS. 

Representative Short Courses: 
Management oí Radioisotope Clin- 
ics; Principles of Medical OperOtioni 
in Nuclear Warfare: Advanced Ori- 
entali on Course in Medical Aspects 
of Chemicol V/aifart; Physiological 
Basis of Nursing Pradjce. 

Utilization, Advanced Troinin« 
add Broadening A»tgnmenti, withii 
office« specially at clan I, class II 
and TO&E hospitals, dispensaries 
and clinics. Assignments are 
planned and monitored to enhance 
nuning sltifls and knowledge to pre- 
pare for progressive responsibility; to 
contribute to advancement in the 
tpecialty and to participate in the 
vat i oui teaching programs for enlisted 
personnel and junior officers. Ai- 
lignments such as staff nune,- head 
nune, and supervisor in speciolty; 
assislanl chief nune, nune methods 
analyst, personnel coordinator or 
educational coordinator of large 
clau ( or class II hospital. (Two or 
more of these positions may be 
combined in smaller installations). 
Selected individuals desiring the same 
may teceive diversified assignments 
during this period, e.g., staff officer 
OTSG; instructor AMSS; training 
officer in MAAG or Mission; ANC 
Pro eurem ent counselor at Army Area 

leadquaners; Research nurse in 
RAD activity. 

Utiliialion,    Advanced    Train 
and Broadening Assignments:  To 
elude class  I  and  II  Posts,  class  II 
teaching hospitals,- instructor, AMSSj 
training officer MAAG or Mission; 
research nune in R&D activity.    At 
tignments are planned and monitored 
la prepare  officer to function  as a 
member of the Preventive Medicine 
team; to plan and organize effect i   _ 
Army    Health    programs;    to    con- 
tribute   to    advancement   in    Ai 
Health    Nuning,-   to    partie!pte 
teaching programs ana to conduct 
training  programs  For junior  officers 
in Amy Health Nursing. 

Representative Short Courses: Mil- 
itary Preventive Medicine; seminars, 
institutes and workshops related to 
specialty conducted by univenilies, 
professional organizations, and the 
Army Medical Service. 

Entry into career field after suc- 
cessful completion of anesthesia or 
basic operating room course. 
Planned and monitored assignments 
as operating room staff nurse or nune 
anesthetist in class I, or Class II, and 
TO&E hospitals. Selected nunes 
may receive diversified assignments 
such at training nune in STRAC, 
Airborne Unit or instructor at  MTC. 

Representative short courses: sem- 
inan, institutes and short courses 
related to specialty conducted by 
univenilies professional oigan i lo- 
tions and the Army Medical Service. 

Entry into career tentative career field: Planned and 
monitored ossignments in patient care (wards, clinics 
and dispensan») in class I, class II and TO&E hospitals 
to provide nunes with basic foundation in clinical and 
military nuning and the Army Medical Service- As- 
signments may also include training nurse at STRAC or 
Airborne units,- instructor al MTC; ANC Procurement 
Counselor 

Representative Short Counes- Seminan instttvstes and 
workshops related to specialty conducted by univenilies. 
professional organixalions, and the Army Medical 
Seivice- 

Entry into career field: Assignment 
to beginning position in Army Health 
Nuning under supervision of qualified 
Army Health Nurse in an established 
program, followed by planned and 
monitored assignments as Armv 
Health Nune to provide officer with 
all aspects of Army Health Nuning 
activities. 

Representative Short Courses: Sem- 
inars, institutes and workshops related 
to specially conducted by univeni- 
lies, Professional orjani rat torn, and 
the Army Medical Service. 

General Duty ot Fixed Army Hospital and Selection of Clinical Area of Interest 

NOTES 
1. Personnel are selected by the Career Planning Section. 

OTSG. for the ANC Officers Career Course and 
the Hospital Administration Coune (8-A-3012). 
No  applications  are  required  for   AMEDS  Officer 

Career Coune. 
S.  Applications are  required  for   long  clinical courses 

conducted   at    Army   hospitals   and   for   long-term 
civilian training. _ ___ 
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61. Army Nurse Corps Career Pattern 

a. General. Upon initial appointment, Army 
Nurse Corps officers will be granted credit for 
years of service in an active status on the basis 
of formal education related to a specialty in 
the following fields of nursing: Nursing educa- 
tion, supervision and teaching, nursing service 
administration, personnel administration, coun- 
seling and guidance, nursing research, public 
health nursing, and completion of approved 
postgraduate clinical programs. The number 
of years creditable for qualifying education 
and experience is as follows: 

(1) One year service credit for graduates 
from an acceptable diploma school of 
nursing with 30 additional semester 
credits toward a baccalaureate de- 
gree. 

(2) Eighteen months service credit for a 
bachelor's degree. 

(3) Three years service credit for a mas- 
ter's degree. 

(4) Four years service credit for a Ph.D. 
or comparable degree. 

(5) One year service credit for completion 
of an approved clinical postgraduate 
training program in anesthesiology 
and certification in the American As- 
sociation of Nurse Anesthetists. 

b. School Eligibility. 
(1) All newly commissioned officers will 

attend the Army Nurse Corps Orien- 
tation course at the Army Medical 
Service School. 

(2) Between   the  3d  and   9th  years   of 

service, career officers will attend the 
ANC Officer Career Course. 

(3) Regular Army and reserve officers 
who have been on active duty for 6 
months are eligible to apply for the 
professional specialty courses for 
Army Nurse Corps officers conducted 
at military installations. These are 
Maternal and Child Health Nursing, 
Anesthesiology, Basic Operating 
Room Nursing and Advanced Oper- 
ating Room Nursing. 

(4) Specialized training at civilian univer- 
sities and AMEDS long courses, e.g., 
AMEDS Officer Career Course and the 
Hospital Administration Course are 
offered to develop an officer within a 
specialty and to fill a military re- 
quirement. 

c. Assignments. The Army Nurse Corps ca- 
reer pattern (chart 17) depicts the general de- 
velopmental career progression which is 
brought about through planned and monitored 
assignments. Every Army Nurse Corps officer 
is expected to have an excellent foundation in 
clinical nursing before receiving a diversified 
assignment. Although not all officers will re- 
ceive diversified assignments, all are given 
equal opportunity to progress in their chosen 
career field. 

Assignments are planned at each stage of 
the officer's career by the Army Nurse Corps 
Career Planning Section, OTSG, to insure that 
the individual officer receives clinical nursing 
experience, progressive responsibility, and to 
acquire an overall working knowledge of the 
Army Medical Service. 
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ADJUTANT GENERAL'S CORPS CAREER PATTERN 

OBJECTIVES FOR 
PERIODS INDICATED 

YRS 
SVC 

SCHOOL 
ELIGIBILITY 

DEVELOPMENT OF BROAD 
KNOWLEDGE OF BASIC 

BRANCH BY; 

a. Two-year combat arms detail 
b. Asîîgfîmcïîf with field units 
c. Rotated doty with field units 
d. Attendance at Basic, Fam- 

¡liartiation and Branch Career 
Courses one civil school ins 

BROADENING OF BASIC 
KNOWLEDGE TO INCLUDE 

UNDERSTANDING OF 
INTERRELATION OF ALL 

BRANCHES BY: 

a. Continued duty in field units 
in positions of increasing 
responsibility 

b. Civilian component duty 
c. Asst AG, major commands, 

duty in TAGO, General  and 
Specioí Staff, DA and GS 
w/troops 

d. Instructor duty at service 
schools 

e. Attendance at CGSC and 
AFSC (selected officers) 

PREPARATION FOR FUTURE 
HIGH LEVEL STAFF 
AND COMMAND 
ASSIGNMENTS BY: 

o. Attendance a! AWC, NWC, 
or ICAF (selected officers) 

b. Adjutant General, Division 
and comparable units 

c. Adjutant Générât major com- 
mands 

d. Command duty, TAGO class 
tl activities ana ¡nstoilations 

e. Joint staff and other high level 
assignments 

f. Iftstrucfor duty at service 
schools 

g. Civilian component duty 

To afford an opportunity lor the 
very ablest officers to be tested in 
the important qualifications of 
Adjutant General and Staff Offi- 
cer in major, taint and combined 
commands and TAGO, DA and 
DOD staffs. 

21       22 27 29    30 

Z 

8« 
51, 

ADIUTANT/AG OFFICER 
FAMILIARIZATION COURSE 

ADJUTANT GENERAL'S CAREER 
COURSE 

TRAINING AT CIVILIAN UNIVERSITIES 

COMMAND AND GENERAL STAFF COLLEGE 
Regular Courte 

Auociate Count 

ARMED FORCES STAFF COLLEGE 

WAR COLLEGE LEVEL 

•ASSIGNMENT TO FIELD UNITS-DIVISION, POST. TRAINING CENTERS, ETC. 

CIVILIAN COMPONENT DUTY 

ASSISTANT ADJUTANTS GENERAL-MAJOR COMMANDS 

THE ADJUTANT GENERAL'S OFFICE 

STAFF AND FACULTY-TAG AND OTHER SERVICE SCHOOLS 

> a o 

TRAINING 
AND 

ASSIGNMENTS 

GENERAL AND SPECIAL STAFF-DA AND GENERAL STAFF WITH TROOPS 

ADJUTANT GENERAL-DIVISION AND COMPARABLE UNITS 

•Orientation Cour»—All officen.    (RA officers will complete the basic course of the Branch to which detailed.) 
**RA officers will be assigned to combat arms duties in branch to which detailed for 2 years. 

The type of duties listed are considered desirable for all officers.    Officers will necessarily receive orher types of assignments, 
but every effort wiil be made within the limit of operational necessity to assign officers to the duties listed during the periods ¡ndkated. 

ADJUTANT GENERAL-MAJOR COMMANDS 

COMMANDANT-TAG SCHOOL 

JOINT STAFF AND OTHER HIGH LEVEL ASSIGNMENTS 
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62. Adjutant General's Corps Career Pattern 

a. The career program is designed to develop officers who have broad 
rather than specialized training and experience in Adjutant General 
duties. This is accomplished through rotation of assignments in positions 
of increasing responsibility, and through the completion of Army and 
civilian education courses. 

6. The major responsibilities of The Adjutant General requires profi- 
ciency in six primary Military Occupational Specialties: 

(1) MOS 2110—Adjutant or Adjutant General 
(2) MOS 2210—Personnel Management Officer 
(3) MOS 0030—Postal Officer 
(4) MOS 2401—Machine Records Officer 
(5) MOS 2402—Automatic Data Processing Plans and Operations 

Officer 
(6) MOS 5000—Special Services Officer 

In addition, experience in MOS 2230 and 2239 is provided, particularly in 
the lower grades. Restriction of education and duty assignments to just 
one of these specialties seriously hinders an officer's maximum develop- 
ment and consequently limits his value to the Army. Assignment to posi- 
tions of highest responsibility requires a working knowledge of all six 
areas, and channelling of officers in any one narrow field of specialization 
is to be avoided. Overall requirements of the Army cause a small per- 
centage of selected officers to be assigned to branch immaterial positions. 
Such assignments should be made only after the officer concerned has 
received a solid branch material base of experience appropriate to his 
grade and years of service. Repetitive assignments in branch immaterial 
positions are to be avoided. 

c. First 8 years. 
(1) Duty assignments. During the first 2 years, newly commissioned 

Regular Army second lieutenants are detailed to troop duty with 
a combat arm. Following this detail they, along with AGC re- 
serve officers serving initial tours on extended active duty, nor- 
mally are given assignments which are pointed primarily toward 
giving them the widest possible grounding in the basic MOS of 
2110 and 2210. Also, to the extent practicable, experience in 
one or more of the other four primary areas is encouraged. 
Branch immaterial assignments during this period are neither 
sought nor encouraged. 

(2) Education. As part of the initial 2-year detail with a combat 
arm, Regular Army officers attend the Basic Course of that 
branch. Reserve officers attend The Adjutant General's Officer 
Orientation Course (8 weeks) immediately upon entry on active 
duty. The Adjutant/Adjutant General Familiarization Course is 
utilized  for  officers  who  transfer  into  The  Adjutant  General s 

Corps from other branches and Regular Army AGC officers upon 
completion of their combat arms details. Officers are programed 
to attend The Adjutant General Officer Career (Advanced) 
Course as near the optimum 3- to 8-year period of commissioned 
service as availability and military requirements permit. Edu- 
cation at civilian universities, related to the personnel manage- 
ment, automatic data processing, or business administration fields, 
normally commences during the latter part of this period. In 
some instances training with civilian industry is incorporated into 
this educational pattern. 

d. Nine through 15 years. . .    - ,.       • •  -i 
(1) Duty assignments. Service includes duty with field units, civil- 

ian components, and major commands in all six primary MOS 
areas. New assignments during this period may include duty 
with The Adjutant General's Office, Staff and Faculty of The 
Adjutant General's School, and Department of the Army Staff 
and General Staff assignments with troops. Attempt is made to 
rotate duty in the various AGC MOS fields so that at the com- 
pletion of 15 years of service officers will have a full and pro- 
ductive working knowledge of all primary Military Occupational 
Specialties within the AGC sphere of responsibility. 

(2) Education. If not completed earlier, attendance at the Career 
Course and training at civilian universities is concluded during 
this period and maximum emphasis is placed on selecting qualified 
officers to attend the Command and General Staff College, and 
the Armed Forces Staff College. 

e. Sixteen through S3 years. 
(1) Duty assignments. During this period officers are assigned to 

positions of increasing responsibility on progressively higher 
levels. New assignment possibilities include duty as Adjutant 
General of divisions or comparable commands, Department Di- 
rectors at The Adjutant General's Board and assignment to joint 
staff organizations. 

(2) Education. If not completed earlier, attendance at the Com- 
mand and General Staff College and the Armed Forces Staff 
College is concluded during this phase. Officers of outstanding 
promise are selected to attend the Army War College, the Indus- 
trial College of the Armed Forces, National War College or other 
senior service schools. 

/ Twenty-four through 30 years. Officers are assigned to positions of 
highest responsibility in The Adjutant General's Office, major commands, 
The Adjutant General's School, on the Department of the Army Staffs, 
Department of Defense Staffs, and with the reserve components. 
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CHAPLAINS CAREER PAHERN 

OBJECTIVES 
FOR PERIODS 

INDICATED 

YRS 
SVC 

SCHOOL 
ELIGIBILITY 

TRAINING AND DEVELOP- 
MENT OF PROFESSIONAL 
PERFORMANCE 

a. Rotated staff assignments at 
troop level 

b. Attendance at Orientation and 
Branch Career Courses 

PROFESSIONAL AND 
STAFF PERFORMANCE 

a. Staff assignments 
b. Attendance at CGSC or civil- 

ian schools (selected officers) 
c. Instructor duty at service schools 
d. Specialized assignments 

HIGHER PROFESSIONAL 
AND STAFF 

PERFORMANCE 

, Assignment   as   Senior   Staff 
Chaplain 
Attendance    at   Army    War 
College (selected officers) 
Selected key assignments 

10    11     12    13    14    15    16    17    18    19    20    21    22    23    24    25    26    27    28    29 30 

ORIENTATION 
COURSE 

TRAINING 
ASSIGNMENTS 

> 
o 
o 

CAREER 
COURSE 

COMMAND AND GENERAL STAFF COLLEGE 

ARMY WAR COLLEGE 

CIVILIAN SCHOOLS 

PROFESSIONAL 

a. Battle Groups—Battalions 
b. Post Complements 
c. Air Defense Units 
d. Assistant Hospital 

COMBINED PROFESSIONAL AND STAFF 

a. Post and Assistant Post 
b. Division and Assistant Division 
c. Corps and Assistant Corps 
d. Hospital 
e. Air Defense Regions 

HIGHER PROFESSIONAL AND STAFF 

a. Oversea Command and Ass't Oversea Command 
b. Army and Assistant Army 
c. Corps and Assistant Corps 
d. Major Commands, including Area Commands 

SPECIALIZED AREAS 

a. Office, Chief of Chaplains 
b. US Army Chaplain Board 
c. US Army Chaplain School (Staff and Faculty) 
d. USCONARC 

Losistical Commands 
Port Commands 
Reserve Components 
Disciplinary Barracks 
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63. Chaplains Career Pattern 

a. Clergymen entering active duty as chaplains must be pro- 
vided with a well planned integrated program of training and 
assignments in order to assist them in reaching their maximum 
performance capabilities. The chaplain career program is de- 
signed to provide a progressive long-range development of the 
capabilities and potential of each chaplain. This program is in- 
tended to further develop the professional fitness of chaplains; 
provide an understanding of the Military Establishment in 
which they will work ; further develop their qualities of leader- 
ship in order that they may provide a more effective ministry to 
the personnel they serve ; to prepare chaplains to supervise and 
coordinate the activities of other chaplains in accordance with 
principles of personnel management; to provide qualified chap- 
lains for staffs of higher headquarters. 

b. In order to accomplish these purposes the chaplain career 
program is divided into three major phases : 

(1) Period of training and development of professional 
■performance (0-8 years). During or prior to this 
period the chaplain is required to complete the Chap- 
lain Officer Orientation Course in residence at the U.S. 
Army Chaplain School. This course is designed to pro- 
vide the newly commissioned chaplain with a working 
knowledge of the Military Establishment and with 
sufficient information to enable him to effectively serve 
the personnel of the unit to which he is assigned. In 
this period his assignment will be limited to units at 
the lower level of command. His initial assignment 
will be to a position where he will serve under the 
guidance and supervision of a more experienced chap- 
lain. As his service progresses he may be the only 
chaplain. During the latter part of this period he will 
return to the U.S. Army Chaplain School for attend- 
ance at the Chaplain Officer Career Course. This 
course is designed to provide a broad background in all 
phases of chaplain activities. The chaplain will be 
trained in the professional, administrative, and super- 
visory responsibilities of a staff chaplain at all levels 
of command. This program will include detailed in- 
struction in the field of personnel and financial man- 
agement to assist him in his future responsibilities in 
preparing and executing the chaplain program. The 
primary intention of this course is to equip the chap- 

lain to assist the commander in providing a comprehen- 
sive and meaningful religious program for the com- 
mand. 

(2) Period of professional and staff performance (8-21 
years). During this period a few chaplains who in- 
dicate outstanding staff ability and potential will be 
selected for attendance at the Command and General 
Staff College. These chaplains will be given assign- 
ments that will make maximum use of their training, 
such as, to major commands or specialized areas. A few 
other chaplains who show outstanding professional 
competence will be selected for training at civilian in- 
stitutions or universities. These chaplains will be 
given assignments where maximum use may be made 
of their specialized or professional training. All chap- 
lains who demonstrate capabilities for greater posi- 
tions of responsibility will be given progressive assign- 
ments to make maximum use of their potential. These 
assignments will be varied to provide a well-rounded 
and versatile career. Selection for these assignments 
will be dependent upon demonstrated performance of 
duty in each type of assignment. During the 16 to 23 
years' period a limited number of highly qualified 
chaplains who have demonstrated outstanding profes- 
sional and staff capabilities will be selected for attend- 
ance at the U.S. Army War College. These chaplains 
will be assigned to high level staff positions where they 
will participate in planning and developing the re- 
ligious and moral program of the U.S. Army. 

(3) Period of higher staff and professional performance 
(21 years to retirement). This is the final period in 
the chaplain's career. The training that he has re- 
ceived and his assignments have prepared him for 
positions of responsibility commensurate with his ca- 
pabilities. During this period he will be assigned to 
staff positions from Division level to Department of 
the Army level. 

c. An adequate career pattern for chaplains requires the as- 
sistance of all chaplains in supervisory positions. Every effort 
must be made at all levels to institute and support a strong 
career management program in order to discover and develop 
the maximum potential of the individual chaplain. 

Oi 



FINANCE CORPS CAREER PATTERN 

BASIC TRAINING GENERAL TRAINING SPECIALIZATION & GENERAL OFFICER TRAINING 

YRS 
SVC 10       11      12       13      14      15     16      17       18       19      20      21       22      23      24      25      26       57      28      29   30 

ORIENT. 
COURSE 
COMBAT 

ARM 

TRAINING 

CIVILIAN GRADUATE SCHOOL—FINANCE BRANCH 
OFFICER CAREER COURSE—(S«lected) 

COMMAND AND 
GENERAL STAFF COLLEGE 

(Selected) 

ASSOCIATE COMMAND AND GENERAL STAFF COLLEGE 
(Selected) 

ARMED FORCES STAFF COLLEGE 
(Selected) 

INDUSTRIAL COLLEGE OF THE ARMED 
FORCES-WAR COLLEGE LEVEL 

(Selected) 

In addition to the training outlined in thii section, officer» 
vill be selected for attendance at ADP Counei and other 
raining as may be required. 

DETAIL 
WITH 

COMBAT 
ARM 

ASSIGNMENTS 

Assistant Budget, Accounting or ADPS Off 
(Installation level) Staff & Faculty, FSUSA— 
Assistant Fin-Acctg Off (installation level) 
Asst. Finance Officer (TO&E Unit) 

Comptroller (installation)—Staff Off (DA or Join! HO)— 
Fin-Acctg Off (installation or tech svc)—Finance Officer 
(TO&E Unit)—Budget Off or Aectg Off (major command 
or ¡nstallation level>—FCUSA or Staff A Faculty, FSUSA— 
ADPS Staff Officer (installation) 

Staff Fin-Acdg Off (major command or tech svc)—Comp- 
troller (major command}—Staff Officer (DA or Joint HO)— 
Key Positions FC & FSUSA—Regional Director Army 
Audit Agency 

Com m m dim t Finance School — Commander Washington 
Finança aid Accounts Office — Commanding Generd 
Fin «ico Center — Assistait Chief of Finance — 
Deputy Chief of Finance — Chief of Finsice 

OBJECTIVES 

To ac- 
quaint 
all off. 
with the 
problems 
of com- 
bat arm, 
general 
informa- 
tion re- 
garding 
tactical 
opera- 
tions & 
to de- 
velop 
the art 
of lead- 
ership. 

To prepare individual for greater responsibilities 
through varied assignments and schooling and to 
insure that he does not become overly specialized 
loo early in his career. Officers will be assigned 
to Branch Material and Immaterial positions in 
the Financial Management area. 

To further [broaden officers in Financial Management 
Operations as it relates to the Finance Corps and Comp- 
troller area of interest, consideration is given to permitting 
officen to serve at various levels of command to receive 
training at military and civilian institutions at the appro- 
priate level. 

To effect maximum utilization of officers' developed 
talents through application of their experiences in positions 
of highest responsibility and to afford an opportunity for 
the ablest off icen to serve in top commands and staff 
positions. 

CHART 20 
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64.  Finance Corps Career Pattern 

The Finance Corps officer career program is 
designed to provide each officer an opportunity 
for progressive development and training in all 
areas of financial management. 

a. The basic training period covers the first 
10 years of the officer's career. When first 
commissioned in the Regular Army, a Finance 
Corps officer is detailed to one of the combat 
arms for a period of 2 years. Prior to serving 
with a troop unit, he will normally attend the 
appropriate combat arm orientation course. 
After completing this training, the individual 
will be assigned to a CONUS or overseas re- 
quirement. The training and experience the 
officer gains from such a tour will prove in- 
valuable in later assignments, for it is during 
this tour that he has the opportunity to de- 
velop the art of leadership and to gain first- 
hand knowledge of the needs and mission of the 
combat arm. 

When the individual has completed his com- 
bat arm tour, he will attend the Finance Officer 
Orientation Course en route to his new Finance 
Corps duty assignment. If the individual is 
assigned to a station in the continental United 
States at the time he completes his combat arm 
tour, he will attend the Finance Officer Orien- 
tation Course en route to his new Finance 
Corps duty assignment. If overseas, and is not 
due for return to the United States, the officer 
will be placed in an appropriate Finance Corps 
position for on-the-job training. He will sub- 
sequently attend the Finance Officer Orienta- 
tion Course after completion of his oversea 
tour en route to his new assignment. The type 
duty or training received is shown on chart 20. 
In the event the officer is not afforded an op- 
portunity to serve in all these positions, he 
will be given such duty during the next phase 
of his career. It is important that, as a mini- 
mum, the officer serve as a Deputy, or Assistant 
Finance Officer, or Finance and Accounting Of- 
ficer during this period. 

b. The general type training and experience 
phase covers the 11- to 20-year period. During 
this period, the officer will be considered for 
training  and  positions  outlined  in  chart  20. 

This period is perhaps the most important 
phase of the individual's career. During this 
time, he will be afforded training and experi- 
ence at various levels of command in order to 
be prepared for duty at the highest level. In 
order to accomplish this, each officer will be 
given varied assignments and formal schooling, 
military and civilian, to insure that he does not 
become specialized too early in his career. Ro- 
tative assignments between Branch Material 
(Finance and Accounting, Disbursing, Ac- 
counting, and Staff Duty in these areas) and 
Branch Immaterial (Comptroller, Budget, and 
Logistics) will be provided. The objective is 
to give the individual experience at various 
levels in Finance and Accounting, Disbursing, 
Accounting, and Budget, in order that he will 
be prepared for duty as a Staff Finance and 
Accounting Officer or Comptroller. 

c. The specialization and General Officer 
training phase covers the period 21 to 30 years, 
and is designed to give the officer an opportu- 
nity for assignment at the highest organiza- 
tional levels. Normally, officers will not be con- 
sidered for specialization until after they have 
completed 20 years service. Assignment and 
training available are as shown on chart 20. 

d. Every individual is considered for training 
as outlined on chart 20 at the appropriate time 
in his career. Consideration is automatic, and 
applications are not required. In addition to 
the normal career type courses and training, 
each officer will be considered for courses con- 
ducted on such subjects as budgeting, comp- 
trollership, review and analysis, automatic data 
processing, or machine accounting, as require- 
ments dictate. 

e. Selection of officers for assignment and 
training is made after consideration of indi- 
vidual and military needs. The success of the 
career program depends upon the officer and 
commander. Finance Corps officers should seek 
greater and varied responsibilities ; should take 
advantage of all opportunities to broaden their 
careers in the Financial Management area by 
off-duty education, extension courses and at- 
tendance at schools; visit their career branch, 
when possible, and keep that Office informed by 
submitting an up-to-date Preference Statement 
periodically. 
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o JUDGE ADVOCATE GENERAL'S CAREER PAHERN 

OBJECTIVES 
FOR PERIODS 

INDICATED 

YRSSVC 

SCHOOL 
ELIGIBILITY 

DEVELOPMENT   AS   A   GENERALIST   AND 
INITIAL TRAINING AS A SPECIALIST BY: 

a. Duty with Division size units, initially as trial 
and defense counsel, and subsequently as 
Assistant Staff JA. 

b. Attendance at Basic and Branch Career 
Courses. 

c. Rotation of duties through at least two spe- 
cialist fields. 

FURTHER DEVELOPMENT AS A GENERALIST AND CON- 
CURRENT DEVELOPMENT AS A SPECIALIST BY: 

a. Duty as Staff JA of Division size GCM jurisdiction. 
b. Duty as Assistant Staff JA of Division or higher staff. 
c. Assignment to OTJAG. 
d. Instructor at Service schools. 
e. Assignment to DA Staff agencies, including technical 

UTILIZATION 

Opportunity to serve in any position in JAGC, including 
positions as Staff JA of Corps and larger units. Commandant 
of the JAG School, Division Chief of OTJAG, and as 
Assistant or The Judge Advocate General. 

1 2 3        4 5        6 7        8        9       10       11       12      13       14      15      16      17      18      19       20       21       22       23      24      25      26       27      28       29    30 

ORIENT.' CAREER COURSE' 

COMMAND AND GENERAL STAFF COLLEGE 

ARMED FORCES STAFF COLLEGE 

WAR COLLEGE LEVEL 

OTHER SCHOOLS (FAST, ADVANCE CIVILIAN SCHOOLING 
REFRESHER COURSES, MANAGEMENT COURSES) BY QUOTA 

SERVICE IN STAFF JA OFFICE AT ALL LEVELS OF COMMAND, INCLUDING SERVICE ON ALLIED JOINT THEATER, AND DA STAFF 

ASSIGNMENTS SERVICE AS STAFF JA OF GCM JURISDICTION 

After 20 years of service, out- 
standins offictra will be siven tours 
of duty as specialists or generalist 
in positions of great responsibility 
at higher levels of command. 

SERVICE AS LAW OFFICER AND AS 
MEMBER OF BOARD OF REVIEW OR 

BOARD OF CONTRACT APPEALS 

SPECIALIST 
FIELDS 

An officer may perform duties in some or all of 
the following special fields of law at any level of 
command and at any time during his career. 

a. Military justice 
b. Military Affairs 
c. Claims 
d. Litigation 
e. Patents 
f. Labor Law 

g. Real Estate 
n. Procurement 
i. International Law 
i. Legal Assistance 
k. Civil Affairs 
I. Tax Law 

m. War Crimes 
n. Space Law 
o. Legislation 
p. Admiralty Law 
q. Foreign Law 
r.   Appellate Advocacy 

> 
O 
O 

'Officers  without  prior commissioned  service  attend  Basic 
Infantry Course in addition to JAG Special Courae. 

** Preferably, officer should complete Career Coune before 
ninth year but exigencies of service may postpone this 
schooling until later. 

CHART 21 
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65. Judge Advocate General's Corps Career Pattern 

a. The objectives of the Judge Advocate General's Corps career plan 
are— 

(1) To develop an officer as a generalist, so that by the end of his 
9th year of service, he will be qualified to serve as the staff judge, 
advocate of a division or comparable unit exercising general 
court-martial jurisdiction, and by the end of his 20th year of 
service, will be qualified to serve as the staff judge advocate of 
any command exercising general court-martial jurisdiction. 

(2) To develop an officer concurrently as a specialist, so that by the 
end of his 20th year of service, he will be qualified to serve as 
the chief of the division of the Judge Advocate General's Office 
which is responsible for furnishing legal services in his specialty. 

(3) To develop a limited number of officers so that they will be 
familiar with the law and language of foreign countries in which 
the Army is likely to operate in time of mobilization or war. 

b. Basic Qualifications of an Officer Entering the Corps. First Lieu- 
tenant is the lowest grade in which qualified lawyers are appointed in the 
Judge Advocate General's Corps. Although an officer initially commis- 
sioned in this Corps is given 3 years of credit because of the requirement 
that he study law for 3 years to qualify himself for appointment, this 
credit applies only to promotion. As it does not apply toward retirement, 
a Regular Army officer may expect to serve on active duty for 30 years 
before being mandatorily retired. Any person, civilian or military, with 
or without prior legal experience, who possesses the requisite qualifications 
may be appointed in the Judge Advocate General's Corps. To qualify 
for appointment, the individual must have the following special quali- 
fications : 

(1) Be a graduate of an approved law school. 
(2) Have a professional degree. 
(3) Be admitted to practice law before the highest court of a State, 

or a Federal court. 
(4) Be in good standing as a member of the bar. 

c. Preliminary Service Schooling. 
(1) Officers of the Corps without prior commissioned service nor- 

mally will attend the Infantry Officer's Orientation Course so 
that they may acquire the military background that will enable 
them better to perform their legal duties in the Army. 

(2) Officers who have had prior commissioned service and those who 
have  attended   the   Infantry   Officer's   Orientation   Course  will 
attend the Judge Advocate General's Special Course. 

(3) Attendance at both of the above courses will normally precede 
their entering upon the performance of their military-legal duties. 
However, special situations may cause this plan to be altered. In 

any event, they will attend the Judge Advocate General's Special 
Course at the earliest opportunity. 

d. Advanced Service Schooling. Attendance at service schools above the 
level of the Judge Advocate General's Special Course, including the Judge 
Advocate Officer Career Course, will be by selection, although every 
effort will be made to insure that each officer has the opportunity of 
attending his Career Course. 

e. Graduate Study in Civilian Institutions. In the Army as in civilian 
life, the practice of law is a continuing process of study. Subject to the 
availability of funds, officers will be assigned to pursue graduate study 
based upon their ability, desire, and the needs of the Corps. The wide 
fields of legal activities of the Judge Advocate General's Corps require, 
in addition to the basic general knowledge of law, an extensive knowledge 
of many specialized fields of law, the most obvious of which are those 
dealing with patents, international, criminal, administrative, and labor 
law, contracts, torts, admiralty and legislation. Officers of the Corps are 
provided the opportunity to continue their education by full or part time 
graduate study of legal or quasi-legal subjects designed to qualify them 
for the performance of specialized duties to which they are or may be 
assigned. A limited number of highly qualified officers will, upon applica- 
tion, be assigned to the Foreign Area Specialist Training Program to 
qualify them to advise commanders concerning the law of any country in 
which the Army may be operating in time of war. Concurrently with the 
training received within the major fields of law, judge advocates are en- 
couraged to pursue off-duty graduate studies to broaden their legal 
knowledge. 

/. Assignment and Duty Policies. Assignments are made to achieve the 
objectives of the career plan. Levels of command are not particularly 
important in this respect, although as many officers as possible are given 
tours of duty in division size units at the beginning of their careers. 
However, 15 percent of the Corps is assigned to Department of the Army 
at all times, and it is frequently necessary to assign a new officer to 
the Department of the Army in order to meet requirements. After an 
officer has been promoted to field grade, if he has not already had a duty 
tour in the Department of the Army, he normally will be assigned to 
The Office of The Judge Advocate General for a tour of duty. Rotation 
of assignments are generally governed by oversea requirements, school- 
ing, and the law limiting the length of duty tours at the Department of 
the Army. At any time after he has completed the Judge Advocate Officer 
Career Course, an officer may be given his first opportunity to serve as 
the staff judge advocate of a command exercising general court-martial 
jurisdiction. Because of the limited number of these assignments, an 
officer may be reassigned from such a position after 1 year, and in short- 
tour oversea area, after a shorter period of time so as to permit the 
maximum number of officers to receive such experience. 



o» MILITARY POLICE CORPS CAREER PATTERN 

OBJECTIVES 
FOR PERIODS 

INDICATED 

YRS 
SVC 

SCHOOL 
ELIGIBILITY 

TRAIN- 
ING 

ASSIGN- 
MENTS 

COM- 
MAND 
AND 

TRAIN- 
ING 

SPE- 
CIAL 

STAFF 

DEVELOPMENT 
OF BROAD KNOWLEDGE 

OF BASIC BRANCH 
BY: 

a. Rotated troop duty. 
b. Attendance of Orientation and 

Branch Career Courses. 

APPLICATION OF BASIC PRINCIPLES AND 
FURTHER BROADENING OF KNOWLEDGE 
TO INCLUDE UNDERSTANDING OF INTER- 
RELATION OF ALL BRANCHES BY: 

a. Troop command duty. 
b. Attendance at C&GSC and AFSC (selected 

officers). 
c. Instructor and civilian component duty. 

PREPARATION FOR AND DUTY 
AT HIGH LEVEL STAFF AND 
COMMAND BY: 

a. Attendance at AWC, NWC or 
ICAF. 

b. Director oí Department PMGS. 
c. Duty at Army or DA Staff. 

To afford an opportunity to the 
very ablest officers to be tested in 
the all important qualifications of 
troop command and other posi- 
tions of great responsibility. 

10 11 12   13 14 15 16  17 18 19   20 21 22   23   24  25 29 30 

* FAMILIARIZATION 

CAREER COURSE 

COMMAND AND GENERAL STAFF COLLEGE 

ARMED FORCES STAFF COLLEGE 

ARMY WAR COLLEGE LEVEL 

OTHER SCHOOLS (INTELLIGENCE, LANGUAGE, CIVILIAN) UNDER ESTABLISHED QUOTA 

TROOP COMMAND AND STAFF AT BN, DIV AND ARMY LEVEL 

CIVILIAN COMPONENTS AND INSTRUCTOR GEN OR SPECIAL SERVICE SCHOOLS 

PROVOST MARSHAL (POST, DEPOT, STATION, 
ARMY) OR DA STAFF 

> 
O 

v Orientation Course—Military Police Corps officers 
appointed in the Regular Army direct from ROTC 
(DMG) attend the course of the combat arm to which 
detailed. Regular Army officers must attend the Air- 
borne and/or Ranger courses. These officers attend 
the Familiarization course upon termination of detail. 

CHART 22 
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66. Military Police Corps Career Pattern 

a. The ultimate objective of the career program of the Mili- 
tary Police Corps is the development of each officer's profes- 
sional capacity to the highest ability level by intelligent, pro- 
gressive rotation of duty and school assignments. This program 
must be pursued vigorously not only by those charged with 
career management responsibility but by the individual officer 
concerned as well. 

b. Academic instruction is only a small portion of an officer's 
total training. Each assignment and additional duty adds some- 
thing for future utilization. Therefore, an officer's entire career 
may be said to be a period of learning. The Military Police 
career program is broken down into three phases each over- 
lapping to allow those officers whose ability and progress is 
above the average to advance more rapidly. 

(1) Phase I (0-5 years). The Military Police Corps pro- 
vides the basic military foundation for each officer by 
insuring his initial attendance at the Orientation 
Course at The Provost Marshal General's School. Mili- 
tary Police Regular Army officers are detailed to the 
Infantry branch of the combat arms. They attend the 
orientation course of the Infantry branch and perhaps 
the familiarization course of the Military Police Corps 
upon termination of their detail. With this background 
in learning the principles of leadership, command, and 
administration, the first Military Police assignment 
normally will be as a platoon leader or a detachment 
commander of a Military Police unit. The officer's im- 
mediate commander will almost invariably rotate the 
junior officer through all types of duties performed by 
the Military Police platoon or detachment. 

(2) Phase II (6-19 years). An officer entering phase II is 
now ready to assume the responsibilities inherent in 
command, to apply the basic principles learned during 
phase I, and to continue to broaden his knowledge of 
the military service. This includes an understanding 
of the interrelation of all branches. An officer will, 
during this period, rotate through various stages of 

(3) 

command and may be utilized as an instructor at 
a service school or in the Army Reserve Program. 
To some officers will come the opportunity for ad- 
vanced service school and possible attendance at a 
civilian university or college for graduate level train- 
ing. During the early portion of this period, and de- 
pendent upon their aptitudes, interests, and experi- 
ence, officers will climb one of two training "ladders," 
command or correctional, in achieving full career 
development. The "command ladder" embraces possi- 
ble attendance, in order, at the Command and General 
Staff College, and The Armed Forces Staff College, the 
Army War College, or National War College with as- 
signments through battalion and division levels. Those 
following the "correctional ladder," after completing 
graduate civil schooling, will continue appropriate 
duty assignments within the correctional field and may 
complete the Command and General Staff College and 
the Industrial College of the Armed Forces. At the 
end of this phase, the officer must be qualified to head 
any principal subdivision of the Office of The Provost 
Marshal General, to act as a staff provost marshal, to 
fill a key position on the Department of the Army level 
or in a joint command. 
Phase HI (20-30 years). The officer, having been 
guided during the formative years of his career, quali- 
fies during this period for assignment to positions of 
responsibility commensurate with demonstrated abil- 
ity. This is the period when experience and education 
are utilized to their fullest extent. During this phase, 
officers may be assigned as Division Chief, OTPMG; 
Department Director, TPMG School; Army Provost 
Marshal; Commandant, United States Disciplinary 
Barracks ; or to other staff positions in the Department 
of Defense, Department of the Army, or other govern- 
mental agencies. For those individuals possessing gen- 
eral officer qualifications, final preparations are made 
during this phase for selection to general officer grade. 

CO 



Os 

OBJECTIVES 
FOR 

PERIODS 
INDICATED 

YRS 
SVC 

SCHOOL 
ELIGIBILITY 

TRAINING 
AND 

ASSIGNMENTS 

WOMEN'S ARMY CORPS CAREER PATTERN 

> 
O 

DEVELOPMENT   OF   BROAD 
KNOWLEDGE OF BASIC BRANCH BY: 

at   Ba a. Attendance 
School 

b. Rotated troop duty 
c. Recruiting duty 
d. Administrative type staff duty 
e. Detail to arm or service 

1 

Branch 

BROADENING OF BASIC KNOWL- 
EDGE TO INCLUDE UNDERSTAND- 
ING OF INTERRELATION OF ALL 
BRANCHES BY: 

a. Attendance   at   WAC   Officers 
Career Course 

b. School of detail branch 
c. Instructor at service school 
d. Troop duty and basic branch staff 
e. Recruiting duty 
f. Attendance at CGSC 
g. Graduate training, civilian school 

PREPARATION FOR FUTURE HIGH 
LEVEL STAFF AND COMMAND 
ASSIGNMENTS BY: 

a. Attendance at CGSC 
b. Detail to arm or service 
c. Specialization training 
d. Basic branch duty or nigh level of 

responsibility 

HIGHER PROFESSIONAL AND 
STAFF PERFORMANCE 

Key staff and troop command 
positions for which best fitted by 
training and ability. 

8       9      10     11      12      13     14     15      16     17     18      19     20      21      22     23     24     25      26     27     28*', 

ORIENT. 
COURSE TECHNICAL AND 

ADMINISTRATIVE TYPE SERVICE SCHOOLS 

WAC OFFICERS CAREER COURSE 

OTHER SCHOOLS (CIVILIAN, 
LANGUAGE, INTELLIGENCE, ETC.) 

UNDER EST. QUOTAS 

COMMAND AND GENERAL STAFF COLLEGE 

ARMED FORCES STAFF COLLEGE 

ARMY 
WAR COLLEGE LEVEL 

BASIC BRANCH DUTY: TROOP DUTY, WAC CENTER STAFF, WAC STAFF ADVISER ASSIGNMENTS 

CIVILIAN COMPONENT DUTY (i.e. RECRUITING), AND SERVICE SCHOOL INSTRUCTOR 

DETAIL TO ARM OR SERVICE WITH ASSIGNMENTS GOVERNED BY BRANCH TO WHICH DETAILED 

GENERAL AND SPECIAL STAFF-DA AND GENERAL STAFF WITH TROOPS 

SPECIALIZATION: LOGISTICS, INTELLIGENCE, INFORMATION 

* ORIENTATION COURSE: All WAC officers appointed 
from civilian life attend, as do WAC officer candidates. 

vv Secretary of the Army may defer retirement of any 
Regular Army WAC officer in grade of lieutenant 
colonel until after she completes 30 years of service. 
(Title 10, US Code, Sec. 3916.) 

COMMANDANT WAC SCHOOL 

DIRECTOR WOMEN'S ARMY CORPS 

JOINT STAFF 
AND OTHER HIGH LEVEL ASSIGNMENTS 

CHART 23 
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67. Women's Army Corps Career Pattern 

a. The WAC officer's career will be designed to produce a 
corps of versatile, proficient officers capable of filling positions 
of responsibility throughout the Army. 

b. The initial service of all second lieutenants normally will 
be with troops at the U.S. WAC Center, and/or with a WAC 
unit in the field after completion of branch orientation course. 

c. WAC officers may be detailed for duty with branches other 
than the combat arms, Medical Service, or Chaplains. Officers 
detailed will retain their identification with the basic branch 
(WAC), being "detailed" not assigned for duty with other 
branches. 

d. It is generally acknowledged that occasional tours of 
basic branch duty for every officer are imperative. If WAC 
officers are detailed, they become identified on official records 
with that branch and are more likely to revert to the same 
branch after each intervening tour of basic branch duty. Du- 
plicate records will be maintained by WAC branch when officers 
are so detailed. 

e. The WAC officer will follow a rotation of assignment pat- 

terns in accordance with Department of the Army policies and 
the needs of the using branch. Normally, it is a rotation 
scheme designed in general to insure that approximately 2 out 
of every 5 years are spent in basic branch duty. 

/. The basic branch will provide the training necessary to 
perform duty within the basic branch. The detail branch will 
be responsible for whatever special training and schooling is 
required in connection with such tours. So far as practicable 
they will have repeated tours of duty with the same detail 
branch with increased responsibility as they progress in mili- 
tary experience. 

g. Career patterns will be influenced by individual aptitudes, 
abilities, and interests. Officers are encouraged to discuss their 
own individual career with their local commander, WAC Staff 
Adviser, and Career Branch Officer. Chart 23 is a sample as- 
signment pattern but officers normally will receive many other 
forms of assignment. Assignments will be channeled individ- 
ually in order for each officer to advance in the field of her 
greatest ability. 



CAREER PATTERNS 

SECTION 

GENEKÁL STAFF AND SPECIALIST FJELDÍ 

68.  Army Requirements and Individual Develop- 
ment Opportunities 

a. Requirements for officers in today's 
modern Army call for a diversity of talent 
across a spectrum ranging from officers who 
are broadly trained to those highly skilled in 
a rather narrow field. In between these ex- 
tremes are requirements for officers who will 
attain a high degree of professional competence 
in a relatively broad area while maintaining 
proficiency in their basic branch. The Army 
seeks to enrich its ranks with adequate numbers 
of individuals with skills in each of many di- 
versified areas. 

b. Career management policies and proce- 
dures are intended to insure that work of of- 
ficers intensively trained in a particular area 
or field is fully recognized in all personnel ac- 
tions. Selection boards are directed to look for 
the elements of potential and performance of 
duty as demonstrated by performance in the 
job assigned. The most significant measure of 
potential is how an officer has done the jobs 
he has been assigned—not whether he has just 
filled all assignment blocks that constitute the 
traditional well-rounded career. An officer who 
specializes still has to demonstrate an aware- 
ness and a grasp of the interrelatedness of his 
particular part to the overall. Opportunities 
will be provided officers with special qualifica- 
tions to maintain their overall perspective as 
Army officers. Decisions on personnel actions 
are made on a competitive basis without 
advantage or disadvantage in comparison with 
officers who have concentrated on a normal 
career pattern. 

c. The modern Army is rapidly moving to 
meet the needs of increased specialization. 
While the well-rounded versatile career officer 
is still required, the Army is too complex to be 
completely mastered by an individual during 
his career. In addition to the relatively few 
officers who are needed for intensive training 

in narrow fields of specialization, there is also 
a need for a larger number of broadly trained 
individuals who, through repeated tours in the 
same or complementary areas at different levels 
of command, are particularly well versed in 
certain aspects of Army activities. The ap- 
proach, of course, does not call for slackening 
attention paid to officers who do well in many 
different types of assignments. This officer 
would receive the same consideration he is now 
given, but attention would also be paid to the 
person who is exceptional in only one area to the 
extent the Army requires such talent. 

09.  Career Planning in General Staff and Spe- 
ciaDisf Fields 

a. As officers move toward midcareer, the 
proportion of branch material positions avail- 
able to them decreases. Officers are assigned 
with increasing frequency, either on consecu- 
tive tours or alternating tours—(1) to staff 
assignments such as personnel or operations, or 
(2) to positions applicable to Department of 
the Army authorized officer programs such as 
research and development, civil affairs, foreign 
area specialists and information. These assign- 
ments will require, and also provide an op- 
portunity for officers to acquire new com- 
petencies to augment combat and leadership 
skills and tactical and technical proficiencies 
which were predominant during his junior 
years as an officer. 

b. From the standpoint of the Army, the chal- 
lenges of these later assignments enlarge the 
pool of competence which can be drawn upon 
for the manifold scientific, professional, tech- 
nical and managerial activities encompassed 
within the responsibilities of a modern Army. 
For the officer, the developmental task calls for 
the acquisition of a new outlook and of new 
knowledge, and the skill to relate that knowl- 
edge to the solution of the current problems of 
the Army.  Assignments by the service seek to 
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achieve optimum production and utilization of 
competence for the service as a whole. The De- 
partment of the Army undertakes to dissemi- 
nate information regarding career programs. 
The officer and commanders who provide 
counsel use this information in planning an 
individual's career. 

c. Various programs have varying attraction 
for officers at different stages of career develop- 
ment. The actual point of entry depends upon 
the nature of the program and mandatory pre- 
requistes. One program oriented mainly (but 
not exclusively) toward younger officers is 
Army Aviation. Civil Affairs calls for officers of 
longer experience. Some programs, such as 
Logistics and Information, are staffed mainly 
by more mature officers, but seek candidates 
among those who have demonstrated aptitude 
for the function during earlier assignments 
with troops. Thus, career planning requires 
each officer to anticipate from an early period 
the various directions of possible movement and 
to seek every opportunity to enrich his back- 
ground and basis for future development. The 
experience level for entry into various author- 
ized programs is indicated in regulations cover- 
ing these programs. 

d. Direction of the officer's growth is de- 
pendent upon the character and extent of his 
prior preparation and his aptitude and desire 
for moving forward in one or a combination 
of areas. A particular pattern may emerge 
from review of the record of experience and 
the manner of performance in previous assign- 
ments having relevance for selection of a field 
for future development and utilization. Within 
the framework of Army requirements, assign- 
ment from midcareer forward should accent 
the officer's strongpoints. 

e. Officers in rendering their Preference 
Statements are encouraged to indicate a pref- 
erence for one or more General Staff areas or 
one of the officer specialist programs. Their 
desires will be given consideration in assign- 
ment, whenever they are to be utilized outside 
their basic branch. Decision by the Department 
of the Army on advanced development and utili- 
zation of the officer will take into account the 
officer's estimate of his own capabilities as 
shown on the Preference Statement. Officers 
participating in one of the authorized officer 

programs or officers who express a desire for 
repetitive tours in a particular General Staff 
area are considered first in filling personnel req- 
uisitions in those areas. 

70. Utilizing Officers in General Staff and Spe- 

cialists Fields 

a. The number of officers permitted by De- 
partment of the Army to enter formal scientific, 
professional or advanced technical programs 
takes into account the overall career opportun- 
ities for these officers, including assignments, 
promotions and schooling in any one field. 
Training of an officer in a scientific discipline 
requires special consideration, particularly 
where the course of training is extensive and 
where sustained attention to the subject is 
necessary for continued proficiency. Assign- 
ments must reconcile current operational re- 
quirements of the Army and officers' needs to 
maintain both military proficiency appropriate 
to branch and grade and also their status in the 
particular field of emphasis. 

b. While the solution to such problems will 
vary, certain broad guidelines will be observed. 
Short-range, expedient decisions normally will 
not be allowed to impair the long-range develop- 
ment of the officer corps. Officers with advanced 
qualifications, other than aviators, are assigned 
in alternating and progressive career patterns 
so as to provide assignment opportunities in 
branch immaterial assignments or in schooling 
required to develop the officer's overall poten- 
tial. 

c. Utilization of officers with advanced de- 
grees is discussed in paragraph 36. 

71. Career Programs in Branch Immaterial Areas 

a. Officers may choose career patterns in both 
formally recognized fields as well as informal 
fields. Formal programs include—Army Se- 
curity, Atomic Energy, Aviation, Civil Affairs, 
Foreign Area Specialist Training, Information, 
Intelligence, Logistics, and Research and De- 
velopment. These programs are described in 
paragraphs 72 through 79. 

b. There are no formal career fields for per- 
sonnel, operations or comptrollership. How- 
ever, it is possible to select a career pattern 
which concentrates on assignments in these 
areas. 

AGO 2443A 67 



00 ARMY AVIATION OFFICER CAREER PATTERN 

> 
o 
o 

OBJECTIVES 
FOR PERIOD 
INDICATED 

YRS 
SVC 

SCHOOL 
ELIGIBILITY 

DEVELOPMENT OF BROAD 
KNOWLEDGE OF BASIC BRANCH 

AND AVIATION TECHNICAL 
SKILLS BY: 

Attendance at Branch Orienta- 
tion and Career Course 

Troop duty 
Initial aviation training and utili- 
zation 

. Advanced aviation courses 

BROADENING OF BASIC 
KNOWLEDGE AND INTERRELATION 

OF ALL BRANCHES AND 
PROGRESSIVE DEVELOPMENT OF 
AVIATION QUALIFICATION BY: 

Diversified aviation assignments 
Rotation to career branch quali- 
fying duties 
Attendance at C&GSC and AFSC 

Advanced aviation courses 
Civilian component du.y as Avia- 
tion Advisors 
Aviation instructor duty at service 
schools 

PREPARATION FOR FUTURE HIGH 
LEVEL STAFF AND COMMAND 

ASSIGNMENTS BY: 

a. Attendance at AWC, NWC, or 
ICAF (selected officers) 

b. Command, supervisory, and staff 
aviation assignments at progres- 
sively higher levels of responsi- 
bility. 

c. Rotation to career branch quali- 
fying duties 

Utilization in aviation staff and 
command assignments and other 
positions of great responsibility. 

10      11 12 13      14 15 16      17      18      19      20      21      22      23      24      25     26      27     28      29     30 

ORIENTA- 
TION 

COURSE 

AVN 
TNG 

CRSES 
CAREER COURSE 

COMMAND AND GENERAL STAFF COLLEGE 

ARMED FORCES STAFF COLLEGE 

WAR COLLEGE LEVEL 

ADVANCED AVIATION TRAINING COURSES AND OTHER SCHOOLS (NAVY. AIR 
FORCE, MARINE, LANGUAGE, ADV CIV SCHOOLING) UNDER ESTABLISHED QUOTAS 

ASSIGNMENTS 

INITIAL AVIATION ASSIGNMENT, BRANCH QUALIFYING 
TOURS, AVIATION UNIT COMMAND AND STAFF 

ASSIGNMENTS IN TACTICAL UNITS 

DIVERSIFIED  AVIATION  ASSIGNMENTS INCLUDING  AVIATION 
UNIT COMMAND AND STAFF POSITIONS, INSTRUCTORS AT 
AVN SCH AND OTHER SERVICE SCHOOLS, TROOP COMMAND AND STAFF 

AVIATION STAFF OFFICER AT CORPS AND ARMY LEVEL. 
AVIATION  AND  CAREER  BRANCH  COMMAND  AND  STAFF, 
GENERAL  STAFF USA AND JOINT STAFFS 

Emphasis during company grade period will be in training and utilization in aviation 
positions with tactical organizations. After promotion into the field grades primarv 
emphasis will be on utilization as aviation commanders and staff officers at all 
levels. 

TRAINING FOR POSITIONS OF 
HIGHEST RESPONSIBILITY 

Aviation officers in the grade of 
Col   and   Gen   will   be   ulilixed   in 
Bos it i on s of great responsibility in 

A, DOD and Joint Staff» which 
require officen with rated experience. 
After the 23d year of service, assign- 
ments outside of the aviation field 
must be closely monitored to insure 
maximum benefit to the service. Ro- 
tation to career branch qualifying 
assignments during this period will 
be utilized to qualify highly out- 
standing officers for promotion to 
general officer grade. 
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72. Army Aviation Officer Career Pattern 

a. The aviation officer career program is designed to— 
(1) Develop qualified commissioned officers for all phases 

of Army aviation. 
(2) Provide career opportunities for aviation officers com- 

mensurate with their capabilities. 
(3) Provide effective training, administration, and realis- 

tic and effective utilization of aviation officers. 
b. The aviation officer career pattern is a career guide for 

officers of the combat arms and the technical services to qualify 
themselves in the broad field of Army aviation as well as to 
maintain appropriate career branch qualification. The ultimate 
objective of this career pattern is to develop, at progressively 
higher levels of responsibility, a sufficient number of aviation 
officers to qualify for key positions in the Army aviation field 
and to better equip them to perform high level command and 
staff positions later in their careers. 

c. Officers of all components of the Army may apply for flight 
training as prescribed in AR 611-110. Within the limits of the 
aviation requirements and individual capabilities, officers who 
apply and are accepted for participation in the Army aviation 
program will follow the aviation officer career pattern. 

d. It is the responsibility of all commanders and agencies 
exercising assignment jurisdiction to assign aviation officers in 
conformance with the established career pattern. Aviation offi- 
cers should be given varied assignments in the aviation field to 
insure that they will have a broad knowledge, gained through 
experience, of aviation activities. 

e. A knowledge of combat arms and branch operations appro- 
priate to his grade is essential to the development of an aviator. 
This knowledge will permit the aviator to perform properly his 
aviation duties and qualify him for assignments to aviation and 
branch duties of increasing responsibilities. All aviation officers 
are expected to maintain progressive career branch qualification 
throughout their careers. This qualification will be developed 
and maintained through— 

(1) Participation in branch unit training while perform- 
ing aviation duty. 

(2) Attendance at military schools to include senior service 
schools. 

(3) Varied branch material duty assignments. 
Tours in career branch qualifying duties, therefore, normally 
should be accomplished at least once during each grade held, 
except for those officers whose aviation duties are considered to 
be branch material duties or who have had commensurate ex- 
perience in grade prior to their entry into the program. Avia- 
tion officers will maintain flying proficiency while performing 
career branch qualifying assignments. Cognizance must be 
taken of the aviation training time, costs, and increasing com- 
plexity of equipment and operation, when assigning aviation 
officers to other than aviation type duties. For this reason, maxi- 
mum opportunity must be afforded the aviation officer for tacti- 
cal command assignments while performing career branch 
qualifying assignments. Detailed information pertaining to 
categories of aviation and career development assignments and 
other implementing procedures are contained in appropriate 
Army regulations. 

/. Department of the Army or other appropriate aeronautical 
designation and flying status orders requiring Army aviation 
officers to participate in regular and frequent aerial flights will 
continue in effect as long as the aviation officer meets minimum 
flight requirements or until orders are issued by proper author- 
ity suspending the officer from flying status. Department of 
Defense requires an annual review of the flight and service 
records of all officers on flying status. This annual screening 
has been established to insure that aviators are not retained on 
flying status who are in excess of requirements, who fail to meet 
the minimum standards of performance or who have insufficient 
potential for continued aviation duty. Detailed selection criteria 
are announced in appropriate Army regulations. 



o ATOMIC ENERGY AND RESEARCH AND DEVELOPMENT CAREER PATTERN 

OBJECTIVES 
FOR PERIODS 

INDICATED 

YRS 
SVC 

SCHOOL 
ELIGIBILITY 

TYPICAL 
AE AND/OR R&D 

ASSIGNMENTS 

BRANCH DEVELOPMENT PARALLELS AND MUTUALLY BENEFITS SPECIAL QUALIFICATION DEVELOPMENT * 

ACQUISITION OR INITIAL DEVEL- 
OPMENT OF ATOMIC ENERGY, 
RESEARCH AND DEVELOPMENT 
SPECIAL QUALIFICATION BY: 

a. Civil schooling (BS or MS). 
b. Special military schooling. 
c. Initial AE and/or R&D. 

utilization assignment. 

ACQUISITION OR INITIAL DEVELOP- 
MENT AND BROADENING OF 
AREA OF SPECIAL QUALIFICA- 
TION BY: 

a. Graduate civil schooling (MS or 
PhD). 

b. Special military schooling. 
c. Initial utilization or alternating, 

progressive AE and/or R&D as- 
signments. 

BROADENING OF AREA OF SPE- 
CIAL QUALIFICATION AND 
PREPARATION FOR TAKING A 
LEADING ROLE IN ATOMIC 
ENERGY AND RESEARCH AND 
DEVELOPMENT ACTIVITIES BY: 

a. Graduate  civil schooling (PhD). 
b. Special military schooling. 
c. Alternating and progressive AE 

and/or R&D assignments. 

UTILIZATION OF SPECIAL QUALL 
FICATION IN ATOMIC ENERGY 
AND/OR RESEARCH AND DE- 
VELOPMENT POSITIONS AT THE 
HIGHEST LEVELS OF STAFF AND 
COMMAND 

10     11     12      13 15     16     17      18      19     20      21      22      23     24      25      26     27     28 

BRANCH 
ORIENTATION 

COURSE 
BRANCH CAREER COURSE 

COMMAND AND GENERAL STAFF COLLEGE 

ARMED FORCES STAFF COLLEGE 

WAR COLLEGE LEVEL 

OTHER SCHOOLS (NAVY, AIR FORCE. MARINE, PERSONNEL RESEARCH, 
INTELLIGENCE, LANGUAGE, ADV CIVIL SCHOOLING) UNDER ESTABLISHED QUOTAS 

BRANCH ASSIGNMENTS PARALLEL AND MUTUALLY BENEFIT ATOMIC ENERGY AND RESEARCH AND DEVELOPMENT ASSIGNMENTS * 

Laboratory Assistant 
Assistant Test Project Officer 
AE, R&D Liaison Officer 
Action Officer in office or agency of 

DA Staff, DASA field command or USCONARC 

Laboratory Research Officer 
Test Project Officer 
Research Coordinator or Liaison Officer 

with other services ana allied nations 
Section or Branch Chief in office or aqency 

of DA Staff, Hq DASA or USCONARC 

Laboratory Director 
Test Project Director 
Representative to Joint or Combined Committees 

or Conference with AE, R&D implications 
Chief of Division in office or agency of 

DA Staff, Hq DASA, DASA field command, or USCONARC 

*t* See applicable branch career patterns. 

Commander, Commanding General 
or Deputy of an AE, R&D 
Installation or activity 

Chairman or Chief Army Delegate to 
top level national and inter- 
national AE, R&D Conferences or 
Com- ittees 

Chief of Research & Development 
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o     73. Atomic Energy and Research and Development Career Pattern 

è The Atomic Energy and Research and Development Special- 
> ization Programs are designed to develop and provide officers 

with special qualifications needed to enable the Army to capital- 
ize on scientific advances made in the atomic or other technical 
fields. This is accomplished by giving special attention to the 
assigning, schooling, and development of officers with aptitudes 
and capabilities to perform in managerial, liaison, and de- 
velopmental type assignments associated with atomic energy 
and/or other scientific and technical fields. These officers use 
their special qualifications to represent the Army in developing 
and testing weapons and techniques for modern war and are 
developed to occupy positions of leadership in applying these 
weapons and techniques to the battlefield. This requires branch 
tactical and technical knowledge and professional competency 
plus specialized training and experience. Recognizing the im- 
portance of the development of this type officer, the Department 
of the Army has established personnel agencies to monitor the 
procurement and development of officers who specialize in 
atomic energy and/or other research and development fields. A 
career pattern has been developed for officers who volunteer 
and are selected to participate in these programs. 

a. The career pattern for officers with special Atomic Energy 
and/or Research and Development qualifications is designed to 
provide guidance in the assignment of these officers throughout 
their careers. The responsibility for developing officers special- 
izing in Atomic Energy and/or Research and Development by 
assignments in conformance with this guidance is shared by 
field commanders, career branches, and Department of the 
Army agencies who monitor the Atomic Energy and Research 
and   Development   Programs.     Duty   assignments   for   these 

officers should be either in the field of special qualification or 
in branch assignments in which the special qualification will 
contribute significantly to the performance of the job, such 
as the assignment of an artillery officer with special atomic 
qualifications to command an artillery unit which has a nuclear 
capability. 

b. Graduate civil schooling, particularly in the physical sci- 
ences, is a desirable factor in the qualification and develop- 
ment of officers who specialize in Atomic Energy or Research 
and Development activities. Postgraduate utilization assign- 
ments for these officers are extremely important and are closely 
monitored to insure maximum exploitation of school-acquired 
training and skills. 

c. Qualified officers are encouraged to volunteer for the Atomic 
Energy or Research and Development Career Programs at any 
time after 3 years of active service. The career pattern (chart 
25) provides guidance for assignment regardless of the time 
of entry of an officer into the program. However, officers 
normally will complete their branch career course prior to 
selection for specialization. During the first 15 to 21 years 
of an officer's career, emphasis is placed upon a balanced de- 
velopment of the officer's maximum potential by alternating 
progressive, branch and specialized assignments, together with 
progressive military and civil schooling. 

d. In the later years of the career of an officer with special 
Atomic Energy and/or Research and Development qualifica- 
tions, full utilization of his specialized training and experience 
should be accomplished by progressive assignments in the field 
of his specialty. This is also occasionally permissible for un- 
usually skilled officers who are in midcareer. 



NI 
KO 

CIVIL AFFAIRS CAREER PATTERN 

OBJECTIVES 
FOR   PERIODS 

INDICATED 

YRS 
SVC 

SCHOOL 
ELIGIBILITY 

DEVELOPMENT OF BROAD KNOWL- 
EDGE OF BASIC BRANCH BY: 

a. Troop staff duty. 
b. Rotation of troop duty. 
c. Attendance at Branch Orienta- 

tion and Career Cources. 
d. Attendance at Civil Affairs Com- 

pany Officers' Course. 

BROADENING OF BASIC KNOWL 
EDGE TO INCLUDE UNDERSTAND 
ING OF INTERRELATION OF ALL 
BRANCHES BY: 

a. Troop command duty. 
b. Attendance at C&GSC and AFSC 

(selected officers). 
c. Instructor duty at service schools. 
d. Attendance at Officers' Ad- 

vanced Course, U.S. Army Civil 
Affairs School. 

e. Assignment to positions in the 
Civil Affairs field, in command 
and in other staff assignments. 

PREPARATION FOR FUTURE HIGH 
LEVEL STAFF AND COMMAND 
ASSIGNMENTS BY: 

a. Attendance at AWC, NWC, or 
ICAF (selected officers). 

b. Duty on Division or higher staff. 
c. Instructor duty at service schools. 
d. Assignment  to   positions  of   in- 

creasing responsibility. 

Development and utilization of 
qualified officers in the politico- 
military-economic field in high-level 
positions in commands or staffs. 

10      11      12     13     14     15     16     17     18     19     20     21     22     23     24     25     26     27     28     29    30 

CAREER COURSE 

COMMAND AND GENERAL STAFF COLLEGE 

ARMED FORCES STAFF COLLEGE 

WAR COLLEGE LEVEL 

OTHER SCHOOLS (NAVYL AIR FORCE, MARINE, PERSONNEL RESEARCH. 
INTELLIGENCE, LANGUAGE, AbV CIV SCHOOLING) UNDER ESTABLISHED QUOTAS 

COMPANY OFFICERS' CA COURSE AND OFFICERS' CAREER COURSE FOR ALL OFFICERS 
CA Company Officers' Course attendance is normal prerequisite For CA Officers' Advanced Course 

SCHOOLING CIVILIAN INSTITUTION, MASTERS LEVEL 
(Selected officers, 5 tô 1 5 yrs svc for most branches) 

SCHOOLING CIVILIAN INSTITlHlON, DOCTORATE LEVEL 
(Selectea officers, S to 20 yrs svc for most orancnes) 

TRAINING 
ASSIGN. 
MENTS 

> 
a 
o 

TRAINING 
AND 
COM- 

MAND 

TROOP COMD AND STAFF (ARMY AND DIV STAFF, ETC.) 
TO INCLUDE AT LEAST 1 YEAR EACH 

(Min 3 years) 

CIVIL AFFAIRS ASSIGNMENTS AND 
INSTRUCTOR IN GENERAL SCHOOLS OR CA SCHOOL 

GEN- 
ERAL 
STAFF 

GEN STAFF USA AND JOINT STAFFS 
(TO INCLUDE G5 ASSIGNMENTS) 

(Selected officers) 

TRAINING FOR POSITIONS OF 
HIGHEST RESPONSIBILITY 

After 20 years of service, extraor- 
dinarily able officerswill be given tours 
of duty in command and staff posi- 
tions of great responsibility within 
and outside of the field of Civil 
Affairs. 
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74. Civil Affairs Career Pattern 

s a. Recognizing the importance of developing within the Offi- 
> cers Corps a group of officers with detailed knowledge of mili- 

tary-civilian aspects of military operations, the Department of 
the Army established the Civil Affairs Career Pattern and des- 
ignated personnel agencies to monitor the procurement and 
development of officers with the desired qualifications. The 
Civil Affairs Career Pattern was designed to impart to selected 
officers knowledge of politico-military-economic phases of mili- 
tary and paramilitary operations so as to assist them in formu- 
lating sound estimates and advising commanders in making 
proper decisions concerning that area. 

b. Officers in the Civil Affairs Career Pattern are to be uti- 
lized primarily in positions in the Office, Chief of Civil Affairs, 
Department of the Army ; Assistant Chief of Staff, G5, positions 
in the field ; in Civil Affairs units ; in Military Assistant Advi- 
sory Groups; and in Civic Action Teams in the field. This re- 
quires branch tactical and technical knowledge and profes- 
sional competency plus specialized training and experience. The 
Civil Affairs career pattern has been developed for officers in 
the grade of first lieutenant to colonel who volunteer and are 
selected to participate in this program. 

c. The Deputy Chief of Staff for Personnel, Department of 
the Army, with concurrence of the Chief of Civil Affairs, will 
select officers applying for participation in the program and 
requesting repetitive tours of duty in Civil Affairs functional 
areas while primarily maintaining basic career branch quali- 
fication and development. 

d. Officers assigned to Civil Affairs positions fall into two 
general categories : 

(1) Officers in the Civil Affairs Career Program consisting 
Of— 
(a) Selected officers who maintain  primarily branch 

qualifications and development, but receive repeti- 
tive tours in Civil Affairs functional areas, alter- 
nating with branch tours. 

(b) A limited number of officers with special qualifica- 
tions who serve continuous tours in Civil Affairs 
areas requiring high competency in specific tech- 
nical fields. 

(2) Officers with command and staff backgrounds com- 
mensurate with their grades, who may be assigned 
to Civil Affairs duties complementary to their basic 
branch career development.   Officers in this category 
normally will not be assigned to repetitive tours of 
Civil Affairs duty. 

e. All officers participating in the Civil Affairs career pattern 
will be offered exceptional opportunities for individual develop- 
ment and advancement at progressively higher levels of respon- 
sibility to serve in the top positions in the Civil Affairs field. 

/. The career pattern for officers in the Civil Affairs career 
pattern is designed to provide guidance in the training of these 
officers and in their assignments throughout their careers. The 
responsibility for developing officers in conformance with this 
career pattern is shared by commanders, career branch officers, 
the officers themselves, and the Department of the Army agen- 
cies specifically designed to monitor the Civil Affairs Career 
Program. 

fir. Within the limits of politoc-military-economic require- 
ments and individual capabilities, officers who apply and are 
accepted for the Civil Affairs Career Program will follow the 
Civil Affairs career pattern  (chart 26). 



FOREIGN AREA SPECIALIST TRAINING PROGRAM CAREER PATTERN 

OBJECTIVES 
FOR PERIODS 

INDICATED 

YRS 
SVC 

SCHOOL 
ELIGIBILITY 

Acquisition   of  specialized   knowledge   of  a  specific 
foreign area through: 

a. Language training. 
b. Civil schooling. 
c. On-the-job training in the area studied. 

BRANCH DEVELOPMENT PARALLELS ^ 
AND MUTUALLY BENEFITS SPECIAL QUALIFICATIONS DEVELOPMENT * 

■ r~~T 
3     4 

■i !■ 
5      6 8 

Broadening  of area  of special  qualification and  utilization  of skills 
acquired through: 

a. Advanced military schooling. 
b. Progressive assignments in the area of special qualification alter- 

nating with assignments of a basic branch qualifying nature. 

10 , 11  12  13  14  15  16  17 18  19 20  21  22  23  24 

Utilization of special qualifications 
and broad military knowledge at the 
highest levels of command ana staff. 

■ CZCDM 
25     26     27     28 29    30 

BASIC 
ORIENT. 

CRS 

BRANCH CAREER 
COURSE 

COMMAND & GENERAL STAFF COLLEGE 

ARMED FORCES STAFF COLLEGE 

WAR COLLEGE LEVEL 

foreign Area I raining 
a. Language School (1 year). 
b. Civilian University (1 year). 
c. On-Tne-Joo Training Abroad (2 years). 

BRANCH ASSIGNMENTS PARALLEL AND MUTUALLY BENEFIT FAST PROGRAM ASSIGNMENTS * 

FOREIGN 
AREA 

SPECIALIST 
ASSIGNMENTS 

Action Officer, Area Specialist in 
OACSI, USASA, NSA, USAINTC, or Br 
Tech Intel Agency. 
Instr. in Area Studies, Service Sch. 
Special Forces duty (if otherwise 
Qualified) Field Operations 
Intelligence Duty. 

Asst. Army Attaché 
Branch or Division Chief, Major Intelligence Agency; 
Staff Officer, MAAG or Msn; Member CONARC 
Boards.- Commander or Staff Officer, Intelligence Gp 
or Bn, USASA Gp or Bn. 

*t" See applicable branch career patterns. 
> 
m 
O 

GS, USA, Joint or Combined Staff; Director or 
Commander of major Intelligence Activity; US 
Army Attaché; Sr. member MAAG or Mission. 
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75. Foreign Area Specialist Training Program Career Pattern 

a. Recognizing the importance of developing within the Offi- 
cer Corps a group of officers with detailed knowledge of foreign 
areas which might become the battlefields of tomorrow, the De- 
partment of the Army established the Foreign Area Specialist 
Training Program and designated personnel agencies to monitor 
the procurement and development of officers with the desired 
special qualifications. The Foreign Area Specialist Training 
Program was designed to impart to selected officers knowledge 
of a geographic area so as to assist them in formulating sound 
estimates and rendering proper command decisions concerning 
that area. To this end, officers are trained to the maximum 
practical extent in the total culture of a people, including their 
language, and in the physical aspects of the area studied. 

b. Foreign Area Specialists are utilized primarily in branch 
material assignments in Military Assistance Advisory Groups, 
Military Missions, and in the U.S. Army Attaché System and in 
branch immaterial assignments in the intelligence community. 
This requires branch tactical and technical knowledge and pro- 
fessional competency plus specialized training and experience. 
A career pattern has been developed for officers who volunteer 
and are selected to participate in these programs. The Foreign 
Area Specialist Training Program differs from other programs 
for officers with special qualifications in two major respects: 
first, the program includes a comprehensive training course of 
three to four years duration; second, because of the time and 
money spent on this training, it is not contemplated that officers 
will be released from the program except for cause. 

c. The career pattern for Foreign Area Specialists is designed 
to provide guidance in the initial training of these officers and in 
their assignment throughout their careers. The responsibility 
for developing officers in conformance with this career pattern 
is shared by commanders, career branch chiefs, the officers 
themselves, and the Department of the Army agencies specifi- 

cally designated to monitor the Foreign Area Specialist Train- 
ing Program. 

d. In general, the course of training in the Foreign Area Spe- 
cialist Training Program consists of—1 year at the U.S. Army 
Language School, during which time the student learns the lan- 
guage of the particular area in which he is to become expert; 
1 year of university training at the postgraduate level, during 
which time the student studies the history, culture, economics, 
and geography of the specific area; and 2 years of on-the-job 
experience under the tutelage of the U.S. Army Attaché in the 
country being studied. The sequence and length of training in 
each of the phases mentioned above vary somewhat depending 
on the particular area being studied. 

e. During the time the Foreign Area Specialist is in a training 
status, he also may be considered by his basic branch for attend- 
ance at his branch career course or, perhaps, at the U.S. Army 
Command and General Staff College. Provision has been made 
to interrupt the Foreign Area Specialist training at the appro- 
priate time if it becomes necessary to do so to permit the officer 
to attend one of these courses. Normally, however, most officers 
selected for this program will have completed their branch 
career course prior to entry into FASTP training. 

/. The career pattern on chart 27 provides guidance for train- 
ing and assignment regardless of the time of entry of an officer 
into the program. During the first 15 to 20 years, emphasis is 
placed upon—providing language and area training to selected 
officers who are already considered branch qualified for their 
grades and length of service ; and, upon completion of the train- 
ing, providing alternating and progressive branch and special- 
ized assignments, together with progressive military schooling. 
In the later years of their careers, full utilization of the special- 
ized training and experience should be accomplished by pro- 
gressive assignments in the field of specialization. 

in 



INFORMATION OFFICER CAREER PATTERN 

OBJECTIVES 
FOR PERIODS 

INDICATED 

YRS 
SVC 

SCHOOL 
ELIGIBILITY 

DEVELOPMENT OF BROAD KNOWL- 
EDGE OF BASIC BRANCH AND 
STAFF PROCEDURES AND DEVEL- 
OPMENT OF INTEREST AND 
KNOWLEDGE IN INFORMATION 
FIELD BY: 

1. Troop and troop staff duty 
S. Auittanl Information Officer 

auignment 
3. Attendanca at Army Information 

School 
4. Attendance at Basic and Ca- 

roor Brancfi Courses 

BROADENING OF KNOWLEDGE RE- 
GARDING COMMAND, STAFF 
AND INFORMATION AND PREP- 
ARATION FOR FUTURE HIGH 
LEVEL COMMAND, STAFF AND 
INFORMATION ASSIGNMENTS BY: 

1. Troop command and staff assisn- 
menls 

!. Attendance at C S GSC   » AFSC 
(selected officers) 

3. Attendance at Ádv Public Rela- 
tions Course 

4. Instructor duty Army Information 
School 

5. Information staff assistant 

FURTHER BROADENING OF KNOWL- 
EDGE IN THE INFORMATION FIELD 
IN FURTHER PREPARATION FOR 
HIGH LEVEL INFORMATION AND 
COMMAND ASSIGNMENTS BY: 

1. Attendance at War Collescs 
Íselected officets) 
'ey Information Position assign- 

ments 
3. Appropriate command assign- 

ments 
4. Information staff assignments 

TO AFFORD THE OPPORTUNITY FOR 
THE MOST PROFESSIONALLY 
QUALIFIED OFFICERS TO SERVE IN 
HIGH LEVEL COMMAND AND 
INFORMATION ASSIGNMENTS 

THE INFORMATION OFFICERS COURSE 

CAREER COURSE 

COMMAND AND GENERAL STAFF COLLEGE 

ARMED FORCES STAFF COLLEGE 

WAR COLLEGE LEVEL 

OTHER  MILITARY  OR  CIVILIAN  SCHOOLING UNDER  ESTABLISHED QUOTAS. 
INCLUDING ADVANCED DEGREE AND ADVANCED PUBLIC RELATIONS COURSE 

1. Troop Information Officer 
Î. Anignmenr Division—Port Info Offie 
3. Troop Newspaper Editor 
4. Radio Network Station Commander 
5. Troop Command and Staff 

TYPICAL 
TRAINING 

ASSIGNMENTS 

1. Division—Post Information Officer 
2. Corps Information Officer 
3. Aliistant Army Information Officer 
4. Radio-TV Networl Staff Officer 
5. Radio-TV Station Commander 

*6. Appropriate command assignment 
7. Instructor Army Information School 
8. Staff Duty OCINFO (eluded officort) 

*9. Appropriai« General Staff anignment 

1. Staff Duty in OCINFO 
2. Aniilanl Army Information Officer 
3. Information duty DA Staff DOD A JCS 
4. Editor Service School Publication 

Anittant Editor Stan and Stripes 
Radio-TV Network Commander and Staff Officer 

7. Imtructor Army Information Schot 
*8. Command auignmanl ¡n appropriate grade 
*9. Appropriate General Staff astignment 

> 
O 
O 

* Officen lelectcd for comecutive atsignmenti in the 
Information Program at midpoint of their careen will 
receive only Information assknmcnti or schooling for the 
remainder of their careen. Normally theie officen will 
not receive attignmenlt asterislccd above. 

1. The Information Officer Army Hq, or tonior Army 
Information Officer Combined, Joint or Specified 
Command 

S. Diviiion   Chief   or   A «i it ont   Chief   of   Information, 
OCINFO 

*3. Appropriate Command anignment 
4.  Editor Stan and Strip« 

CHART 28 
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76. Information Officer Career Pattern 

The Information Officers Program has been established to 
provide for a Corps of professionally trained public relations 
personnel who are capable of operating in the three major areas 
of Information functions; Troop Information, Public Informa- 
tion and Community Relations or Civil Liaison. The Voluntary 
Information Officers Program provides for three categories of 
Information Officers : 

a. Selected officers with extensive command and staff back- 
grounds assigned one tour of duty in an Information assign- 
ment which complements their basic branch career development 
and increases their overall service potential. 

b. Selected officers who volunteer for alternating assignments 
between basic branch and Information staff duties. 

c. Selected officers with special qualifications who volunteer to 
serve in continuous Information assignments after the midpoint 
of their career. 

The career pattern for Information officers in b above, is es- 
tablished to guide the assignments and training of these officers 
so as to keep them qualified in the Information field while still 
maintaining their basic branch qualification. 

While all officers cannot be assigned to all of the various types 

of Information duties, consideration must be given to varying 
assignments so that each officer may serve at least one tour in 
the three main areas of Information : Public Information, Troop 
Information, or Community Relations. 

This career pattern aims to develop, at progressively higher 
levels of responsibility, officers who ultimately will serve in the 
top positions in the Information field. Branch qualifying com- 
mand, schooling and general staff assignments are interspersed 
throughout this career pattern in order that the Army may 
benefit from the specialized knowledge of officers following this 
career pattern, while at the same time permitting such officers 
to keep abreast of the Army's Information requirements. 
Within the limits of Information requirements, basic branch 
requirements and individual capabilities, officers who volunteer 
and are selected for the alternating tours in Information will 
follow the career pattern outlined in the Information career 
pattern. 

The officers in c above are assigned to various key informa- 
tion positions requiring their specialties and will not be as- 
signed outside of the Information field except for special train- 
ing or schooling. Note the asterisked portion of the Informa- 
tion officer career pattern (chart 28). 



00 INTELLIGENCE CAREER PAHERN 

OBJECTIVES 
FOR PERIODS 

INDICATED 

YRS 
SVC 

SCHOOL 
ELIGIBILITY 

DEVELOPMENT OF BROAD 
KNOWLEDGE OF BRANCH BY: 

a. Troop staff duty. 
b. Rotated troop duty. 
c. Attendance at Basic and Branch 

Career Courses. 

BROADENING OF BASIC 
KNOWLEDGE THROUGH: 

a. Troop command duty. 
b. Attendance at C&GSC and AFSC 

(selected officen). 
c. Instructor duty at USAINTC. 

PREPARATION FOR FUTURE HIGH 
LEVEL STAFF AND COMMAND 
ASSIGNMENTS BY: 

a. Attendance at AWC, NWC, or 
ICAF 
(selected officen). 

b. Duty on higher staffs. 
c. Instructor duty at USAINTC. 

To afford an opportunity for the 
very ablest officers to be tested in the 
all important qualifications of troop 
command and other positions of 
great responsibility. 

10      11      12     13     14     15     16     17     18     19      20     21      22      23     24     25     26      27     28     29     30 

ORIENTATION 
COURSE« CAREER COURSE 

COMMAND AND GENERAL STAFF COLLEGE 

ARMED FORCES STAFF COLLEGE 

WAR COLLEGE LEVEL 

OTHER SCHOOLS (LANGUAGE, CIVILIAN GRADUATE SCHOOLING) 

TRAIN- 
ING 

ASSIGN. 
MENTS 

TRAIN- 
ING 
AND 
COM- 

MAND 

TROOP COMD AND STAFF,. ASSIGNMENT SPECIALTY IN 
CIC, FOI. ETC.   ASSIGNMENT IN ANOTHER SPECIALTY FOR CROSS TRAINING. 

ASSIGNMENT TO INTELLIGENCE POSITIONS ON STAFFS AT ALL LEVELS. 
COMD OF INTEL UNITS.   BRANCH IMMATERIAL ASSIGNMENTS.   MAAG/MISSION. 
INSTRUCTOR, USAINTC.   MILITARY ATTACHÉ SYSTEM. 

GEN- 
ERAL 
STAFF 

GEN STAFF USA AND JOINT STAFFS 
(selected officers) 

INTELLIGENCE COMD. AND STAFF 

TRAINING FOR POSITIONS OF 
HIGHEST RESPONSIBILITY 

After 20 yean of service, extraor- 
dinarily able officers will oe given 
tours of duty in positions of great 
responsibility. Available troop as- 
signments will be used to capacity to 

" give practical command experience 
to outstanding officers. 

> 
o 

*Al officers may apply for Airborne Training. 

The types of duties listed are considered desirable for 
all officers. Office re will necessarily receive other types 
of assignments, but every effort will be made within the 
limits of operational necessity to assign officers to the 
duties listed during the periods indicated. 

CHART 29 
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77. Intelligence Career Pattern 

a. The Army Intelligence career program is designed to de- 
velop and provide an adequate number of professionally skilled, 
capable commissioned officers for assignment to intelligence 
positions of responsibility throughout the Army. The Intelli- 
gence and Security fields offer a complete range of varied as- 
signments including command of tactical combat support units, 
varying in size from Platoon to Groups. This program is 
applicable to Army Intelligence—USAR officers on extended 
active duty and Regular Army officers who have been approved 
for Intelligence Specialization or who have been integrated into 
the Regular Army by virtue of their schooling, experience and 
potential in the intelligence field. 

b. The Army Intelligence career pattern will be followed only 
by the AI, USAR officer who serves his entire career in the 
field of intelligence. The regular officer who is approved for 
continuous duty in the Intelligence field will follow this career 
pattern from an appropriate point commensurate with years 
service and previous schooling and assignments. Regular Army 
officers specializing will be required to maintain Branch quali- 
fication in the   Intelligence and Security Branch. 

c. Newly commissioned AI, USAR, officers entering on active 
duty, regardless of source of commission, attend an 8-week 
Branch Immaterial Orientation Course at The Infantry School, 
Fort Benning, Ga., during which the practical aspects of Army 
fundamentals, weapons, and equipment essential to the young 
officer in his first duty assignment are stressed. 

d. All Army Intelligence officers will attend one of the In- 
telligence Specialization Courses related to the individual's mili- 
tary occupational specialty within the Intelligence field, such 
as Counter Intelligence Corps, Imagery Interpreter, and Field 
Operations Intelligence.    The officer through his 3d year of 

service is then utilized within his specialty to enable him to de- 
velop a detailed knowledge of this specialty. This will be ac- 
complished by assignment to Army Intelligence troop units. 

e. From the 4th through the 8th year, the officer is projected 
into other intelligence specialties for cross-training in order to 
increase his value to the service. This cross-training may in- 
clude attendance at the U.S. Army Language School. In addi- 
tion, the officer may be selected to attend a civilian university 
for training in area studies and in a language native to the coun- 
try to which he will ultimately be assigned. During this phase, 
the officer is also sent to the Army Intelligence Branch Officer 
(Career) Course and may again be given assignments outside 
his specialty to broaden his knowledge and perspective. These 
assignments may include assignment to S2 or G2 staff duties, 
duty on the U.S. Army Intelligence Center Staff or duty with 
the Staff and Faculty of the U.S. Army Intelligence School. 
Assignment to troop duty with Army Intelligence units is par- 
ticularly appropriate in this phase. 

/. During the 8th through the 15th year of service, selected 
officers will be assigned to a military mission, the Military 
Attaché System, or to a position with the Office of the Assistant 
Chief of Staff for Intelligence, Department of the Army. Others 
will be assigned to selected command and staff duties. During 
this same period, certain other officers will be selected to attend 
the Command and General Staff College. 

g. During the final phase of career guidance which is beyond 
the 16th year, the officer may be considered for attendance at 
the Armed Forces Staff College, Army War College, and Indus- 
trial College. Officers will be assigned to positions of greater 
responsibility and will be placed in command and staff positions 
commensurate with their rank and experience. 

>© 
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o ARMY SECURITY AGENCY CAREER PATTERN 

OBJECTIVES 
FOR PERIODS 

INDICATED 

YRS 
SVC 

SCHOOL 
ELIGIBILITY 

DEVELOPMENT OF BROAD 
KNOWLEDGE OF BRANCH BY: 

a. Troop staff duty. 
b. Rotated troop duty. 
c. Attendance at Basic and Branch 

Career Courses. 

BROADENING OF BASIC 
KNOWLEDGE THROUGH: 

a. Troop command duty. 
b. Attendance at C&G5C and AFSC 

(selected officers). 
c. Instructor duty at USASATC and 

School. 
d. Specialized USASA training. 

■ C=IHBiC 
9     10     11 

PREPARATION FOR FUTURE HIGH 
LEVEL STAFF AND COMMAND 
ASSIGNMENTS BY: 

a. Attendance at AWC, NWC, or 
ICAF (selected oFficers). 

b. Duty on higher staff (USASA— 
NSA). 

c. Instructor duty at USASATC and 
School. 

d. Civilian graduate schooling. 

To afford an opportunity for the 
very ablest officers to be tested in the 
all important qualifications of troop 
command and other positions of great 
responsibility. 

12     13     14     15     16     17    18     19     20     21     22     23     24     25     26    27     28     29    30 

ORIENT. 
COURSE CAREER COURSE 

COMMAND AND GENERAL STAFF COLLEGE 

ARMED FORCES STAFF COLLEGE 

WAR COLLEGE LEVEL 

OTHER SCHOOLS (LANG. ADPS. CIV GRAD SCH. TNG) WITH INDUSTRY 

TRAIN- 
ING 

ASSIGN. 
MENTS 

TRAIN- 
ING 
AND 
COM- 

MAND 

ARMY SEC. AGENCY TROOP COMD AND STAFF-OPERATIONAL ASSIGNMENTS- 
TOUR WITH NATIONAL SECURITY AGENCY 

COMMAND, HIGHER LEVEL STAFF., OPERATIONAL ASSIGNMENTS, NATIONAL TZJTJ ^iZTZl^J'Z^n.? 
SECURITY AGENCY INSTIÍUCTOR-USASATC AND SCHOOL ^ ÄÄteÄÄE 

be used to capacity to give prao 

TRAINING FOR POSITIONS OF 
HIGHEST RESPONSIBILITY 

After 20 years of service, extraor- 
dinarily able officers will be given tours 

GEN- 
ERAL 
STAFF 

GEN STAFF USASA—JOINT STAFF NSA 
(selected officers) 

HIGH LEVEL COMMAND, ASA 

tical  command experience to out- 
standing officers. 

> 
n 
o 

The types of duties listed are considered desirable for 
all officers. Officers will necessarily receive other types 
of assignments, but every effort will be made within the 
limits of operational necessity to assign officers to the 
duties listed during the periods indicated. 

CHART 30 



78. Army Security Agency Career Pattern 

a. General. The Army Security career program is designed 
to develop, through judicious assignment, rotation, and military 
education, officers of high leadership potential capable of dis- 
charging the duties associated with highest level command and 
staff. Within the U.S. Army Security Agency are duties com- 
mon to any organization of the Army as well as some that are 
unique. Duties considered unique are those associated with the 
operational-technical mission of the Agency. Overspecialization, 
however, will be avoided. 

b. Duty Assignments and Schools. 
(1) Regular Army officers desiring USAS A career special- 

ization must first serve at least 2 years of troop duty 
with a combat arm. During this tour they will attend 
the orientation course of the combat arm to which 
assigned or detailed, and spend the remainder of the 
time with a troop unit. In these early years, a basic 
knowledge of military organization and leadership will 
be required. 

(2) The initial phase of Army Security training for Regu- 
lar Army officers and AS-USAR officers normally will 
consist of attendance at a USASA specialist course 
and, in some cases, the U.S. Army Language School, 
followed by assignments to USASA troop units for 
duties consistent with the training received. Leader- 
ship training of junior officers will be emphasized, 
particularly for those who have not previously had 
troop duty assignments. 

(3) The second phase of training will include attendance at 
the Army Security career course. Training, directed 
at obtaining advanced degrees of colleges and univer- 
sities, is available and is designed to augment training 
available at service schools. Assignments to command 
and staff positions in USASA units, field stations, and 
headquarters elements are featured. During this 
phase, officers establish their qualifications for higher 
schooling and command and staff assignments. 

(4) Attendance at advanced Army and joint service schools 
and cultivation by performance in important assign- 
ments and command and staff positions are features 
of the third phase. Some officers will qualify for pur- 
suit of advanced university courses during the early 
part of this phase. 

c. Phases for ROTC Source Lieutenants and OCS Graduates. 
(1) USASA Training Center and School technical course. 
(2) Unit duty with troops (operations or administrative). 
(3) Continued troop duty or staff duty at unit level. 
(4) Army Security Career Course. 
(5) Assignment to staff, command, or operational type as- 

signment, or possible tour with National Security 
Agency. 

(6) Possible attendance at civil educational institution or 
training with industry. 

(7) Possible selection for higher level service schools. 
(8) Command, higher level staff, and operational type as- 

signments to include National Security Agency. 
d. Phases for AS-USAR Officers. AS-USAR officers who- 

enter this program at such time as will permit completion of 
phases outlined in c(l) through (5) above by their 15th year of 
service will conform generally to the career development pat- 
tern projected above for ROTC-OCS officers. 

e. Phases for RA-USASA Career Specialists. Career spe- 
cialists whose grade and length of service will permit "opera- 
tion-technical" retraining will also conform generally, except 
for years of service criteria, with the phased criteria for ROTC- 
OCS officers, depending on age, grade, and years of service re- 
maining at time of acceptance. In addition, career specialists 
will also attend the Indoctrination Course at USASA Training 
Center and School as early as possible after entering the Agency 
for duty. 



00 
ro LOGISTICS OFFICER CAREER PAHERN 

OBJECTIVES 
FOR PERIODS 

INDICATED 

YRS 
SVC 

SCHOOL 
ELIGIBILITY 

BASIC PHASE 

DEVELOPMENT OF BROAD KNOWLEDGE OF 
BASIC BRANCH ORGANIZATION, OPERATIONS 
AND PROCEDURES. KNOWLEDGE OF COMBINED 
ARMS AND SERVICES AND GENERAL STAFF 
DUTIES BY: 

1. Troop and hoop Itaff duty 
2. Attendance at Branch Orientation and  Career 

Coure« 
Civilian schooling 
Attendance at C&GSC 

DEVELOPMENTAL PHASE 

BROADENING OF KNOWLEDGE IN THE VARI- 
OUS FUNCTIONAL AREAS OF LOGISTICS IN 
PREPARATION FOR ASSIGNMENT TO KEY LO- 
GISTICS COMMAND AND STAFF POSITIONS BY: 

1. Attendance at special courses 
2. Attendance at ÀFSC, senior service colleges 
3. Branch immaterial logistics assignments 
4. Troop command and staff assignments 

LOGISTICIAN PHASE 

TO AFFORD THE OPPORTUNITY FOR THE MOST 
PROFESSIONALLY QUALIFIED OFFICERS TO FILL 
THE ARMY'S WORLDWIDE REQUIREMENTS FOR 
LOGISTICIANS IN KEY COMMAND AND STAFF 
POSITIONS BY: 

Assignment to key logistics positions subject to overall- 
requirements of the Army 

10        11        12 13 15 16 18        19 20 22 23       25 27      29 30 

ORIENTATION 
COURSE 

CAREER COURSE 

CIVIL SCHOOLING-GRADUATE STUDY-BUSINESS AND INDUSTRIAL MANAGEMENT-OTHER 

SPECIAL COURSES-PROCUREMENT-ARMY SUPPLY MANAGEMENT-OTHER 

COMMAND AND GENERAL STAFF COLLEGE 

ARMED FORCES STAFF COLLEGE 

SENIOR SERVICE COLLEGE 

(As aesignatcd by the basic branch) 

TYPICAL 
ASSIGNMENTS 

AND 
LOGISTICS 

CAREER 
FIELDS 

LOGISTICS 
PLANNING AND 
OPERATIONS 
Log Trp Basis 
Base Development 
Operational Rqmti 
Log Commands 
Anenal», Ports, 
Depots, etc. 

SUPPLY 
MANAGE- 
MENT 
Rqmts 
Storage 
Distribution 
Disposal 

PROCUREMENT 
Putchaiing and Contrading 
Specifications and Standards 
Contract Performance 
Contract Termination 

SERVICES AND 
INSTALLATIONS 
Com m un i cat io n ■ 
Construction 
Hospital i tat ion and 

Evacuation 
Maintenance 
Movement Conttol 
Real Estate 
Repair* and Utililies 
Transportation 
Traffic Mgml 

PROGRAM 
MANAGEMENT 
Program Coordination 
Log Budgeting 
Funding Management 
Review and Analysis 
Mgmt Control Systems 

O 
o 

STAFF 
OSD 
OUSA 
OASA (LOG) 
OJCS 
ODCSLOG 
J-4/G-4 or equiv sec of div 

corp or higher hq 
MAAG'S 
Oversea Supply Agencies 

COMMAND 
Logistical Commands 
Depots 

CHART 31 
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79.  Logistics Officer Career Pattern 

a. The Logistics career pattern is designed as a career guide 
for field grade officers of the combat arms branches and the 
technical and administrative branches to qualify in the broad 
field of logistics in addition to being qualified in their basic 
branch. The ultimate objective of this career pattern is to 
develop a hard core of professionally equipped and qualified 
officers capable of effectively directing, supervising and manag- 
ing the extensive Army logistics support establishment. 

b. Outstanding field grade officers who have the ability, apti- 
tude for, and an interest in logistics will, upon qualification, be 
eligible for entry into the Logistics Officer Program. Officers 
selected are normally placed in a developmental phase and ad- 
vance through assignments of progressively increasing respon- 
sibility to the status of logistician. Qualified logisticians, who 
normally have more than 20 years service, are assigned to com- 
mand and staff positions of great responsibility that require 
logistics training and background. 

c. Subsequent to selection by DCSLOG, entry into the Pro- 
gram is on a voluntary basis. Alternate assignments are sched- 
uled in the branch material and logistics area that are chal- 
lenging and of increasing responsibility. In this manner, an 
effort is made to develop each officer's full potential. Assign- 
ments are sufficiently broad, including command, staff, instruc- 
tor and technical, as not to connote specialization. 

d. The Logistics officer career pattern (chart 31) provides 
for the assignment of outstanding officers qualified in logistics 
to logistics positions whenever they are not with their basic 
branch. Normally, an officer spends about half of his career in 
assignments other than with his basic branch.   Although the 

basic branch remains responsible for the career management 
of officers in the Program, all assignments are made in coordi- 
nation with DCSLOG. 

e. Even though an officer may be due for a Branch Material 
or Branch Immaterial logistics assignment, he will be released 
by DCSLOG for necessary command assignments, for attend- 
ance at senior service school or a civilian educational institution, 
or if a branch material assignment would be of particular value 
to his career development. Consequently, entrance into the 
Logistics Officer Program in the early years of the develop- 
ment phase will not reduce an officer's opportunity to continue 
receiving career developing branch material assignments. 

/. While all officers cannot be assigned to all the various type 
duties indicated in the career pattern, consideration will be 
given to the assignment of individuals in the five functional 
career fields in order that they may be better equipped as Logis- 
ticians to perform high level command and staff positions later 
in their careers. 

g. All officers participating in the Logistics Program are ex- 
pected to maintain branch qualification throughout their ca- 
reers. To this end, assignment agencies will periodically re- 
turn officers to positions of a branch qualifying nature and 
afford officers equal opportunity for military schooling on the 
same basis as other officers not participating in this Program. 

h. A Logistics career offers exceptional opportunities to com- 
pete for challenging and interesting assignments leading toward 
positions of highest grade, attendance at advanced school, pro- 
motion and for ever increasing responsibilities. 

00 
CO 



[AG 210.31 (6 Apr 60)] 

BY ORDER OF THE SECRETARY OF THE ARMY : 

Official : 
J. C. LAMBERT, 

Major General, United States Army, 
The Adjutant General. 

Distribution : 
Active Army : 

DCSPER (15) 
ACSI (15) 
DCSLOG (15) 
DCSOPS (15) 
ACSRC (15) 
CCA (10) 
COA (10) 
CARROTC (10) 
CofF (10) 
CINFO (10) 
CNGB (10) 
CLL (10) 
CRD (10) 
CMH  (10) 
TIG (10) 
TJAG (10) 
TPMG (10) 
TAG (10) 
CofCh (10) 
Tech Stf, DA (15) 
Tech Stf.Bd (15) 
USCONARC (20) 
ARADCOM (5) 
OS Maj Comd (2) 
Base Comd (5) 
Log Comd  (10) 
MDW  (15) 
Armies (10) 
Corps (10) 
Div (10) 
Bde (5) 
Regt/Gp/BG (5) 
Bn (2) 
Co (1) 
Fort & Camps (3) 
USMA (550) 
TAGSUSA (500) 
ARADSCH  (1,000) 
AFSC (35) 

NG:   State AG (3). 
USAR:   None. 
For explanation of abbreviations used, see AR 320-50. 

G. H. DECKER, 
General, United States Army, 

Chief of Staff. 

USAARMS (250) 
USACHS (100) 
USACMLCSCH (2) 
USAIS  (1,500) 
BAMC (50) 
USAMSMADHS (45) 
USAAVNS (500) 
USARIS  (5) 
OASMS (40) 
USA Ord Sch (300) 
PMGS (250) 
USAQMS (1,000) 
USASCS (12) 
USASESCS (10) 
USATSCH (1,500) 
FSUSA (400) 
PMS Mil Sch Div (1) 
PMS Jr Div Units (1) 
PMSSr Div Units (1) 
GENDEP (5) except 

Atlanta GENDEP (None) 
Dep (3) 
AH (3) 
Pers Cen (3) 
USATC (3) 
Trans Terminal Comd (5) 
Army Terminals (5) 
OS Sup Agcy (2) 
PG (10) 
Arsenals (3) 
DB (2) 
Lab (1) 
Disp (1) 
FAOUSA (2) 
DivEngr (2) 
Engr Dist (2) 
Proc Dist (1) 
MSSA (1) 
USA Corps (3) 
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