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Introduction

The Army People Strategy (APS) and accompanying civilian and military
implementation plans communicate the Army's efforts to deliberately manage the
talents of its Soldiers and Civilians.

The Army Talent Management Task Force (ATMTF) serves as an innovation arm to
support the APS's vision of acquiring, developing, employing, and retaining the diversity
of Soldier talent needed to achieve Army readiness.

The lessons learned through the execution of the implementation plan point to eight
major initiatives that support a 21st Century Talent Management System for a multi-
domain ready Army in 2035. These guide innovation efforts toward the most impactful
reforms and serve as focus-points to understand how incremental innovations support the
larger framework of talent management.

These innovations are layered across three aimpoints that we see along the pathto a
talent management system for a multi-domain ready Army.

The first aimpoint is the ATMTF's transition in the summer of 2023. At this aimpoint, it
is critical that systems are in place to acquire talent data and frameworks are available to
leverage talent data.

The second aimpointis 2028 when the Army Modernization Strategy forecasts a multi-
domain capable Army. With a firm foundation of acquiring talent data, at this aimpoint the
Army is able to leverage talent data to meet Army requirements.

The final aimpoint is 2035 when the Army Modernization Strategy forecasts a multi-
domain ready Army. By 2035, the foundation of acquiring and leveraging talent data
permits the Army to implement tenure/stabilization and succession planning to enable
strategic leadership.

Thedevelopmentofa21stCentury Talent Management Systemrestsontheinnovations
to acquire talent data, leverage talent data, and enable strategic leadership.

Fully realized, talent management enables the Army to man its formations with multi-
domain ready forces with a permeable talent alignment process that promotes individual
and organizationalreadiness. Individuals are assigned, advanced, and compensated within
this process based on their relative value to the Army determined through knowledge,
skills, and behaviors (KSBs) and market demands in addition to the traditional reliance on
evaluation reports.

Effectively, the Army possesses the “policies, programs, and processes that recognize
and capitalize on the unique knowledge, skills, and behaviors possessed by every member
of the Army team, allowing us to employ each to maximum effect.”
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Major Milestones

August
2018

NDAA FY19 granted DoD
9 new personnel
management
authorities, the most
comprehensive reform of
the officer personnel
systems since the Officer
Personnel Act of 1947

May

Army Directive 2021-19
published authorizing

Special Forcestogrant a
direct appointment for
qualified senior NCO to
Chief Warrant Officer 2

The Career Intermission
Program (CIP) became a
permanent program and
expanded toinclude

NCOs in the grades of
ES through E8

July

1SG TAA pilot with
Senior NCOs from the

10th Mountain Division
at Fort Drum, New York

October
2019

First pilot of Best Fit
Assessment for Majors

Army People Strategy

published

September

Army Directive
2021-28 published
authorizing the
appointment of retired
Active Duty warrant
officers to Reserve or
National Guard without
waiver requirement

January
2020

2nd Annual

Army Talent Managment
Planning Conference
expandsto 43 initiatives

April
2021

1SG TAA Pilot with 15
participants from the
1st Infantry Division
at Fort Riley, Kansas

2021

Army Directive 2021-31
published directing date
of rank reset for Aviation

warrant officers after
completing qualification
training

750 officers participate
in the inaugural

Battalion Command
Assessment Program
FY21 (BCAP21)

February
2021

NCOs participate
in the ASK-EM pilot

October

2021

CAP23 expands to
assess candidates,
including BCAP,

LTC/GS-14
Aquisition Leaders &
Division Chaplains



May
2020

Army launches
Department of the
Army Career

Engagement Survey
(DACES)

December
2020

Army issues new
directive to allow

reserve officers to
opt out of promotion

November
2021

CAP23 expands to
assess candidates,
including CCAP,
Medical Colonel's,
COL/GS-15
Aquisition Leaders &
Chaplain COLs

Acquisition Leader
Assesment Program
(ALAP) & Sergeant
Major Assessment
Program (SMAP)
conduct non-binding
pilots during BCAP22

July

2020

Army implements
Assignment Selection Key -
Enlisted Management
(ASK-EM) to establish an
enlisted job marketplace

November
2020

Diversity Equity &
Inclusion Combat Arms
Outreach Engagement
Team Pilot concludes

Army awards first
brevet promotions

First DACES Annual
Report published

September

2020

319 officers participate in the
inaugural Colonels Command
Assessment Program FY22
(CCAP22)

2020

Army Talent Alignment
Process marketplace
opens for Summer
2021 assignment cycle

707 officers participate in
the second Battalion
Command Assessment
Program FY22 (BCAP22)

December
2021

Army Talent Management
Task Force hosts
partnership conference,
prioritizing 29 initiatives
focused toward Aimpoints
in 2023, 2028 and 2030
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Army Talent Attribute Framework

The Army Talent Attribute Framework (ATAF) provides a standard language
to communicate, measure, and document the talents and talent requirements
essential to enable 21st Century talent management for the Army.

ATAF will empower individuals' preferencing in the Army's assignment
marketplace by allowing them to both optimally align their existing talents
and help them understand how duty assignments can build the KSBs they
need for success in their career.

Through analysis by branch proponents, job analysis surveys, and task
crosswalks, the ATMTF plans to establish baseline KSBs for each branch,
functional area, AOC, MOS, rank, and position.
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Job Analysis aims:

® In November 2021, the ATAF Job Analysis Survey went out to Active

Duty Officers and Warrant Officers. (Outreach to 50-70k)

® In 2QTR, FY22, the ATAF Job Analysis Survey will be sent out Army-

wide to Active Duty Non-Commissioned Officers. (Outreach to 123k)

® Job analysis provides bottom-up reporting from the workforce on what

KSBs are critical for success in a duty position
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ATAF 1he Army's Common Language for Talent



Talent Managment in
Professional Military Education

The Army People Strategy Military Implementation Plan (APS MIP)
emphasizes that "The art and science of talent management isincorporated
into Army [Professional Military Education (PME)], thus building short and
longtermreadinesswhilepromotingacultureoflifelongleaderdevelopment.”
Consequently, the Army must educate Officers, Warrant Officers, and Non-
Commissioned Officers at echelon about talent management during PME
courses and select initial military training.

The Army Talent Management Task Force (ATMTF) aims to work with
respective human capital enterprise partners to ensure talent management
in PME is developed and tailored to the requirements facing our Leaders,
Soldiers, and DA Civilians. The integration of talent management will expand
throughout PME courses and venues to provide the force with the ability to
understand talent management concepts, its facilitation, and its impacts to
career development.

The APS MIP states that “over the past 70 years, the Army has made
significant transformation in shifting from simply “distributing personnel”
to aligning personnel based upon the emergent 21st century talent
management system.

Transitioning from a data-poor, industrial age personnel system to a data-
rich, information age talent management system impacts units and People
at every grade and across multiple echelons. Programs and initiatives that
enable talent management, such as the Army Talent Alignment Process
(ATAP) marketplace and the Command Assessment Program (CAP), create
an impetus for a program of instruction for talent management in PME that
provides Leaders and Soldiers with relevant understanding about how the
Army enhances readiness by maximizing human potential.
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lifetime of service enable the
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Talent Assessments Strategy

The Talent Assessments Strategy (TAS) addresses the need to better
synchronize, sustain, and maximize the benefits of assessments for the
Soldier and the Army.

With assistance from scientists at the Army Research Institute and
collaboration from partners at TRADOC and HRC, the TAS is projected for a
July 2022 release.

The TAS will be a foundational document, which helps to guide the
development of a sustainable ecosystem of assessments that takes place
during a Soldier's career. It will identify the critical time periods and
situations in which assessments will be required or available through a
Soldier's career to: track professional growth and development; make
critical career decisions; or assist individuals in moving forward along their
chosen career paths.

In addition, it will encompass existing assessments across the Officer,
Warrant Officer, and Enlisted cohorts including, accessions and initial
entry screening, major developmental assessments, and critical leadership
gateway assessments, such as the Command Assessment Program (CAP).

Finally, the TAS will guide the creation and use of additional assessments
by highlighting both the current assessments in use or development, as
well as gaps that are not yet addressed. It will also inform where and when
predictive, diagnostic, or developmental assessments are required for each
of the gaps.

There is lots of exciting and important work ahead to build a sustainable
ecosystem of assessments that better informs the Army's 21st Century
Talent Management Enterprise. This work will take time to properly align
and resource but when complete will enhance the Army's greatest strategic
asset—our People—giving us the competitive advantage needed in an era of
constant conflict to deter, fight, and win against our nation's adversaries in
multi-domain operations.
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Command Assessment Program

The mission of the Command Assessment Program (CAP) is to run a
world class, fair, consistent, and safe program to assess commanders and
key leaders to serve in centrally-selected leadership positions for the US
Army. CAP enables the Chief of Staff of the Army to centrally select

leaders using more relevant data and an understanding of how leaders
achieve results.

By 2022

CAP assessed over 3,400 leaders +1,554
*1,900 principals

ARMNG (ALAF)

Sister Service (BCAP)

u+13;33 . USAR [ECAPALAPISMAR)
+319 8  Sister Service 20 poHap
4  Chaplain 58  McaP
+750 0-5IGS14 ALAP
. ALAP . O-6IGS1S ALAP
27 SMAP
BCAP BCAP BCAP 334
= = = " e
Summer19 Jan 20 Sep 20 Nov 20 Oct-Nov 21
BCAP Pilots BCAP21 CCAP22 BCAP(+)22 CAP 23

Annual projected CAP throughput is roughly ~ 2,000 candidates. . . with the potential to expand.
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CAP complements the legacy Centralized Selection List (CSL) process by
incorporating additional relevant information about a leader’'s psychometric
assessments, cognitive and non-cognitive abilities, written and verbal
communication skills, peer and subordinate feedback, and physical fitness.

Height/Weight is
screening event only

Senior leader insights (i.e., evaluations) remain critical
to informing decisions about future commanders and
key leaders (i.e., most heavily weighted variable).



“ It's not you competing against
everybody else, it's you versus you,
and it's about learning more about
you. So definitely come to CAP,
whether it's BCAP, CCAP, ALAP or
the medical side of the house. It's
a world class event that the Army
Is done very well in putting on, and
It's very well resourced. ;‘

LTC Reginald Williams

CCAP Candidate
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CAP statistics

The basic principle of CAP is to capture more relevant information about our Officers
and Sergeants Major to make better decisions about who we select for Command, key
staff, and BDE-level CSM positions.

Although the manner of performance score continues to represent the largest
weight for how CAP candidates are assessed, the additional data collectected at CAP
has resulted in some shifts to Leader rankings on the order of merit list. Notably, there
are changes to CSL principals who would have been designated as principals using the
legacy approach.

CCAP23 BCAP23

Centralized Centralized
Invitation List Selection List Invitation List Selection List
refptrainen  AfteAfARAD  ARRAIRARAR  AARAAARADA
pefiing 1t I

L O L AR R ]
rie '

LR |
rernen
roaanronn
roen
COL | Army Competetive Category LTC | Army Competetive Category
2 84 Officers attended 72 1 Officers attended
1 0 1 Remained Principals 3 0 6 Remained Principals
1 1 Alternates moved up 40 Alternates moved up
24 Not Yet Ready for Command 2 8 Not Yet Ready for Command

tﬂ\ 10 Invitation Principal Candates
10 Invitation Alternate Candidates
lﬂ\ 10 Opted-out of Attending
ﬁ\ 10 Found Not Yet Ready for Command



Peer &
Subordinate
Feedback

SMAP23

Brigade CSM
328 Candidates attended
71 Opted Out

52 Found Not Yet Ready for CSM

13 0 Slots available

ALAP23
Acquisition Leaders | LTC / GS-14*

106 Candidates attended
62 mil/ 44 civ

16 Opted-Out
9 Found Not Yet Ready for Command

54 Slots available

DCHAP23

Division Chaplain*

2 0 Officers attended

5 Found Not Yet Ready for Command

7 Slots available
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94,193

responses
majority

overwhelmingly

Looks for
@ Leader attributes

@® Comptetencies

@ Counterproductive &
Ineffective leadership traits

MCAP23

Medical COL*
57 Officers attended
13 Remained Principals
9 Not Yet Ready for Command

18 Slots available

ALAP23

Acquisition Leaders | COL / GS-15*

52 Candidates attended
24 mil/ 28 civ

8 Opted-Out
9 Found Not Yet Ready for Command

29 Slots available

CCHAP23
Chaplain COL*

1 0 Officers attended

3 Found Not Yet Ready for Command
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Army Coaching Program
Executive Coaching

Coaching gave me the time and
the sessions to choose the path
that | needed, and my coach
was there to help me navigate
It. | absolutely adore my coach
and think that I'm benefiting
immensely from the coaching. i‘

LTC Audrey Hurdle
2 x BCAP Candidate

2 x Army Coaching Program particant
Battalion Command Selectee



The Army Coaching Program (ACP) addresses shortfalls in traditional leader
development processes with Executive-level Coaching through external contracted
coaches.

ACP-Executive Coaching Features

Executive Coaches Provide:
® Non-attributional sounding boards for individual development

@® Aide in understanding assessments as the Army moves towards a culture of
assessments

® Unbiased, professionally trained coaches (certified to meet the International
Coaching Federation standard)

% Participants recommend ACP
8 6 & express overall satisfaction

% Participants say ACP helped
8 0 them with their current role

Based on research, the benefits of coaching individuals and teams
include higher engagement, retention, organizational performance, and
productivity, self-awareness, increased focus on mission and organizational
objectives, improved creativity, learning, leadership capacity, self-efficacy,
and better relationships between People and departments.
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Best Fit Assessment for Majors

The Best Fit Assessment for Majors
(BFAM) is currently being revised to
nest under the Army Talent Attribute
Framework and reflect the KSBs in
demand for Major positions in the
marketplace. The revised instrument
will provide a validated assessment
of a Majors proficiency in these KSBs
and optimize talent alignment in the
marketplace.



Career Course Cognitive
Assessment Battery

Career Course Cognitive Assessment
Battery (C3AB) prototype as a self-
development tool concluded in
September 2021 after 1,200 Officers
completed the assessment. Currently,
the assessment is pending a revision
followingthecompletionofajobanalysis
survey required to gather the necessary
data to update the assessment and
align it with the Army Talent Attribute
Framework (ATAF).

The job analysis survey is projected
to be complete at the end of May 2022.
Thereafter, the assessment will be
revised and relaunched in the Fall of
2022. Captains Career Course students
currently take the C3AB on a voluntary
basis while the research continues
on the validity of the assessment as
a predictive tool. Initial research is
projected to conclude in December
2023 and the assessment will become
mandatory for all CCC students in
January 2024,





