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FY17 Promotion Summary & Keys to Promotion Success
This issue of the HR Beacon provides guidance and statistical information regarding the community’s FY17 promotion results for the AC, FTS and SELRES.  Specifically, this issue will highlight the most relevant community values which are the strongest predictors for promotion to the next paygrade.
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HR Community Values:  The community has identified six community values.  First and foremost, there is no substitute for sustained superior performance.  This, above all else, is the benchmark for success.  The other factors are: milestone completion, master’s degree (HR preferred), HR certification, HR proven subspecialties (SSPs) for AC and FTS and joint education and tours.  HR Officers will attain many of the community values as they move through their careers; however, sustained superior performance is most critical for promotion success.  Provided a similar level of performance, attainment of HR community values could serve as a tie-breaker.  Detailed statistics of the six HR community values, for selects and non-selects, are provided on the HR NPC website:
 http://www.public.navy.mil/bupers-npc/officer/Detailing/rlstaffcorps/HR/Pages/default.aspx

These statistics are also posted on the HR Community Portal at:  LCDR	  /  CDR  /  CAPT

Note:  Although not listed as official community values in selection board convening orders, HRCOE course attendance (Intro, Intermediate & Advanced) and HR Community involvement (EB/BOD participation, etc.) are also valued.

Competitive Fitness Reports:  The most important predictor for promotion continues to be sustained superior performance effectively documented in fitness reports.  The strongest signal to the board is “hard breakouts” with supporting “soft breakouts.”  “Hard breakouts” are found in blocks 42 and 43, and reflect the officer’s ranking among all officers in the same designator, component and paygrade with the same reporting senior.  In many cases, HR Officers are “1 of 1” with no immediate HR peers to be “hard ranked” against.  In this case, “soft breakouts” are critical to communicate to the board how an officer stacks up against peers in different designators/components/Services.  “Soft breakouts” are communicated in block 41, affording reporting seniors an opportunity to compare the officer to larger groups than his/her immediate competitive category at the command.

Ensuring an Accurate Record:  An officer’s official record, particularly the Officer Summary Record (OSR), is the primary information used by selection boards.  An accurate record that reflects all qualifications and accomplishments is paramount.  Your OSR should reflect your educational credentials, subspecialty codes, AQDs (e.g., HR CCAs, JPME, leadership tours and milestone completion), service schools attended, special qualifications, Navy Officer Billet Classifications (NOBCs) and personal decorations.  Proven subspecialties are indicated with a Q suffix (master’s degree plus follow-on experience) or an R suffix (multiple experience tours in the same area).  An officer’s record is the responsibility of the officer; an incomplete or incorrect official record sends a negative message to the board.  

Above Zone Selection:  It is possible for officers with very competitive records not to be selected on their first look.  This is a testament to the tremendous depth of talent in the HR community!  Consequently, it is possible for some of these officers to be selected above zone.  Officers experiencing a failure of selection (FOS) should continue striving for sustained superior performance and focus on attaining additional qualifications and exposure to additional community values prior to the next promotion cycle.

Remember:  The most important distinction for promotion and milestone selection is sustained superior performance in jobs with increasing scope of responsibility and clear “soft” and “hard” breakouts.  While statistics are useful, it is an officer’s entire record (FITREPs + community values) compared to peers that matters.  Often an officer can help improve his/her record by adding community values, but the officer who has a combination of strong performance in demanding positions and many of the HR community values will have the best opportunity for promotion and milestone selection!
The bar graphs below represent the percentage of those FY17 selects who had each of the community values (beyond sustained superior performance) by paygrade and component.  Some values are divided into sub-components (masters/HR masters and joint tour/JPME I/JPME II/JQO).  However, for the stats in the yellow boxes, any masters and joint progression (tour or JPME I) was counted once toward the averages.
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Note:  Milestone percentages reflect officers who completed their Milestone by date of the promotion board, but not officers who were serving in milestone assignments.  IA/GSA previously reported as a community value (still valued, but reduced opportunities).  It is presented in data above to ensure consistency across all three components and to support comparison with historical promotion statistics.  

[bookmark: _GoBack]The HR Community is made up of many talented Officers.  Amongst this already competitive pool, those Officers demonstrating sound judgement and sustained superior performance, especially in milestone/command, are accomplishing the most important community values.  Attainment of additional community values commensurate with rank and maintaining an accurate record also help officers compete for promotion.

POCs for this HR Beacon are HR OCMs:  CAPT Steve Milinkovich at steven.milinkovich@navy.mil and LCDR Matt Mooshegian at matthew.mooshegian@navy.mil.  HR Beacon POC is CAPT Theresa Lewis, hrcoe@nps.edu.  
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AC CAPT: Selects Averaged 5.6 vs Non-Selects Averaged 4.1

FTS CAPT: Selects Averaged 5.0 vs Non-Selects Averaged 2.9

RC CAPT: Selects Averaged 3.3 vs Non-Selects Averaged 1.9
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AC CAPT: Selects Averaged 5.6 vs Non-Selects Averaged 4.1

FTS CAPT: Selects Averaged 5.0 vs Non-Selects Averaged 2.9

RC CAPT: Selects Averaged 3.3 vs Non-Selects Averaged 1.9
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AC LCDR: Selects Averaged 1.9 vs Non-Selects Averaged 1.1

FTS LCDR: Selects Averaged 1.8 vs Non-Selects Averaged 1.0

RC LCDR: Selects Averaged 1.2 vs Non-Selects Averaged 0.3
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AC CDR: Selects Averaged 3.8 vs Non-Selects Averaged 3.1

FTS CDR: Selects Averaged 4.0 vs Non-Selects Averaged 3.0

RC CDR: Selects Averaged 2.4 vs Non-Selects Averaged 1.6


