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EXECUTIVE SUMMARY

(NOTE: Parenthetical references have been included in this summary to
facilitate locating appropriate paragraphs of and inclosures to the main
body of the report if further detailed information is desiFed)

-

SECTION I
BACKGROUND, PROBLEM AND METHODOLOGY

1. In 1973, with the termination of the Army's involvement in Vietnam,
the Secretary of the Army issued guidance for the peacetime application
of awards criteria for meritorious service/achievement. This guidance
stressed exceptional performance of duty, tied to specific achievements;
level of responsibility as primary criterion for type of award; and that
nonretirement end of tour awards will be limited to exceptional cases.

2. Several months of post-Vietnam criteria application have led some
major Army commanders to question the propriety of the current opera-
tional system. They have advanced several perceptions to the Vice Chief
of Staff (Incl 2). As a result of these perceptions, a study was directed
to determine if the military awards program meets the current needs of

the Army, provides equitable awards distribution to service members, and
determine if any inequities exist between the active Army and Reserve
components (Incl 3). A three-member study group, to include a Reserve
component representative, was convened in mid-January 1977.

3. Fact-finding methodology for active Army data included visits to all
CONUS major Army commands for interviews, discussions and surveys; sta-
tistical input from all MACOMS and DA Staff agencies; philosophical input
from CONUS and oversea MACOMS; and review/analysis of all MACOM, DA Staff
(and all subordinate unit/agency) supplements to the AR.

SECTION I1
DISCUSSION AND ANALYSIS OF FACT-FINDING PHASE

4, Discussions with headquarters personnel at all MACOMS plus interviews/
surveys of 329 active Army personnel, in the grades of E1l thru 06, indi-
cated that, in their perceptions, the current awards policies are not ade-
quate and integrity and pride in the current system have been seriously de-
graded. There is inconsistent application of criteria; achievement is not
being properly recognized; there are too many “"PCS" awards; junior en-
1isted personnel are being overlooked; however, recognition for retire-
ment is adequate (para 6, 7 and Incl 9).
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5. Statistical input from all MACOMS and DA Staff agencies provided
information regarding number, basis for, and results of recommendations,
by grades E1 thru 06, for calendar year 1976. This input confirmed the
perceptions gathered thru interviews and surveys (para 8 c, d and Incl 11
and 12). e

6. A review of MACOM and DA Staff supplementals revealed widespread in-
consistencies in the interpretation and application of AR 672-5-1. In
addition, some significant inequities were noted, e.g., "appropriate"
awards for retirement, based on grade; and quotas established by limiting
recommendations for certain grades.

7. Discussions, interviews and review of supplements revealed that the
US Amy Recruiting Command's Qualitative Incentive Procurement System
(QIPS) 1s creating an inequity for non-USAREC personnel. QIPS, an incen-
tive program designed to provide internal tangible recognition for re-
cruiters who exceed their objectives within USAREC, has also established
precondi tions for automatic award of the ARCOM or MSM for each 12-month
period in which the preconditions have been met (para 11). QIPS has
created morale problems among non-USAREC soldiers. Additional areas of
USAREC's policies, implementation and administration of awards have been
identified as functioning contrary to the requirements of the governing
regulations; these areas are under review by the ODCSPER.

8. The study group looked at the membership, authority, and guidelines
for the Department of the Army Senior/Army Decorations Boards. The char-
ter and membership of these boards was found to be feasible. It was found
that definitive guidance was lacking; action has been taken by ODCSPER/
MILPERCEN to provide definitive guidance to all boards.

9. The USAREUR Commander advanced several proposals for consideration
by this study group, to include stopping end of tour awards for field
grade officers. The study group agreed with all proposals except that
field grade officers should not be identified and isolated as the only
group affected.

10. Similar fact finding methodology was utilized to compare active Army
and Reserve component application of criteria. Perceptions and statis-
tical input reflected many similarities. An inequity in the Reserve com-
ponent approval authority was discovered in that active Army approval
authority is based on position and Reserve component approval authority
is based on grade. Corrective action is being taken with a proposed
change to the regulation (para 14).

11. The study group has made proposals that will provide more useful
information in periodic statistical reports to Department of the Army,
and provide an information program regarding awards criteria and admin-

* istration (para 15, 16).
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SECTION III

CONCLUSIONS AND RECOMMENDATIONS ;—

12. The current awards policy does not meet the needs of the Army and
does not provide equitable treatment to all service members (Incl 25).
Approval of the study group recommendations that were coordinated with
the major Army commands and selected Department of the Army Staff Agen-
cies will provide a new orientation in awards philosophy, to be accom-
plished by a change to the regulation. These changes will de-emphasize
level of responsibility as the primary criterion for the type of award
recommendation and emphasize level of performance that exceeds expecta-
tions. Approval of proposed recommendations will also emphasize lesser
forms of recognition when special recognition is deemed appropriate,
prohibit supplementation of AR 672-5-1 except for processing procedures,
correct the current disparity of approval authority for Army Reserve
components, provide logical quidance in consideration for and type

of award recommendation, remove the established preconditions for the
automatic award of the MSM and ARCOM and require MILPERCEN to initiate
action to change statistical format/reporting procedures, and develop

a comprehensive information program to assist in implementation of
revised criteria.

11 .




SECTION 1
BACKGROUND, PROBLEM AND METHODOLOGY

1y b

1. Peacetime awards criteria issued.

a. In 1973, with the termination of Army involvement in the Republic
of Vietnam, guidance to readjust the Army's awards policies was issued by
the Secretary of the Army. This guidance emphasized the following:

(1) Meritorious service/achievement awards are intended to recognize
individuals for exceptional performance of duty which clearly places them
above their peers.

(2) An individual is not entitled to an award simply because of his
departure from an assignment.

(3) Recommendations for awards must be tied to specific achievements/
exceptional performance that have significantly improved organizational
or Army mission accomplishment ability or significantly improved the morale,
welfare, discipline and overall effectiveness of the individual soldier.

(4) Individual's level of responsibility and type of award recommended
should be compatible.

(5) Nonretirement end-of-tour awards will be limited to exceptional
cases.

b. Uniform application of the above criteria was directad to insure the
integrity of the service/achievement awards policies. To insure a balance
between the requirement for uniform application of criteria throughout the
Army and the need to be responsive to field requirements, an awards approval
struc;gre was developed and announced in DA message 181000Z June 73 (Inclo-
sure 1).

¢. In addition to the above criteria, the CSA and VCSA have emphasized
that the awards policies should favor young officers and enlisted personnel
because of the incentive value of awards.

2. Review directed. Some senior commanders and DA officials have commented
that the Army's awards policy, to include awards to Reserve components, needs
review. These comments are based on many perceptions of commanders and staff
personnel, indicated at Inclosure 2. Based on these perceptions, the VCSA
directed a study of the Army's military awards program. The DCSPER'S task-
ing memorandum is at Inclosure 3.

3. Problem. The problem of the study group, simply stated, is to determine
if the stated perceptions are real or imagined; and if they are real, make
appropriate recommendations to correct the inequities or inconsistencies.




4. Methodology. To evaluate the perceptions at Inclosure 2, each was thor-
oughTy ana!yzeé to confirm or deny its reality.

a. Regulations, supplements and practices regarding criteria, restric-
tions, alleged discriminations and inconsistencies betweert-active Army and
Reserve components were reviewed. All CONUS major Army command headquarters
were visited to collect information from a cross-section (by grade and experi-
ence level) of knowledgeable people regarding attitudes and practices of the
actual environment, in relation to established criteria. Topics that were
discussed at MACOM headquarters are listed at Inclosure 4. Subjects that were
discussed in interviews and personal surveys are contained in Inclosure 5.

The itinerary for MACOM visits is reflected in Inclosure 6.

b. Statistical data of MACOM's and DA Staff agencies was analyzed and
compared to determine if practices are too liberal or too restrictive when
compared to DA standard, if inequities exist by grade or level of award, if
PCS awards have abused the intent of the regulations, and if any inequities
exist between active Army and Reserve components.

¢c. Information obtained as a result of field visits, interviews, dis-
cussions, survey, quantitative analysis, and subjective evaluations by study
group members has been combined, compared, and used as a basis to make ra-
tional conclusions and recommendations.

5. Assumption. This study was begun with the assumption that the rationale
for awards and decorations, as outlined in AR 672-5-1, meets the needs of the
Army. Criteria for meritorious achievement/service are based on significant
achievement or meritorious service in successive important positions. The
level of recommendation for award is keyed to the level of responsibility

of the person being recommended, as outlined in Inclosure 7.




SECTION II
DISCUSSION AND ANALYSIS OF FACT-FINDING PHASE

>
=

6. Discussions wit.: MACOM headquarters personnel. Interviews/discussions
with and correspondence from MACOM headquarters personnel have provided
some insights into the interpretation of quidance and implementation of
the Army awards policy. There is widespread belief that implementation

of the awards policy should be “tightened up" to restore integrity and
pride. The inconsistent application of the policy is recognized as an
Army-Wide problem. Achievement 1s not being properly recognized; in many
cases, an individual's performance has been such to qualify for an achieve-
ment award, but the action is delayed until PCS. This has created low mo-
rale among those affected. Other significant comments that have been ad-
vanced by MACOM headquarters personnel are attached at Inclosure 8.

7. Results of interviews and surveys.

a. During visits to CONUS MACOMS, interviews were conducted and sur-
veys obtained from 329 personnel, in grades El thru 06, in addition to the
headquarters staff personnel. There was an excellent representation of
all grades; specifically, 85 04-06, 58 01-03, 17 W3-W4, 20 W2-Wl, 60 E7-E9,
and 89 E1-E6. The information obtained is reflected in the consolidated
responses, stated in percentages, at Inclosure 9, parts I thru IIl. Sig-
nificant questions regarding existing attitudes and opinions are marked
with an asterisk. These responses clearly indicate the opinions and atti-
tudes of the interviewees to be:

(1) The current system is not adequate.

(2) There are many inconsistencies in the application of criteria.

(3) Awards should be based primarily on meritorious achievement.

(4$ Awards have lost their meaning due to proliferation, inconsistent
application of criteria and selectivity of certain grades as primary re-
cipients.

(5) The current policy for recognition at retirement is excellent.

b. It is also significant to note that questions 48 thru 53 of Part
Il and questions 64 and 65 of Part III indicate the attitudes of certain

categories of personnel regarding proper recognition for themselves as
well as other categories.

- 8. Evaluation of statistical data.

a. Statistical data was input by all MACOMS and DA Staff agencies.
Data also represents all subordinate MACOM units and DA Staff field operat-
ing agencies. The format for statistical input was designed to substantiate
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{ or deny the perceptions and attitudes reflected in discussions, interviews
and surveys. Calendar year 1976 was selected as the period of statistical
coverage due to availability of records regarding recent, completed actions.
In addition, 1976 represents a stabilized period for the app]wcatxon of
post-V1etnam peacetime criteria for awards.

b. Inclosure 10 contains consolidated information of fecommendations
and basis for recommendations, by grade of E1 thru 06, for the LOM, MSM,
and ARCOM, plus the totals of all three awards. Totals are reflected by
MACOM, DA Staff and total active Army.

c. Interpretation of recommendations is shown at Inclosure 11. In
reference to page 4, Inclosure 11, it is illustrated that total Army recom-
mendations of LOM, MSM and ARCOM for grades 04-06 in CY 1976 was 24.121 per
100 assigned strength. It is significant to note that these statistics
are based on one year only. Should these average rates of recommendations
be sustained over a three-year period, 72 percent of assigned 04-06 per-
sonnel would be recommended for an award. This clearly depicts that recom-
mendations for awards for 04-06 assigned personnel are the rule rather than
the exception. Accordingly, the same statement is valid for all personnel
in grades 01-03 (58); W3-W4 (92); W1-W2 (50) and E7-E9 (71). The only ex-
ception is E1-E6 (12). The illustration of percentages ¢f recommendations
for awards by category of grade is not to state nor imply that a quota
system by grade should be established. This illustration shows that, if
: the established criteria for award recommendations are being followed,

; the majority of all categories of personnel except the junior enlisted
personne)l (E1-E6) have rendered "meritorious service or achievement".

for all recommendations have been higher in the DA Staff agencies than in
the MACOMS, although not to a significant degree. However, when approval
rates and downgrade rates (downgrade represents approval of an award lower
| than recommended) are combined, the totals are 96 percent for MACOM's and
: 95 percent for DA Staff. Page 4 illustrates that 64 percent of all active
3 Army recommendations were submitted in conjunction with PCS and only 7 per-
f cent were based on meritorious achievement/service. The “"other" column

Eé d. Pages 1 thru 4 at Inclosure 12 illustrate that the approval rates
;

represents REFRAD, posthumous awards and non-combat heroism.

9. Summary of interviews, surveys, and statistical data. Analysis of inter-
views, surveys, and statistical data indicate existing attitudes, current
environmerit, and actual implementation of the awards policy to reflect in-
adequacies of the system, inconsistencies in application and implementation
of criteria, substantial proliferation, majority of awards at PCS, and
discrimination by grade. The question regarding why the above situation
exists may be explained as a result of an analysis of a review of MACOM,

DA Staff and subordinate supplements to AR 672-51, discussed below.




10. Evaluation of supplemental review. MACOM, DA Staff and subordi-
nate supplements to KE 672-5-1 were reviewed. This review confirmed per-
ceptions of widespread inconsistencies regarding interpretation, applica-
tion and implementation of AR 672-5-1. There is little emphasis on rec-
ognition of individuals for significant achievements, levefs have been
established as the "appropriate" recognition for retirement or reassign-
ment based on grade, and minimum quotas have been established by limit-
ing number of recommendations by grade. Inclosure 13 contains a detailed
list of inequities. The local supplementation of AR 672-5-1 should be
prohibited except for DA Staff and major Army command procedures for pro-
cessing award recommendations. When supplements are issued, Army Staff
agencies and major Army commands should furnish one copy of each to HQDA
(DQPC-MSS-AP). 200 Stovall Street, Alexandria, Virginia 22332 for review
and comment.

11. Inequities of the US Army Recruiting Command awards policies.

a. During interviews and discussions at the MACOM's, several refer-
ences were made to awards policies within the US Army Recruiting Command
that are creating inequities for the remainder of the Army. A review of
supplements indicated that USAREC's Qualitative Incentive Procurement Sys-
tem (QIPS), a system designed to motivate the recruiting force to exceed
recruiting objectives and to provide tangible recognition of accomplish-
ments in the form of trophys, letters of commendation, various levels of
recruiter badges, certificates of achievement, promotions and various other
forms of recognition, has also been permitted to become the basis for auto-
matic awards of the ARCOM and MSM. This is in violation of the criteria
for awards for meritorious service and/or achievement established by
AR 672-5-1.

b. At Inclosure 14 is an illustration of QIPS credits required for
automatic receipt of various awards. It is noted that the Gold recruiter
badge requires more QIPS points than the ARCOM or MSM. In addition, during
a normal recruiting assignment, a recruiter may be awarded the ARCOM or MSM
each time he/she accumulates the required number of QIPS points during a
12-month period and may elect which award he/she prefers to receive. The
information at Inclosure 15 supports the computation of points for automatic
award of the ARCOM or MSM simply for doing one's job and meeting or exceed-
ing established recruiting objectives.

c. Granting awards should be the exception rather that the rule.
Recruiters may be awarded duplicate and triplicate recognition for the
same achievement. They accumulate promotion points for each award. The
award of MSM's and ARCOM's by virture of sufficient points is creating
morale problems among non-USAREC soldiers who perform exceptionally well
but are not recognized for their efforts with an award. The consensus
of the personnel interviewed was that USAREC is abusing the only form of
visible and tangible recognition that exists for themselves and the re-
mainder of the Arny. The system is not equitable for promotion and
assignment considerations. Additional areas of USAREC's policies,
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implementation and administration of awards have been identified as
functioning contrary to the requirements of the governing regulations;
these areas are under review by the ODCSPER.

! 12. A corations Boards. Inclosure 16 illustrates orgfhization.
mlmborsE!p and authority of the Department of the Army Awards Decora-
tions Boards. The charter and membership of the Senior Army Decorations
Boards and the Army Decorations Boards were found to be feasible. The
boards are composed of fully qualified personnel and represent the com- %
bat arms, combat support and combat service support branches. It was
found that definitive guidance was lacking; action has been taken by

ODCSPER/MILPERCEN to provide definitive guidance to all boards.

13. Suggestions by USAREUR Commander. At Inclosure 17 is a 15 March
1977 message from %G. USAREUR to the DCSPER in which it is suggested to
provide more recognition for junior officers and enlisted personnel,
place more emphasis on achievement, continue retirement awards, and
stop end of tour awards for field grade officers. Analysis of data

for this study has indeed revealed the need to provide more recogni-
tion for junior officers and enlisted personnel. More emphasis should
be placed on individual achievement and less emphasis on "end-of-tour"
service awards. It is agreed that the current policy for recognition
at retirement is excellent. 73 percent of the active Army interviewees
also agree. It is generally agreed that end of tour awards should be

: stopped except for retirement; however, in fairness to all personnel,

; field grade officers should not be identified and isolated as the only ;
group affected. g

14. Comparison of Active Army and Reserve Component Programs.

a. Several headquarters and units of the ARNG and USAR were visited
and interviewed similarly to the active Army. Visits were made to State
Adjutant General Offices, Army Reserve Commands (ARCOMS) and subordinate
units. 149 persons were interviewed, representing all grades (E1-06).
The results are attached at Inclosure 18.

b. A1l Reserve Component Commands submitted their award statistics
and award actions for CY 1976. (inclosures 19 to 21).

ity




C. The perceptions of members of the Reserve components were similar
to those of their Regular Army counterparts. The Reserve components per-
sonnel feel that more awards/recognition should be given to all members of
the Reserve components in comparison to current RC data. This does not
mean they want unwarranted proliferation of awards to the extent they lose
their meaning. There is a belief by all grades surveyed that junior en-
1isted personnel are not roceiving appropriate recognition, The majority
of individuals surveyed were not familiar with command awards policies.

d. The Reserves component members did not believe there was discrimi-
nation based on grade, sex, or race but the award statistics tend to show
there is discrimination based on grade. Example: The Legion of Merit was
recommended for only 92 members of the RC. Ninty-four percent were for
Colonels (06), and the reasons for the awards were for retirement in all but
16 cases. Recommendations for the Meritorious Service Medal were made pri-
marily for senior commissioned, warrant and non-commissioned officers.

While the Army Commendation Medal was awarded to all grades above E-3, the
statistics show that only one person below E-3 (E-1) was recommended for an
award for achievement.

e. The basis for awards among the Reserve components is: Achievement/
Service (68%), Retirement (16%), PCS (10%), ETS and other (6%). The reason
for few awards for PCS can be explained in that Reserves do not formally PCS
1ike their Regular Army counterparts. If a person changes his unit of assign-
ment in the Reserves, it is because he moves to another community or accepts
a position of greater responsibility.

f. The statistics on awards show a tendency by the RC to recommend
individuals only for those awards that can be approved by their commands,
except for retirement. For example, General Officer Commands (GOCOMS),
commanded by a Brigadier General, had only submitted recommerdations for
ARCOMS while members of an Army Reserve Command (ARCOM), commanded by a
Major General, had submitted recommendations for both the Meritorious Ser-
vice Medal and ARCOM. There should be emphasis to insure that achievement
is recognized at the level a?propriate to the achievement rather than at
the level of command approval authority.

g. The Reserve components, 1ike the Regular Army, support awards for
retirement. As one person stated "It brings happiness to a sad occasion."
It is felt that this award creates strong support for the Reserve program.

h. The major Reserve Commands interviewed have established awards
boards to act on and make recommendations to the Commander. The awardas
boards are composed of senfor officers and an enlisted person is added in
cases involving enlisted recommendations. These boards meet anywhere from
once a month to quarterly, depending on command policy or the number of
recommendations received.




i. In reviewing AR 672-5-1, and in the discussions with the active
Army MACOMS, it was noticed there is a difference in the approval authority
for Regular Army and Reserve generals. Active Army approval authority is
based on position; Reserve component approval authority is.based on grade.
This inequity has been recognized and action is being takeg to correct it
with a proposed change to the regulation.

J. The awards programs differ between the Army Nationa\ Guard and
Reserves. The Army National Guard has two systems for recognition, e.g.,
the Army Awards program and State recognition. The latter is used to re-
cognize acts that occur during state emergencies or state duties that would
not qualify under the provision of AR 672-5-1. This is a good morale builder
for members of the ARNG.

k. The Chief, Army Reserve, has encouraged the Reserves to make full
use of the Army Awards policy and to look for other means for recognizing
deserving individuals within the local communities, e.g., the Jr. Chamber of
Commerce Man of the Year, etc.

15. Proposed change in statistical reporting.

a. The current DA Awards statistical report is inadequate, unmanageable
and is neither meaningful nor properly evaluated. The formal results of
comparable ratings of reporting MACOM's and DA Staff activites are receiving
an overemphasis on token compliance -- that is, by striving to look as if
they are meeting their standards rather than identification of operating
level v:riances and inconsistencies within areas of responsibility. (See
Incl 22).

b. The DA Army Study team developed a (test) form (Incl 23) for gather-
ing award statistical data which assists in identification of operating level
application of AR 672-5-1. Use of the revised form would provide quantita-
tive data within grades, criteria and frequency of submissions on a compara-
tive basis within each operating level which can be effectively summarized
to detect trouble spots almost instantly, without reviewing every facet of
day-to-day operations. The manager need only look for variances and depart-
ures from established criteria.

16. Need for education/information. During the conduct of interviews,
discussions and surveys for this study, there was a widespread demon-
stration of a lack of understanding of awards policies, philosophy,
criteria and administration. The majority of junior officers and mid-
level non-commissioned officers were not familiar with their own command
awards policies. The Army must be re-educated on the value of the awards
policy. All soldiers must be educated to believe that, regardless of
sex, race or grade, they can be rewarded for their accomplishments; and
if their performance exceeds job requirements an award may be forthcoming.
The value of the awards system is dependent upon recognizing job perform-
ance and not the level of responsibility. A comprehensive information
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program should be initiated to provide information regarding revision of
philosophy and criteria. This program should include but not be 1imited
to the Army Commanders' Conference, information packets for certain TRADOC
service schools and release of news articles in several publications.

17. Coordination of recommendations with MACOMS/DA Staff géngjgg.

a. On 27 April 1977 an in-process review was presented to the DCSPER.
The conclusions at paragraph 18 and Inclosure 25 and the recommendations at
Inclosure 24 were presented. The DCSPER agreed with conclusions and pro-
posed recommendations; however, he directed that proposed recommendations
be coordinated with or A commanders and selected Department of the
Amy Staff agencies prior to briefing for the VCSA.

b. At Inclosure 24 are shown the DCSPER-approved recommendations,
with rationale, that were sent to all major Army commands, the Reserve
components and selected Department of the Army Staff agencies. Also at
Inclosure 24 are the responses. Coordination resulted in concurrence
with all recommendations except as noted below:

Paragraph Nonconcurrence

1A TRADOC (22 of 27
Field Commands concurred).
Eighth Army
DA Military Operations (DAMO)

1C A1l major Army Commands
(17 of TRADOC's 27 Field Commands
concurred).
DA Military Operations (DAMO)
Director, Womens' Army Corps

1E Communications Command
3 Communications Command
¢. Reasons for nonconcurrences:

(1) Paragraph 1A: TRADOC states that inherent to higher levels of
responsibility are more significant ‘achievements/accomplishments contri-
butions, and that performance must be weighed against the level of respon-
sibility. Eighth Ammy states that level of responsibility has been the
most important criterion available in determining type of award. It is
often the only criterion. Performance, impact and benefit of achievement
are too subjective to supplant level of responsibility as the determining
factor in type of award decisions. DAMO states that a balance must be
- established between achievement and level of responsibility in determining

30 type of award. Neither element can be disregarded in this determina-
on.
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i (2) Paragraph 1C: Collective comments by MACOMS indicate attitudes
to be: Number of awards would be increased for those who participate in
special projects or exercises. Consistently outstanding performance of
normal garrison type duties would not be recognized. Commander must
maintain his option of rewarding personnel for outstandingr:ervice Ex-
ceptional performance on collective actions would justify “recognition |
for service. The return the Army realizes from rewarding personnel j
with a tangible medal for doing a praiseworthy job far outweighs any
fnequities or inconsistencies that may exist in the current system of
meritorious service awards. Many officers and enlisted personnel never
have an opportunity to perform a sigle task which would possibly make
them eligible for a achievement award. The "fix" should be to strengthen
the existing criteria and require compliance with it on the part of awards
approving authorities. It is important to retain peacetime meritorious |
service awards as a means to recognize individuals who regularly perform
their duties in an outstanding manner but never complete a major accom-
plishment of such magnitude to justify a meritorious achievement award.

mm—————

(3) Paragraph 1E: Communications Command's nonconcurrence is based 1
on a statement that five worldwide subordinate commands with award approval '
authority should be permitted to control suspense and administrative matters
unique to their respective areas.

(4) Paragraph 3: Communications Command's nonconcurrence is based
on a statement that upgrade and downgrade colums distort total numbers
of awards approved for each category.

d. Considerations of nonconcurrences:

! (1) Paragraph 1A: Also inherent to higher levels of responsibility
1 are higher expectations of gorfomance. thereby de-emphasizing level of
2 responsibility criterion. Performance compared to expectations, regard-
B less of level of responsibility, should become the primary criterion for
service or achievement. The term "level of responsibility" is not a con-
sideration within United States Code, Title 10 and Executive Orders/Gen-
eral Orders for award criteria of the Legion of Merit, Meritorious Serv-
ice Medal and Army Commendation Medal. Criteria does state, "all members
of the Armed Forces are eligible".

(2) Paragraph 1C: There were many reasons for the recommendation to
eliminate awards for peacetime meritorious service except for retirement,
REFRAD (Officer), ETS (Enlisted) and posthumous awards. The reasons are
contained in a thru g below; however, the complete nonconcurrence by all
major Army commands and by two of the eight DA Staff agencies contacted,
plus the "legally objectionable" response by the Office of the Judge
Advocate General, has caused the study group to withdraw the recommenda-
tion contained in paragraph 1C, Inclosure 24.
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(a) The DA Message (Inclosure 1) in mid-73, dispatched worldwide, i
provided guidance for the peacetime application of awards criteria. Spe- g
cific guidance was that an individual is not entitled to an award simply i
because of his departure from an assignment and that nonretirement end-
of-tour awards will be limited to exceptional cases. &

(b) Commander and staff perceptions of Army awards policies (Inclo-
sure 2) were primarily caused by proliferation and abuse of guidance pro-
vided by DA Message mentioned above.

(c) Consolidated comments of MACOM headquarters personnel were ﬁ
also advanced (Inclosure 8) because of abuse of specific guidance of men-
tioned DA Message.

(d) 82 percent of active Army respondents indicated that an indi-
vidual should not receive an award because of PCS (Inclosure 9, question 7).
Further breakout of this question, by grade, is 04-06, 93 percent; 01-03,
88 percent; W3-W4, 82 percent; W1-W2, 73 percent; E7-E9, 79 percent; and
E1-E6, 75 percent.

(e) CINCUSAREUR provided recommendation to study group that end-
of-tour service awards should be terminated for field-grade officers,
and that awards for clear cut and supportable instances of achievement
should be continued for all personnel (Inclosure 17). The study group
agreed with stated rationale, but felt that field-grade officers should
not be isolated as the only group affected.

(f) 86 percent of Reserve component respondents indicated that an
1nd1¥:dua;)shou1d not receive an award because of PCS (Inclosure 18,
question 7).

(g) Abuses and liberalization of awards pnlicies have created an
expectation of an award at PCS by 64 percent of active Army respondents
(TncTosure 9, question 16) because it is "customary".

(3) Paragraph 1E: Communications Command provided the only noncon-
currence. Reason is not considered significant as unique administrative
quidance could be provided by the major command if administrative supple-
mentation is required.

(4) Paragraph 3: Communications Command provided the only noncon-
currence. Upgrade and downgrade columns do not distort but provide
additional information for those recommendations not approved.

e. The CINCUSAREUR's message at Inclosure 24 states, "A standardized
and enforceable awards program that will restore the prestige of an award
- and insure that only the most deserving personnel are recognized is most ;
welcome." Approval of the study group recommendations will provide such ;
a program.
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SECTION 111
CONCLUSIONS AND RECOMMENDATIONS

18. Conclusions. Comparison and correlation of all sources of infor-
mation for this study result in the conclusion that the current awards
policy does not meet the needs of the Army and does not provide equit-
able treatment to all service members. Inequitable approval authority
that exists between the active Army and Reserve components should be
corrected. At Inclosure 25 is a detailed list of conclusions, based
on receipt and analysis of facts.

19. Recommendations.

a. Based on the foregoing discussions and conclusions, it is
obvious that positive action must be taken to restore integrity and
pride to the Army awards policy. Inclosure 26 contains detailed
recommended changes to AR 672-5-1 that will:

(1) Establish emphasis on performance that exceeds expectations
as primary criterion for achievement/service and eliminate level of
responsibility as primary criterion for type of award.

(2) Use Certificates of Achievement, Letters of Commendation and
Appreciation for special recognition for which an award or decoration
is not appropriate.

(3) Prohibit supplementation of AR 672-5-1 except for publication
of award processing procedures.

(4) Correct the current disparity for approval authority for Army
Reserve components.

(5) Provide logical guidance in considerations for award recom-
mendation.

b. Prohibit establishment of preconditions for Department of the
Army awards.

C. MILPERCEN initiate action to change statistical format and
submission requirements.

d. MILPERCEN initiate action for a comprehensive program to pro-
vide information regarding revision of philosophy and criteria.
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1.

enough to meet the needs of the Army.

.

COMMANDER AND STAFF PERCEPTIONS OF ARMY AWARLS POLICIES

The current awaras criteria contained in AR 672-5-1 are not equitabie

&
&

“Other commands" are not following publishea guioeline?; they are too

generous, thereby deflating the value of awards.

3.

Application of the awards policy is too liberal in service versus

achievement criteria.,
S !

a.
5.
by
6.

Application of thé awards policy is too restrictive by grade.
There are inequities in recognition of meritorious service/achievement
grade - junior officers and junior enlistea personnel are being overlooked.

Some commands/agencies provide daiscrimination by grade, position, and

level of award.

7.

Service award has become an expected end-of-tour “door prize" at PCS

rather than being based on clearly exceptional performance of duty.

b. Distribution of awards for Reserve Component personnel, when compared
to Regular Army, is not equitable.

9. Eligibility criteria for awards for Reserve Component personnel are not
consistent.

10. Approval authority between active Army and Reserve components is not
consistent.

Incl 2




DEPARTMENT OF THE ARMY
OFMICE OF THE DEPUTY CHIKF OF STAFF FOR PERSONNEL

WASHINGTON, D.C. 20310

; 17 DEC 1976
DAPC-MSS-A &

SUBJECT: Study: Army Awards Program

MEMORANDUM FOR: CG MILPERCEN

1. PURPOSE. To conduct a study of the Army's military awards
program. The study results will be used to insure that the
military awards program meets the current needs of the Army and
provides equitable awards distribution to service members. This
is a management study.

2. REFERENCES.
:. AR 5-5, The Army Study System.
b. AR 672-5-1, Military Awards.
c. CSA Weekly Summary
d. Charter, Army Decorations Boards.
e. Policy and Precedent Files, Military Awards Branch
3. STUDY SPONSOR. DCSPER.
4. STUDY AGENCY. MILPERCEN.
5. OCSA STUDY MONITOR.
6. TERMS OF REFERENCE.
a. Problem. Some senior commanders and DA officials have
commented that the Army's awards program, to include awards to

reserve components, needs review, with such review to include
updated program objectives.

b. Objectives.

(1) Determine whether the current awards system meets the
needs of the Army.




DAPC-MSS-A
SUBJECT: Study: Army Avards Program

(a) Analyze need for awards program according to categories as follows:
t

Lover-grade enlisted (El - ES)

Staff Sergeant - Master/First Sergeant

Sergeant Major/Command Sergeant Major

Warrant Officers

Company Grade Officers

Field Grade Officers (0L-05)

Colonels

(b) Analyze awards statistics to determine how the awards program is

applied Army-wide (ALARACT) and statistics for Army personnel assigned to

Joint and combined commands.

(¢) Review criteria for awards to insure consistency and adequacy of
pudblished guidelines.

(d) Determine if the awards program is too liberal, too restrictive,
or appropriate to meet the Army's needs.

(2) Determine whether the current awards program provides equitable
distribution of awards to service membders.

(a) Determine whether junior members (01-03; WOl-CW2; E1-E3) are getting
an appropriate share of awards.

(b) Determine whether senior members (O4-06; CW3-CWk; ET-E9) are getting
an appropriate share of awards.

(¢) Analyze awards statistics to determine whether awards policies are
consistent between reporting commands.

(d) Review local supplements to AR €72-5-1 to<ns1:XMLFault xmlns:ns1="http://cxf.apache.org/bindings/xformat"><ns1:faultstring xmlns:ns1="http://cxf.apache.org/bindings/xformat">java.lang.OutOfMemoryError: Java heap space</ns1:faultstring></ns1:XMLFault>