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Most Frequently Seen Errors OER: 

-Signatures more than 14 days prior to the THRU date & sent to HQDA before THRU date  

-Missing statement from senior rater explaining lack of Soldier signature (if CAC doesn’t work 

Soldier can ink sign and mail evaluation to HRC)  

-Missing actual date after word PASS or PROFILE in APFT section  

-Missing YES or NO after HT/WT  

-Using the wrong reason for submission  

-Extended annuals reflecting more than 12 months and missing nonrated codes  

-Beginning date (FROM) overlaps with THRU date from previous report  

-Incorrect or inaccurate SSN for the rated Soldier and/or senior rater  

-Missing administrative information (i.e., Senior rater unit, ranks, etc.) Also: part III: block b-Position 

area of concentration (AOC) Code/Branch--Action required: For commissioned officers, the position area of concentration 

(AOC)/branch entry will contain, as a minimum, the first five characters of the position requirements code (such as 42B00); 

seven characters if an additional skill identifier (ASI) is needed; or nine characters if a language identification code is required; 

should be the same position code as on the ORB.  

-OER contains negative comments but is not marked as referred (box checks in Part IId)  

-Officer marked comments attached, but not physically attached, with referred OER  

-Missing # of officers senior rated (in Part VIIa)  

“Pooling”, or elevating the rating chain beyond the senior rater’s ability to know the officer, in 

an attempt to provide a box check selection protection (i.e. “Most Qualified”) for a specific 

group runs counter to the intent of the Army’s Evaluation Reporting System (ERS). Rating 

schemes based on “pooling” erode Soldiers’ confidence in the fairness and equity of the ERS and 

ultimately in their leaders who are responsible for developing and per AR 623-3, Pooling is 

prohibited. 

-Note establishing rating chains IAW AR 623-3 and counseling during the rated period helps to 

alleviate pooling concerns and can help manage the expectations of the rated Soldier and 

eliminate concerns where Soldiers feel they need IG assistance. 

-Three major forcing functions contribute to strengthening the rating chain: 

(1) The rater is the immediate supervisor to the rated Soldier. 

(2) The senior rater is the immediate supervisor of the rater. 

(3)  Policy requires rating schemes for two-star level commands (or equivalent organizations) 

and below to be approved by the next higher level Commander. 

Please DO NOT FORGET the following on OERs: 

MSAF Completion date valid within 3 years.  Also the SHARP, EO, and EEO statement such 

look as: “He fosters a climate of dignity and respect, and fully supports the EO, EEO, and the 

Commander's SHARP program.” 
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Excerpt from, Army Regulation 623–3, Personnel Evaluation: Evaluation Reporting 

System, 31 March 2014 

3–7. Rater: 

The rater has immediate responsibility for counseling a rated Soldier and directing their 

performance. 

(b) Part IV will be an assessment of a rated officer’s professionalism, performance, and 

adherence to the attributes and core leader competencies of the Army Leadership 

Requirements Model (including the APFT, height and weight entries, and entry of 

compliance/noncompliance with AR 600-9), focusing on what a leader is (attributes) and 

what a leader does (competencies) during the rating period (see ADRP 6-22). Part IV contains 

the dimensions of the Army’s leadership doctrine that define professionalism for the Army 

officer. Attributes are characteristics that are an inherent part of an individual’s total core, 

physical, and intellectual aspects. Attributes shape how an individual behaves in his or her 

environment and are aligned to identity, presence, and intellectual capacity. Core leader 

competencies emphasize the roles, functions, and activities of what leaders do. Core leader 

competencies are complemented by attributes that distinguish high performing leaders of 

character. Core leader competencies apply across all levels of the organization, across leader 

positions, and throughout careers. The Army Values, empathy, warrior ethos, and discipline are 

critical attributes that define a leader’s character and apply across all grades, positions, branches, 

and specialties. These attributes are critical to maintain public trust and confidence in the Army 

and the qualities of leadership and management needed to maintain an effective Officer Corps. 

The OER incorporates the Army Leadership Requirements Model to emphasize and reinforce 

professionalism. 

 

1. Performance evaluations are assessments on how well the rated officer met duty requirements 

and adhered to the professional standards of the Officer Corps. Performance is evaluated by 

considering the results achieved, how they were achieved, and how well the officer complied 

with professional standards. 

 

2. Raters will comment on how well the rated officer promoted a climate of dignity and respect 

and adhered to the requirements of the SHARP Program. 

 

3. Potential evaluations are performance-based assessments of the rated officer’s ability, 

compared to that of their contemporaries. 

(c) For LTCs and below (DA Form 67-10-1 and DA Form 67-10 -2), part IV will be an 

assessment of the rated officer’s performance during the rating period.  This performance is 

evaluated in terms of the majority of officers in the population. If the performance assessment is 

consistent with the majority of officers in that grade the rater will place an “X” in the 

“PROFICIENT” box. If the rated officer’s performance exceeds that of the majority of officers 

in the rater’s population, the rater will place an “X” in the “EXCELS” box. (The intent is for the 

rater to use this box to identify the upper third of officers for each rank). 
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1. Part IV, block b (DA Form 67-10-1) and part IV, block e (DA Form 67-10-2) will be an 

assessment of the rated officer’s overall performance when compared with all other officers 

of the same rank the rater has previously rated or currently has in their population. 

3–9. Senior rater 

1. In part VI, block a, the senior rater will assess the rated officer’s potential compared to all 

officers of the same rank. This assessment should be based on officers the senior rater has 

previously senior rated and those in their current senior rater population. 

a. If the potential assessment is consistent with the majority of officers in that grade the senior 

rater will place an “X” in the “HIGHLY QUALIFIED” box. If the rated officer’s potential 

exceeds that of the majority of officers in the senior rater’s population, the senior rater will place 

an “X” in the “MOST QUALIFIED” box. The intent is for the senior rater to use this box to 

identify the upper-third of officers for each rank. In order to maintain a credible profile, the 

senior rater must have less than 50 percent of the ratings of a rank in the “MOST QUALIFIED” 

top box. Fifty percent or more in the top box will result in a “HIGHLY QUALIFIED” label. If 

the rated officer’s potential is adequate, but beneath the majority of officers in the senior rater’s 

population for that grade and the senior rater believes the rated officer should be retained for 

further development, the senior rater will place an “X” in the “QUALIFIED” box. If the rated 

officer’s potential is below the majority of officers in the senior rater’s population for that grade 

and the senior rater does not believe the rated officer should be retained on active duty, the senior 

rater will place an “X” in the “UNQUALIFIED” box. 

Additional OER Information: 
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DA PAM 600–3 • 1 February 2010 
1–1. Purpose 
This pamphlet serves primarily as a professional 

development guide for all officers. It does not prescribe 

the path of assignments or educational requirements 

that will guarantee success, but rather describes the full 

spectrum of developmental opportunities an officer can 

expect for a successful career. This document also 

serves as a mentoring tool for leaders at all levels and is 

an important personnel management guide for 

assignment officers, proponents, and HQDA selection 

board members. Its focus is the development and career 

management of all officers of the United States Army. 

NOTE: DA PAM 600–3, dated1 February 2010 is a 
helpful tool for SR’s establishment of Part VI d. “list 3 
future SUCCESSIVE assignments for which this Officer 
is best suited.”  Branch specific in conjunction with 
broadening experiences. 
 
This is the latest doctrinal information until the next DA PAM 
600-3 is published. 


