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Introduction

"Everyone should be treated fairly but not necessarily
equally”. In this capitalistic systemthe quote above
seens to apply very well. The USMC applies this phil osophy
t hroughout its commands: People who work hard deserve
speci al recognition however, sone believe that the Marine
Corps’ equity and pronotion systemis not fair. The pay
and pronotion systemthe Marine Corps has in place does
have its faults but it is still the best system because it
takes into account various factors mainly overal
performance and duty sel ection which ensures that we retain
our best and brightest.

Pay

The Departnent of Defense Financial Managenent
Regul ation “directs financial managenent requirenents,
systens and functions for all appropriated working capital,
revolving and trust fund activities. |In addition, it
directs statutory and regulatory financial reporting
requirements?”. This regulation defines all of the
stipulations that are associated with pay for Departnent of
Def ense (DOD) personnel. Internal pay inequity does not

really exist due to the way this system worKks.

! Department of Defense 1992



Basic pay is the base |ine pay an individual receives
that is based on his/her rank and tine in service. The
current pay table for DOD personnel can be found at

http://www.dfas.mil/money/milpay/pay/2004paytable.pdf.

Looking at this table and take a captain for exanple, one
can see that an 03 with over six years of service will get
t he basic pay of $4069.50 a nonth. Now that’'s every
individual in DOD. There is really no question as to
whether there is a pay inequity because the pay has been
set. There are particular billets which require nore
effort and work than others (even those of higher rank) and
there are other billets that require nore tinme and effort
than m ne (even those of | ower rank), but the bottomline
is despite the billet, everyone in the sanme rank gets paid
t he sanme anount.
Promotion

Pronmotion to the next rank increases an individual’s
pay and is decided by a pronotion board. However, there
are certain service tine limtations associated with sone
rank. For exanple, if captains do not get pronpoted to the
next rank of Major in a certain amount of tine, then they
will be forced out of service. Therefore, it is in one’'s
best interests to do the best he/she can to get pronoted,

one for pay purposes and two for those who want to nmake it



a career, they nust get pronoted within their service
[imtations.

The m ssion of the Pronotion Branch of the Mrine
Corps is to, “conduct regular boards in order to ensure
every Marine (officer and staff noncomm ssioned officer)
has a fair and equitable opportunity for advancenent to the
next grade. Provide support operations for accurate,
timely, and quality service associated with all aspects of

"2 There are

the officer and enlisted pronotion processes
many procedures that Marines nust go through to ensure that
they remain conpetitive for pronotion
The How

The board consists of about twenty-one nenbers who
screen an individuals fitness reports and review the
billets in which they have served. This is where the type
of billet (and where) one served cone into play. The
fitness report is an evaluation tool that is used to
measure one’'s performance (Mrine Corps Perfornmance and
Eval uation System3 It is a conbination of two of the
per f ormance apprai sal systens, the trait system and

conpari son system* These two systens are used widely in the

civilian sector but they are rarely conbined as they are

2 Marine Corps Manpower Management, 2003
® Marine Corps Performance and Evaluation System, 2003
* Martocchio, 2001. p. 135



here in the USMC s exanple. The trait system anal yzes
certain traits such as performance, | eadership under
stress, devel opi ng subordi nates, education, etc. The
conpari son systeminvolves the ranking of individuals in an
or gani zati on agai nst one anot her.

The job description is key because a nmmjor section of
the fitness report deals specifically with duties
performed. In this section the Reporting Senior (RS) and
Marine Reported On (MRO will document the
duties/responsibilities. The RS will neasure and outline
t he acconplishments of that MRO based on the bill et
description. (Wthin fifteen days of a new RS to MRO
rel ationship, the RS nust outline the job description to
t hat MRO.)

The Manpower Branch of the Marine Corps conducts the
j ob anal ysis and nmakes eval uations regarding the billets.
They determine if the billets involve nore effort, tine,
intellect, stress, etc. Another inportant factor is where
the billet is |ocated. Marines are expected to serve
overseas or to serve on deployable units. Those
i ndi vi dual s who continuously obtain billets that are in the
United States and who have been non-depl oyable will | ose
status in relation to other Marines who have served

overseas regardl ess of perfornmance.



The Pronotion Branch will see where a particul ar
Marine has served, and they will take into account the
anal yses and eval uati ons that have been conducted by
Manpower. This is where they align one’s performance in
respect to the billet. Manpower has determnm ned, for
exanple, that being a Drill Instructor nerits specia
consideration. Those individuals receive priority over
others even if their overall performance does not | ook as
good as that of soneone else. Marines are al so supposed to
seek diverse billets. Individuals who choose to remain in
certain billets may hurt their chance for pronotion.

Throughout a Marine’'s career, he/she will have several
RSs and Reviewing Oficers (RO. The ROis two |levels up
fromthe MRO The board will | ook at how each of the RS s
ranked the designated Marine in relation to other Marines
that the RS observed in that rank. They will al so consider
how t he RO conpared that MROto other Marines in that sane
rank. The RO has a “Christmas” tree on which he/she wll
pl ace the MRO. The board will |ook at the patterns
associated with this Marine. [|f a Marine continuously
receives high marks fromeach of his RSs’ and he is
constantly near the top of the ROs’ Christnmas trees, then
t he board can probably nake a pretty good assunption

regarding this Marine s perfornmance.



Moreover, if a Marine perfornms well constantly,
chances are his/her profile will |ook pretty good. |If
there is a case of | ow perfornmance with respect to one RS,
the overall trend is what wll be | ooked at. The board
knows that every now and then a personality conflict or
will arise. Again, they are nore concerned with overal
trends. In addition to this, Marines nust also do many
things on their own to ensure they are on track for
pronotion. For exanple, they nust nmintain a good physical
fitness score, good rifle and pistol scores, maintain a
good mlitary appearance (a photo nust be subnmitted to the
board), finish their required Professional Mlitary
Education (PVME) etc. This also ensures that there is
equity, because it is the individual Mrine's
responsibility to ensure he/she can do the best they can as
i ndi vidual s to conply/excel at these requirenents. Oten
i ndi viduals do not get pronoted because they are deficient
in these areas or they omt themconpletely. The board
will not even | ook at a package if there is a fitness
report gap. It is the individual Marine's responsibility
to ensure that there is a conplete chronol ogi cal history of

hi s/ her performance available to the board.



The Key

The key to getting pronoted is performng well in any
billet. The m ssion of Manpower is to address the needs of
the Marine Corps. The individual’s needs are second to
that. Most of the tine the individual’s and Marine Corps’
needs neet sonewhere in the mddle. WMnpower does a good
job at ensuring they offer the variety of billets that are
required for an individual to remain diverse. Perform ng
wel | by always acconplishing the m ssion and taking care of
one’s Marines along with ensuring that one remains
depl oyabl e and diverse is the key to pronotion. It is not
a nystery and nost of the tinme when soneone does get passed
over, it is easy to determine why and has little to do wth
inequity and nore to do with that individual’s choices
and/ or unsatisfactory performance trends.

Another System?

The current systemin place for pronotion is as fair
as it can be. There are, of course, exceptions to every
rule but this has to do with being human. Sonetines peopl e
shoul d not be pronmoted and vice versa. |t does happen but
not often. The current systemthat is in place does an
out standi ng job. The argunment has been nmade in regards to
just using soneone’s statistics but there is nmuch nore to a

Marine than just whether he can run fast, shoot well, take



good tests, |ook good in uniform etc. Wether he/she can
|l ead Marines is the key and that is what the current system
addresses, an overall picture.
Conclusion

One might feel as though they rate nore pay than
sonmeone senior in rank to them but the bottomline is that
is the pay systemthat the individuals signed up for. The
Pronoti on Branch does a pretty good job at ensuring equity
in the pronotion system As was denonstrated, the
pronotion process falls on that individual Mrine. Hel/she
nmust performand remain diverse to be conpetitive for
pronotion. They nmust al so ensure that the job description
used for evaluation is clear and understood by both
parties. The Manpower division assigns individuals based
on the needs of the Marine Corps. They conduct the job
anal ysis and eval uation of certain billets to determ ne
whi ch ones nerit nore consideration than others. Manpower
al so do an excellent job of ensuring they fulfill the needs
of the Marine Corps and keep Marines conpetitive for
pronotion by offering the right billets. There are cases
of inequity that arise, but that will happen in any system
t hat has human invol venrent. For the nost part though,

performance in the | eading of Marines and renai ni ng diverse



and on top of your personal statistics will al nost

assuredly lead to pronotion to the next rank.

10
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