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Talent wins. Winning matters. 







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 path to 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 aimpoint is 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.

The development of a 21st Century Talent Management System rests on the innovations 
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 organizational readiness. 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.”

Introduction
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Major Milestones



2





4



5

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.

Army Talent Attribute Framework 
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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 repor ting from the workforce on what 
KSBs are critical for success in a duty position

Job Analysis aims:
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The ATAF consists of 7 Talent Domains, 43 Talents & 195 KSBs
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ATAF The Army’s Common Language for Talent
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Talent Managment in 
Professional Military Education

The Army People Strategy Military Implementation Plan (APS MIP) 
emphasizes that “The ar t and science of talent management is incorporated 
into Army [Professional Military Education (PME)], thus building shor t and 
long term readiness while promoting a culture of lifelong leader development.” 
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 par tners 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.



10

Talent Managment in 
Professional Military Education
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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 par tners 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 cohor ts 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 impor tant 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.

Talent Assessments Strategy
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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 ser ve in  centrally-selected leadership posi tions 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. 
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Senior leader insights (i.e., evaluations) remain critical 
to informing decisions about future commanders and 
key leaders (i.e., most heavily weighted variable).
CAP provides additional candidate insights important for decision makers.

CAP complements the legacy Central ized Selection List  (CSL) process by 
incorporating addi tional  relevant information about a  leader’s  psychometric 
assessments,  cogni tive and non-cogni tive abil i ties,  wri t ten and verbal 
communication skil ls,  peer  and subordinate feedback,  and physical  f i tness.

Height/Weight is 
screening event only

Panel considers all
assessment results



LTC Reginald Williams
CCAP Candidate

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.
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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.

CAP Statistics
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*The first time this group was assessed was during CAP 23.
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Army Coaching Program 
Executive Coaching

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

LTC Audrey Hurdle
2 x BCAP Candidate

2 x Army Coaching Program particant
Battalion Command Selectee
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Army Coaching Program 
Executive Coaching

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

ACP-Executive Coaching Features

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 depar tments.

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 
& express overall satisfaction 

Participants say ACP helped
 them with their current role
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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.

Best Fit Assessment for Majors
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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 
following the completion of a job analysis 
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.

Career Course Cognitive 
Assessment Battery
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The 1SG TAA is a decentralized “job placement” tool designed to give 
leaders additional relevant, objective data when assigning First Sergeants 
and other critical senior NCO positions. It is designed to ensure Army 
organizations are aligning the right NCO with the right job at the right time. 

1SG Talent Alignment Assesment
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It is executed at the division or installation level, and currently consists 
of multiple assessments designed to give slating officials additional 
holistic Soldier data to inform slating for 1SG billets. 

In 2021, three pilots were conducted. The first pilot was conducted at 
For t Riley, Kansas with the 1st Infantry Division. The next one occured 
at For t Drum, New York with the 10th Mountain Division. And the final 
assessment for the year was done at For t Carson, Colorado with the 4th 
Infantry Division. There were 65 candidates who par ticipated during F Y21. 

Additional  pilots are scheduled for F Y22.
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The Army Talent Alignment Process (ATAP) is a decentralized, regulated, 
market-style hiring system that aligns Officers with assignments based on 
preferences shaped by the unique KSBs of each Officer and the KSBs desired 
by commanders for their available assignments.

ATAP occurs in three phases:

Phase I | Set the Market
The Army indicates Officers identified to move (OIM), and determines mission 
essential requirements (MER) in accordance with the Active Component 
Manning Guidance

Phase II | Execute the Market

Participating Officers and units view each other’s information, conduct 
interviews, and preference assignment vacancies and Officers for assignments.

Phase III | Clear the Market
The Army Talent Alignment Algorithm (ATAA) matches OIMs and units based 
upon their preferences.

Army Talent Alignment Process

ATAP Marketplace Phases
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Officers obtained a 
Top-3 Preference
in movement cycle 22-02

Officers obtained a 
Top-10 Preference
in movement cycle 22-0283%69%



33



34

The Enlisted Army Talent Alignment 
Process (EATAP) aims to create an 
Enlisted marketplace similar to the ATAP 
used by Officers and Warrant Officers. 
The Enlisted market will enable senior 
Non-Commissioned Officers and units 
to leverage KSBs and preferences for 
optimal alignment of talent across the 
Army.

EATAP is currently being spearheaded 
by Human Resources Command.

Enlisted Talent Market
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Career Mapping & 
Succession Planning Tool 
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The Career Mapping and Succession Planning Tool (CMSP-T ) informs career 
development and marketplace employment decisions for both individuals 
and hiring authorities, and to integrate platform with Army systems (i.e., 
Integrated Personnel & Pay System-Army (IPPS-A), talent applications, and 
assessment data).

In August 2021, ATMTF par tnered with the Logistics proponents—
Combined Arms Suppor t Command (CASCOM) and Army Logistics University 
(ALU)—to develop this project. In 2022, CMSP-T will be tested and piloted 
with par ticipants at the Logistics Captains Career Course. 

CMSP-T aims to operationalize ATAF as a proof of concept through 
the application of an interactive career mapping capability based on a 
competency alignment algorithm that will leverage KSB data. This algorithm 
will show a dynamic comparison of the KSBs possessed by individuals to the 
minimum KSB requirements needed to effectively execute follow-on /future 
job assignments.
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Army Coaching Program 
Internal Coaching
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ACP-Internal Coaching builds upon the 
success of ACP-Executive Coaching as the 
ACP  expands the Army’s pool of coaches. The 
ACP-Internal Coaching features the training 
and credentialing for a cadre of Department of 
the Army (DA) internal coaches. DA-internal 
coaches can assist junior leaders as they 
map out, refine, and own their career and 
development. 

These coaches include Officers, Non-
Commissioned Officers, and DA-civilians who 
meet the requirements for one of the Army 
Coach Personal Development Skill Identifers 
(PDSI), which were are based upon the 
International Coaching Federation standards.   

ACP PDSIs

The Army established the following Army 
Coaching PDSIs in 2021:

A3B | Army Coach
A4B | Army Leader Coach
A5B | Army Executive Certified Coach

A6B | Army Master Coach

Army Coaching Program 
Internal Coaching
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The pandemic created a natural 
experiment for distributed work (e.g. 
telework or remote work). Pre-pandemic, 
there were limited oppor tunities for 
Army personnel to telework.

The Army can increase its access to 
talent and increase career flexibility by 
formalizing a distributed work policy.

The Army Talent Management Task 
Force is examining potential policy 
changes that can be recommended to 
provide a distributed work policy that 
applies to Army service members.

This policy would provide guidance 
and authorities to local commanders, 
tailoring the DoD guidance to the Army 
mission.
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Distributed Work
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Brevet promotions alleviate critical 
shortages of Officers to better leverage the 
talents of Junior Officers and incentivize 
the retention of Officers in whom the 
Army has invested for education and 
experience. For FY21, Senate confirmed 
60 Officers for Brevet Promotions.

There are four primary steps of the Brevet 
Promotion Process:

Commands submit their Critical 
Position billets for SecArmy Approval.

Positions are competitively competed 
for in the ATAP Marketplace as well 
as within the Commands.

If Officers of a junior grade are selected 
for approved Critical Positions, they 
are nominated for that position.

A General Officer Review Panel 
approves nominations and 
submits for Senate confirmation.  
Once confirmed, the junior grade 
Officer is temporarily appointed 
to that higher grade if they serve 
in that billet, and will receive all 
the pay and benefits that go along 
with that grade.

Brevet Promotions

Officers Approved &
Senate Confirmed 
as of 30 Sept. 2021

60 
of  

74

1

2

3

4
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Always be positive. That’s the 
number one thing. Always give 
that word of inspiration because 
it has a dramatic effect across the 
formation. That positivity, with 
a smile on your face, can ripple 
across the formation. That attitude 
can have more of a [positive] effect 
than People realize.

COL Joshua Gaspard
Selected for Brevet Promotion
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The decision to apply for a direct 
commission really came out of a 
desire to serve and to challenge 
myself in a way that I felt I wouldn’t 
be challenged in my civilian career. I 
had that patriotic mentality instilled 
in me and I wanted to give back .The 
value of service was inculcated in 
me from a young age.

1LT Chelsea Michta
Direct Commissioning Applicant

Ph.D Cambridge University
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The Direct Commission program is an 
opportunity for all branches and functional 
areas to expand their grasp for talent beyond 
the “grow-from-within” concept by using 
precision talent management.

The National Defense Authorization Act of 
2019 (NDAA 2019) gave the military services 
the authorization to direct commission Officers 
up to the rank of Colonel.

With this new authority, the Army has 
developed direct commissioning paths for 
each job field.  

The various career fields have specific 
requirements that are considered for 
determining suitability and grade of the direct 
commissioning applicants.

Over 50,000 People visited the Army 
Talent Management website to learn about 
and apply for a direct commission through the 
program. As of a result, over 100 applicants 
made it through initial screening in 2021.

Direct Commission
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Talent Based Career Alignment

AMCP Options 
PROGRAMS

Army Congressional Fellowship
JCS/OSD/ARSTAF Internship
MG James Wright MBA Program
Army Strategic Intelligence Recruiting
Project Warrior
Aviation Center of Excellence: Aviation CP Instructor Pilot Program
United States Military Academy

Eisenhower Leader Development Program (TAC Officer)

Faculty (Behavioral Sciences & Leadership

Chemistry

Civil/Mech Engineering

English & Philosophy

Mathematical Science

Physics & Nuclear Engineering

ORGANIZATIONS
75th Ranger Regiment
3d US Infantry Regiment (The Old Guard)
U.S. Army Corps of Engineers
ACS with USACE Utilization
Direct Fill Assignment
Security Force Assistance Brigade
U.S. Army Recruiting Command 

FUNCTIONAL AREA TRANSFERS
FA30 - Information Operations
FA40 - Space Operations
FA48 - Foreign Area Officer
FA49 - Operations Research / Systems Analysis
FA50 - Force Management
FA51 - Acquisition
FA52 - Nuclear and Countering WMD
FA57 - Simulations Operations
FA59 - Strategist 
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Talent Based Career Alignment (TBCA) seeks to retain high performing Officers 
by assisting them with identifying personal and professional goals, aligning their 
talents to Assured Mid-Career Pathways (AMCP), and providing Officers a greater 
degree of predictability by setting them on a clear career trajectory from the 
Captains Career Course to Intermediate Level Education. 

TBCA is a recognition that not every Captain is the same. Therefore, the Army 
must compete to retain the most talented Officers before they make a decision 
to pursue employment opportunities elsewhere. This program enables career 
flexibility by leveraging exceptionally talented Junior Officers’ desires to use and 
develop their talent attritubes while gaining experience at preferred assignements. 

Talent Based Career Alignment
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Warrant Officer Initiatives

Warrant Officer talent management is extremely important, especially because 
this group is such a small percentage of the total Army force and it provides a 
significant value in terms of technical expertise across multiple career fields. 

INITIATIVES COMPLETED IN 2021
In 2021, there were three notable improvements to the way in which the 

Army manages Warrant Officer talent that were codified via army directives. 

Special Forces Direct Appointment to CW2

In recognizing specific experience and credentials among select Special 
Forces Warrant Officer candidates, Army Directive 2021-19 was published to 
allow qualified individuals direct appointment to the rank of Chief Warrant 
Officer Two. Five Special Forces Warrants that graduated in May 2021 were 
appointed directly as Chief Warrant Officer 2s.

Regular Army Warrant Officer Retirement to Army Reserve

To leverage the vast experience of the Army’s Warrant Officers and 
suppor t the requirements of the Total Army, Army Directive 2021-28 was 
published in July 2021. This directive permits Retired, Regular Army Warrant 
Officers to serve in the National Guard or Army Reserve.

Aviation WO1 DOR Reset

Army Directive 2021-31 was published in September 2021, to increase 
developmental time for Regular Army Warrant Officer One aviators by a Date 
of Rank reset upon graduation.
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INITIATIVES PENDING IN 2021
There are currently a few Warrant Officer initiatives pending development 

and approval. Each of these initiatives aims to: 

Update the Warrant Officer Management Act (WOMA) of 1991

Identify talent management gaps, such as merit based promotions

Support flexibility and timely improvements to talent management

Title 10 Reform

Updates the WOMA 1991

Delegates authority to each service secretary of concern

Acknowledges differences between military service departments

Warrant Officer Selective Continuation (SELCON)

Study how Center’s of Excellence can proactively manage skill requirements

Study “precision retention” versus “aggregate strength retention”

Study notificaiton of eligibility

Warrant Officer Competitive Category

Expand Warrant Officer selection boards to consider more than the current two 
categories (i.e., aviation Warrant Officers and technical Warrant Officers)

The current system doesn’t delineate the diverse fields of technical 
service Warrants. Warrant Officers from  all career fields, except 
aviation (e.g., Special Forces, Human  Resources, Legal, Cyber, etc.), 
are evaluated together in the same category 

1
2
3
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The Army has implemented  policy that moves in the direction of flexible 
career paths by giving Officers the option to opt-in or opt-out of promotion boards. 
This new initiative is aligned with the Army People Strategy and implements a 
change in the way we manage talent through the promotion process. 

Opt-In

The Army allows Officers from Captains to Lieutenant Colonels to opt-in to promotion 
boards before their promotion zone. This provides Officers more flexibility in when they 
are considered for promotion and creates efficiencies in executing promotion boards.

Opt-Out

Allows Officers from Captains to Lieutenant Colonels to opt-out of promotion 
boards to create more time for developmental experiences at the current grade.

Reserve Component Opt-Out

Allows Reserve Component Officers from Captains to Lieutenant Colonels 
to opt-out of promotion boards to create more time for developmental 
experiences at the current grade.

Opt-In / Opt-Out
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Permeability is a means to facilitate a continuum of service through the 
agile transition of Soldiers and Civilians across the Total Force to improve 
Army readiness and promote a lifetime of service to the nation.

The ATMTF has submitted two legislative proposals to improve efficiency 
and processing timelines.

Legislative Proposals

Proposal to eliminate the requirement to delineate scrolls by six 
individual Army Medical Detachment (AMEDD) Corps

Proposal to align Regular Army and Reserve Component appointment 
approval authorities

An additional proposal is in study to alleviate issues affiliated with 
Regular Army Officers transferring to the Reserve Component who promote 
while in transition.

Permeability
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In 2021, the Army piloted a mobile application aimed at improving communication 
with Inactive Ready Reserve Soldiers (IRR) and create a greater understanding 
among human resource professionals of what talent is available among the IRR.

IRR Mobile APP features

The application aims to provide IRR Soldiers the ability to:

Muster vir tually through the app

Easily access IPPS-A

View a digital IRR Handbook

Locate and receive contact information for Career Counselors

Task a self-assessment that provides feedback to improve training 
across the Army

View a newsfeed from Human Resources Command

Provide feedback on the application to add or improve features

IRR Mobile Application
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Top 5 Extremely Important Reasons to STAY

Opportunity to serve my country                                53.5%

How well my retirement pay or benefits will meet my future needs  45.1%

Opportunities to lead or train Soldiers   43.5%

My sense of purpose                              38.1%

How well my pay or benefits meet my present needs  37.0%

Top 5 Extremely Important Reasons to LEAVE

Effects of deployments on Family or personal relationships  26.7%

Impact of Army life on significant other’s career plans and goals  24.8%

Impact of Army Life on family plans for children  23.4%

The degree of stability or predictability of Army life  23.4%

Impact of military service on my Family’s well-being  22.9%

Department of the Army 
Career Engagement Survey

The Depar tment of the Army Career Engagement Survey (DACES) annually 
assesses aspects of service member retention in order to build awareness on 
force inclinations, inform retention policy, improve personnel satisfaction, 
and expand predictive capability for talent management.

The first annual repor t was released in the fall of 2021. Here are some of 
the notable take-aways. 
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The Army updated DACES for the second year of collection in order to 
make it easier for Service Members to complete the survey. DACES 2.0 is 
shor ter than the initial version and it is now hosted on a commercially-
accessible website which enables Service Members to access it from any 
device on any network. Several branch-specific questions were added in as 
well.

As of 17 March 2022, over 95,000 active duty Service Members have 
completed DACES. DACES responses within the first two weeks surpassed 
old Army exit survey total responses collected over 18 months.
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Predictive Retention Toolkit 

Understanding our People is extremely important for04 effectively managing 
a quality talent pool. One initiative currently under development is the Predictive 
Retention Toolkit (PRT), which offers a set of tools, using predictive models, to 
identify populations likely to attrit, populations highly desirable to retain, and 
identify specific incentives with proven success at retaining those individuals.

Included in PRT is a couple models and a trial.

Performance Prediction Model—Army
Currently in development.

Goal is to develop a way for the Army to identify indicators of 
performance and skills, and predict who the Army should retain.

Retention Prediction Model—Army (RPM-A)
Creates highly accurate attrition prediction at the individual level.

Goal is to integrate into IPPS-A, Vantage, and /or other business 
intelligence visualizations.

Retention Control Trial (RCT)
Upcoming trial during FY22 designed to target specific Officer 
populations with a variety of retention incentives.

The goal of the trial is to gain a clear assessment of the effectiveness 
of several retention incentives for retaining high-potential junior 
Officers, using RPM-A to determine prior likelihood of attrition for 
comparison.
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The Combat Arms Outreach -  Engagement Team (CAO-ET ) Pilot  Program 
focuses on increasing female and minori ty cadet interest  in  branching 
combat arms.  This  effor t  seeks to increase the pool  of  diverse,  talented 
Officers in  combat arms career  f ields to build a  bench of  enterprise 
leaders for  the future.  Branch proponents are currently conducting similar 
programs and lessons learned wil l  be shared wi th TRADOC.

Combat Arms Outreach 
Engagement Team

Diversity,  equity,  inclusion, accessibility,  and respect are ingrained 
in all  Army Talent Management Task Force effor ts and initiatives. An 
integral par t of our work is to ensure that there is a strong culture 
of diversity,  high levels of trust,  and fair  and equitable processes. 
Ensuring that there are no barriers to diversity ensures that the U.S. 
Army acquires,  develops, employs, and retains diverse, talented 
Soldiers who view problems from different perspectives, shaped by 
varied life experiences.

Diversity, Equity & Inclusion 
in Talent Management
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Combat Arms Outreach 
Engagement Team
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Acronyms

1SG TAA - First Sergeant Talent Alignment Assessment

ACP - Army Coaching Program

ACTI - Army Comprehensive Talent Interview

ALAP - Acquisition Leader Assessment Program

AMCP - Assured Mid-Career Pathway

AOC - Area of Concentration

APS - Army People Strategy

ATAA - Army Talent Alignment Algorithm

ATAF - Army Talent Attribute Framework

ATAP - Army Talent Alignment Process

ATMTF - Army Talent Management Task Force

BCAP - Battalion Command Assessment Program

BFAM - Best Fit Assessment for Majors

C3AB - Career Course Cognitive Assessment Battery

CAO-ET - Combat Arms Outreach - Engagement Team

CAP - Command Assessment Program

CCAP - Colonel Command Assessment Program

CCHAP - Colonel Chaplain Assessment Program

CIP - Career Intermission Program

CMSP-T - Career Mapping & Succession Planning Tool
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CSL - Centralized Selection List 

DACES - Department of the Army Career Engagement Survey

DCHAP - Division Chaplain Assessment Program

DEI - Diversity, Equity, and Inclusion

EATAP - Enlisted Army Talent Alignment Process

ETM - Enlisted Talent Management or Enlisted Talent Marketplace

IPPS-A - Integrated Personnel & Pay System - Army

IRR - Inactive Ready Reserve

KSB - Knowledge, Skills, Behaviors

MCAP - Medical Colonel Assessment Program

MOS - Military Occupational Specialty 

PRT - Predictive Retention Toolkit

OML - Order of Merit List 

PDSI - Personal Development Skill Identifier

Predictive Retention Toolkit

RCT - Retention Control Trial

RPM-A - Retention Predictive Model - Army

SMAP - Sergeant Major Assessment Program

TAS - Talent Assessment Strategy

TBCA - Talent Based Career Alignment
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The Army Talent Management Task Force (ATMTF) was founded by then LTG James 
McConville, chief of Army personnel.

In 2019, as the 44th Chief of Staff of the Army, GEN McConville announced the Army 
People Strategy which provides the vision and mission for the Army to “acquire, develop, 
employ, and retain the diversity of Soldier and Civilian talent needed to achieve Total 
Army readiness.”

Since its inception the ATMTF was designed to innovate and rapidly implement 
personnel form initiatives [in partnership with various Human Capital Enterprise 
organizations, including Manpower and Reserve Affairs, Training and Doctrine Command, 
Deputy Chief of Staff G-1, Human Resources Command, Directorate of Manpower and 
Personnel Readiness, and the Reserve Component through the study, test (i.e., pilot/
prototype), implement, transition, and track (STITT) methodology.

As it prepares to evolve into the next phase of its existence, the Task Force continues 
to work with partners and stakeholders Army-wide to innovate and implement initiatives, 
programs, and policies that enable 21st century talent management. 

About the Army Talent 
Management Task Force



Talent wins. Winning matters. 
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