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Recently the first sergeant career field was featured in an Air Force News article and the Air Force Times.  The focus of both articles was the evolving role of the first sergeant in an EAF/AEF and how we contribute (providing bold and decisive leadership) to the readiness of the enlisted force.  It is important to understand that we are not changing the basic tenets of the career field (health, morale, discipline, and welfare of the enlisted force), nor suggesting that there is anything wrong with how we did “business” in the past.  However, how we define those tenets in the future may require a paradigm shift by some.  The paradigm shift I refer to is multi-faceted.  Less focus on the minority who are in trouble (of their own making) and greater emphasis on the overwhelming majority who are jobbing hard for you every day without a word of discontent (instilling in them an expeditionary and warrior mindset).  We still must address issues regarding those facing disciplinary action, but we should let the chain of command deal with issues until they reach a level requiring command level attention (as opposed to our writing LOC/LORs for DPP/checks…).  Many first sergeants have already adopted a “big picture” view of doing business, but it is imperative that we make sure the entire career field is on the “same sheet of music.”  From the newest airman to the most senior commander, everyone must have the same sense of how we contribute to mission readiness and execution.  So where are we headed?

In garrison each first sergeant must work to “prepare” the troops for deployment.  However, we are not the functional experts.  We don’t write wills, give shots, run the range, or teach self-aid/buddy care.  However, in the case of a will/power of attorney (POA), we can reach out to the JA community and have them run a seminar on the need for a will and POA.  How does this enhance readiness?  The airman standing in the processing line at 0300 trying to decide how to dispose of his belongings if something should happen is (probably) at increased risk for making a poor decision.  A failed decision at this point becomes a distracter (reduces readiness) 60 days into a 120-day deployment when bills aren’t being paid and credit ruined.  The airman standing next in line would rather be home saying goodbye and spending a few more hours with her husband and infant child.  Instead, she is waiting to complete her will and POA.  Opportunities such as this abound (TRICARE, proper uniform items…), but it requires us to think out of the (traditional first sergeant role) box.  These are not simply “operational’ issues – which we can dismiss as not being part of our responsibility.  These are personnel issues directly impacting our troops and thereby the mission.  And we, as first sergeants, are tasked with “taking care” of our people.  These issues directly impact the four pillars of being a first sergeant.

  While deployed we must address those issues/obstacles that might distract the individual from their ability to give full attention to executing the mission.  The issue may be billeting, hot meals, or the ability to communicate home for a member to check on the wellbeing of a newborn.  Instead we need to work with the OPR to make sure facilities/support in these areas are available to the troops.  The effort of first sergeants to resolve issues/obstacles facing the force directly contributes to readiness.  The opportunities we have to enhance readiness and contribute to mission execution abound.


As most of you know, we recently accomplished a review of the First Sergeant Academy (FSA) curriculum.  In addition to reviewing the curriculum, we purposefully used the opportunity to incorporate deployment related topics into the new curriculum.  At the appropriate time the FSA will provide the specifics on these changes.  However, I will say we are addressing the role of the first sergeant from the same macro perspective addressed in this article.

______________________________________________________________________________

RETENTION – A FIRST SERGEANT MAKING A DIFFERENCE

Submitted by:  MSgt Michael Gilbert, 43rd ECS

Since we eliminated the Career Advisor program a few years ago our supervisors have been tasked to lead our retention efforts.  Armed with the Chief Master Sergeant of the Air Force’s Benefits Fact Sheet, supervisors are to brief their troops on the benefits of Air Force service and their reenlistment options during Performance Feedback.  But is this enough?


I found out that in my squadron it wasn’t.  Although morale was high, and folks were happy with the leadership, the work environment, and the mission, our first-term retention rate was a pathetic 36%.  My commander and I decided that we needed to take an active role in retaining our first-term airmen.  An occasional comment at commander’s call wasn’t going to cut it.  We needed to lead the reenlistment conversation within our unit.

What we did was develop a briefing.  The whole thing takes about forty minutes, and we hold it once every two months or so.  We make it a mandatory appointment for everyone in the ‘decision time,’ and offer it to all others that may wish to attend.

The commander comes in first for about five minutes and tells them how important they are to the Air Force, to the wing and to him personally.  It can be very effective for a young airman to have the boss sit down across the table and tell them that.  He talks about the outstanding work they do and how as SrA they will soon be moving into positions of responsibility as trainers and supervisors, and how he hopes that they will choose to stay and continue to serve.  He then offers his personal assistance as they consider what to do.

Then I give a twenty-five minute briefing on Air Force benefits.  I discuss how and when to get a CJR and about retraining under CAREERS.

Then three handpicked SNCOs from different career paths discuss their own experiences; the good and the challenging, and the pride they feel as Air Force leaders.  They also explain how much more marketable they are now as experienced managers, and technicians, than they were when they were just three-year apprentices.  

We then answer any questions and give specific directions to the MPF reenlistment section.

We surveyed the first twenty-one participants and the results were enlightening; fourteen had not been approached by anyone about reenlisting, none already knew all the information briefed, five said it was making them think a lot more about staying, and several identified areas where they had been clearly misinformed.

The results suggest that this kind of program can have a positive effect.  After the first quarter of briefings our retention rate jumped to 63%.  That meant three more experienced trainers, job leaders, etc.  Over a year, we would have twelve more.  We consider the increase a very good return for a one-hour investment every two months.

At Davis-Monthan AFB, we have also begun briefing our NCO Enhancement and Senior NCO Induction Seminars on the program.  Things change, and individual experience with different options such as education benefits or retraining vary widely.  Our supervisors want to retain their folks.  By arming them with the information they need, we better prepare them to recruit our future second termers.

The current dip in retention has been caused by a number of converging elements.  That makes it even more important for us to ensure that we are doing our best to present the “Air Force case” to our folks.  Please consider establishing this or a similar program for your people.

MSgt MICHAEL P. GILBERT  DSN 228-9465

First Sergeant, 43D Electronic Combat Sq, 355 Wing, Davis-Monthan AFB AZ

Editor’s Note:  I have a point paper and briefing slide available on the program used by Sgt Gilbert.  If you’re interested please send me an email.  mes

______________________________________________________________________________

WHAT’S IN A NAME

Submitted by:  CMSgt Roger Ball, HQ AMC/CCF

    A great writer by the name of William Shakespeare once asked, “ What’s in a name.....Would a rose by any other name still smell sweet”?  If you read on, you will notice two things.  One I’m not a writer like old Bill, and I don’t agree with his thoughts about a rose by any other name still smelling sweet.

    I firmly believe that our name is our mark, it is a symbol of what we are.  This is true of any name, a family name, our given name, the name of company or institution, or in particular a name that is very near and dear to me.....The name FIRST SERGEANT.

    I ask again, “What’s in a name”?  What does our name, First Sergeant, mean to our commanders our troops our friends, our families, and us?  I’m sure the name First Sergeant means many things to many people, but I would like to share my thoughts on what the name First Sergeant means to me.

    The word First is defined as the number one, coming or taking place before all others, and acting prior to all others.  Some synonyms are initial, original, pioneer, foremost, and leading.  The word Sergeant is defined as: to serve, a noncommissioned officer in the Army, Air Force, Navy, or Marine Corps.  These are just definitions of words, but what makes up or defines our name of First Sergeant?  I believe it’s our actions, or motivations, and the way we live and serve.

    A First Sergeant must always be first!  First to put their people and the mission before themselves.  First to stand up and say something is wrong.  First to admit when they are wrong.  First to support plans, programs, and policies, regardless of how popular. They must be the first to volunteer, first to lead, and the first to follow.  They must lead by example, be pioneers, be original, and be the first.  

    This is a tough task, but I know many of you are doing this day in and day out.  You are putting service before self.  But are we all leading by example?  Are we being the first to volunteer for the unwanted assignments and deployments?  Are we completing course 5 before all others?  Are we willing to put our records and service in front of our troops for review?  I’m sure the answer is yes!  These are demanding requirements, but if it were easy, then everyone would be First Sergeants.  

    My answer to the question, “what’s in a name”? is the name, First Sergeant, is our creed!  I ask that we all continue to strive to be first in all our endeavors so our name will never be compromised and never come to be known by any other name. 

______________________________________________________________________________

Discharge Review Board – Straight Scoop

McClure Faye A GS-7 SAF/MIBR

Members leaving the Air Force with less than Honorable Discharges and/or narrative reasons for misconduct are eligible (and entitled) to appeal their discharges to the Air Force Discharge Review Board.  However, the burden of proof rests with the individual to show their discharge was improper and/or inequitable.  The approval rate for changing a discharge is very low; therefore, it is important to stress to members that accepting or wanting a discharge, no matter what, because it will later be changed is faulty reasoning.  A discharge prior to completing the first full term of service may have an impact on unemployment insurance and or the GI Bill.  In addition, many former members get out into the work force and find the discharge is a severe handicap to getting the job they want.  Also there is a rumor out in the field that discharges are automatically upgraded after 6 months - this is completely false.  Discharges are only reviewed upon individual application by submitting a DD Form 293 and there is no guarantee the narrative reason for discharge will be changed or the character upgraded.  We have a home page on the AFPC web site "Correction Boards."  Thank you for your assistance in passing on the word about the Discharge Review Board. Please let me know if you have any questions or I can ever be of assistance.

Subject: OSI Looking for outstanding SSgts, TSgts and MSgts

Submitted by:  Major Bonnie N. Adkins, HQ AF/OSI

AFOSI is looking for outstanding NCOs to retrain to the Office of Special Investigations as Special Agents. We are looking for outstanding, award winning performers with excellent EPRs, off-duty education, excellent conduct on and off duty and a strong desire.  If you have any NCOs to recommend for OSI duty, please have them contact the local OSI Detachment.  Minimum TIS requirements are 12 years for SSgts, 13 years for TSgts and 14 years for MSgts.  Members must be eligible to retrain.  Please have member check with the local MPF, Retraining Office, to get verification of eligibility to retrain. 

If eligible to retrain, please have members contact the local AFOSI Detachment at their base of assignment.  They will complete the initial screening application and testing.  If initial package is approved, HQ AFOSI will contact AFPC for release of member from their current AFSC.  Upon release, HQ AFOSI will conduct a thorough background investigation and either approve or disapprove for OSI duty based on the results of the background investigation.

Bonnie N. Adkins, Maj, USAF

Chief, Applicant Processing/Personnel Security

HQ AFOSI/DPF

DSN: 858-6860/FAX: 858-5414

