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Summary. This regulation prescribes the~thOd of develop­
ing, changing, and controlling military occup~ional skills and
skill requirement,. This revision updates th~policies, pro­
cedures, definitions, objectives, and responsibilit\es associated
with the military occupational classification str!l-eture. This
revision also includes the steps and target dates for implemen­
tation cycles for routine and expedited changes to th".military
occupational classification structure. \,

\
Applicability. This regulation applies to the Active A\my,
the Army National Guard, and the US Army Reserve. IClIP­
plies to all proponent agencies of Army administratIve
publications. '

Impacl on New Manning System. This regulation does not
oontain information that affects the New Manning System.

Distribution restriction. This publication contains technical
or operational information that is for official use only.
Distribution is limited to US Government agencies. Requests
from outside the US Government for release of this publica­
tion must be made to the Commander, US Army Soldier Sup-

pon Center, ATTN: ATZI-NCR-M, 200 Stovall Street,
Alexandria, VA.

Supplementation. Local supplementation of this regulation
is prohibited, except upon approval of the Commander, US
Army Soldier Suppon Center-National Capital Region,
ATTN: ATZI-NCR-M, 200 Stovall Street, Alexandria, VA
22332.

Interim changes. Interim changes to this regulation are not
official unless they are authenticated by The Adjutant
General. Users will destroy interim changes on their expiration
dates unless sooner superseded or rescinded.

Suggested Improvements. The proponent agency of this
... regulation is the US Army Soldier Suppon Center. Users are
"~nvited to send comments and suggested improvements on DA
Form 2028 (Recommended Changes to Publications and
Biank Form) directly 10 the Commander, US Army Soldier
Supjxm Center-National Capital Region. ATTN: ATZI­
NCR~M, 200 Stovall Street, Alexandria, VA 22332.
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Chapter 1
General

SectIon 1
lntrodnction

1-1. Purpose
This regulation prescribes responsibilities and pro­
cedures for keeping the military occupational classifica­
tion structure (MOCS) current. It applies to military oc­
cupational skills and skill requirements for the
following:

a. Commissioned officer specialty codes (SCs) and
additional skill identifiers (ASls).

b. Warrant officer and enlisted military occupational
specialties (MOSs), ASIs, and Special qualification
identifiers (SQIs).

1-2. References
a. Required publications

(I) AR 71-2 (Basis of Issue Plans). Cited in
paragraphs l-4a(2) and c, and 2-1.

(2) AR 570-4 (Manpower Management). Cited in
paragraph 1-4b.

(3) AR 600-200 (Enlisted Personnel Management
System). Cited in paragraph 3-7c.

(4) AR 611-101 (Commissioned Officer Specialty
Classification System). Cited in paragraphs I-II, and
3-7a.

(5) AR 611-112 (Manual of Warrant Officer
Military Occupational Specialties). Cited in para­
graphs I-II, 2-4b (2) and 3-7b.

(6) AR 611-201 (Enlisted Career Management
Fields and Military Occupational Specialties). Cited
in paragraphs 1-11.
b. Related publications. A related publication is

merely a source of additional information. The user
does not have to read it to understand this regulation.

(I) AR 310-31 (Management System for Tables
of Organization and Equipment (The TOE System».

(2) AR 310-49 (The Army Authorization Docu­
ments System).

1-3. Explanation of abbreviations and special terms
Abbreviations and special terms used in this regulation
are explained in the glossary.

1-4. Military ocenpational classification structnre
reqoirements

a. Decisions concerning the introduction of an SC,
MOS, ASI, and SQI must be-

(I) Consistent witb organizational and doctrinal
changes.

(2) Supportive of the introduction of new or im­
proved materiel systems under AR 71-2.

(3) Consistent with Army policies concerning the
following:

(a) Troop programs.
(b) Tables of organization and equipment

(TOE) and The Army Authorization DOC\IIIlents
System (TAADS) documentation.

(c) Recruiting programs.
(d) Personnel classification and evaluation.
(e) Personnel distribution and assignment.
(f) Personnel and strength reporting.
(g) Training programs.
(h) Mobilization programs.

b. The MOCS must provide a method for changing
SCs, MOSs, ASIs, and SQIs in a way that will permit
accurate forecasting of personnel strengths and man­
power requirements. (AR 570-4 covers manpower
management.)

c. Proposals to change the classification structure
will be submitted as prescribed in chapter 2 and AR
71-2.

Section II
Responsibilities

1-5. Deputy Chief of Staff for Personnel (DCSPER)
The DeSPER will-

a. Establish MOCS policies, plans, and programs in­
cluding exceptions to policy.

b. Develop instructions to insure uniform and
prompt revision of requirements and authorization
documents to show additions to, deletions from, or revi­
sions of specialty skill identifiers (SSls), MOSs, ASls,
and SQIs.

c. Approve additions to, deletions from, or revisions
of SSls, MOSs, ASls, and SQIs to include changes to
standards of grade authorization (SGA).

d. Provide information to affected agencies on force
structure changes, delays in fielding plans, changes in
program funding, and other actions that may affect the
MOCS.

e. Insure that SSI, MOS, ASI, and SQI entries are
correct and that SGAs are properly applied during
preparation and revision of TOE and TAADS
documentation.

f. Task the US Army Soldier Support Center (Sse)
to perform SSI, MOS, ASI, or 501 analyses and
reviews.
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1-6. Deputy Chief of Staff for Operadons and Plans
(DCSOPS)
The DCSOPS will furnish DCSPER with-

a. The Army's operational requirements and
priorities affecting the MOCS.

b. Timely advice relative to Army individual and unit
training requirements and doctrinal or organizational
changes affecting the MOCS.

c. The activation or conversion schedule for new
organizations.

1-7. Deputy Chief of Staff for LoaJadcs (DCSLOG)
The DCSLOG will furnish DCSPER with functional
and technical advice for use in the development of per­
sonnel management policies that relate to the logistical
occupational classification structure.

1-8. AulBtant Chief of Staff for Intelllaence (ACSn
The ACSI will furnish DCSPER with information for
use in the development and refinement of the in­
telligence MOCS.

1-9. The Suraeon General (TSG)
As the medical personnel proponent, TSG will provide
DCSPER with functional advice and information for
use in the development and refinement of the medical
MOCS.

1-10. Commandlog General. US Army Soldier Support
Center (CG, SSC)
The CG, SSC will-

a. Develop and maintain a MOCS that will identify
TOE and TAADS position requirements and personnel
qualifications for recruitment. training, assignment,
distribution. and professional development.

b. Establish a cycle for the review, analysis. and im­
plementation of classification structure changes.

c. Develop and coordinate personnel and position
regulation instructions to insure that SSI. MOS, ASI,
and SQI changes are put into effect uniformly
throughout the Army.

d. Maintain viable military career progression pat­
terns, responsive position grading systems, and SGAs
that are consistent with DCSPER objective force
guidelines.

e. Provide personnel impact data for planned doc­
trinal changes or unit reorganizations.

j. Develop and maintain a military occupational data
bank (MODB) to provide computerized storage of in­
formation on SSls, MOSs, ASIs, and SQIs, and to pro­
vide information to users of occupational data stored in
the MODB.
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g. Develop and apply occupational research
methods, including job analysis and evaluation tech­
niques, related to the development and use of SSis,
MOSs, ASIs, and SQIs.

h. Advise the US Army Training and Doctrine Com­
mand (TRADOC) ofthe qualitative and quantitative ef­
fect of proposed SSI, MOS, ASI, and SQI changes.

i. Evaluate, coordinate, and furnish recommenda­
tions to TRADOC, DCSPER, or specialty proponents
regarding the establishment, revision, or deletion of oc­
cupational identifiers.

j. Establish liaison with the Army Staff and major
Army commands (MACOMs), for the development of
occupational and personnel information.

k. Advise affected agencies of approved SSI, MOS,
ASI, and SQI decisions.

I. Review TOE and TAADS to insure that occupa­
tional identifiers and SGAs are applied properly.

1-11. The Adjutant General (TAG)
TAG will publish and distribute changes to AR
611-101, AR 611-112, and AR 611-201, implementing
circulars, and changes to TOEs, including consolidated
change table extracts.

1-12. Commanding General, US Army Training and
Doctrine Command (CG, TRAnOC)
The CG, TRADOC, as the principal combat developer
and trainer, will-

a. Perform 551, MOS, ASI, and SQI specialty
responsibility in the development of recommendations
to improve the occupational structure.

b. Inform the SSC of individual training plans and
programs that may affect the MOCS or the Army per­
sonnel system.

c. Establish, revise, or delete training products to
conform to changes made to the MOCS.

d. Approve and publish changes to TOEs. Approval
authority is limited to changes that do not affect unit
strengths or the ratio of commissioned officer to war­
rant officer to enlisted personnel authorizations.

1-13. Commanding General, US Army Materiel Devel­
opmeot and Readioess Commaod (CG, DARCOM)
The CG, DARCOM, as the principal materiel devel­
oper, will insure that DCSPER is promptly informed of
actions that may affect the occupational classification
system; these actions include production delays,
changes in program funding, changes in distribution
plans, and relationships to other systems.



1-14. CommaDdiD& Geaeral, US Army Military Per­
sollllel Center (CG, Mll.PERCEN)
The CG, MILPERCEN wilI-

a. Update and distribute personnel occupational
specialty code data files (POS edit ftles) to TAADS,
TOE, and Standard Installation/Division Personnel
System (SIDPERS) users, as required.

b. Evaluate, edit, and provide personnel authoriza­
tion data from the personnel structure and composition
system (PERSACS).

c. Review proposed SSI, MOS, ASI, and SQI
changes for effects on career management field (CMF)
structures and advise the CG, SSC on the feasibility of
such changes.

d. Insure that changes to SSI, MOS, ASI, and SQls
are implemented by resource managers.

e. Update the authorizations data base with the latest
projected changes using data from DCSPER and CG,
TRADOC.

f. Recommend program and policy changes to im­
prove alignment of inventory strengths with projected
authorizations.

1-15. Other agencies
MACOM commanders or agency heads other than
TRADOC and DARCOM will-

a. Establish or revise training products to conform to
changes in the MOCS.

b. Update their TAADS upon revison of the MOCS.
c. Advise the CG, SSC when supportive training will

be made available.
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Chapter 2
Proposals for Changes to the Military
Occupational Classification Structure

2-1. General
This chapter outlines procedures and data that are not
in AR 71-2 and that are required for a proposal to
change the MOCS. (This information is exempted from
information control under para 5-2i, Ar 335-15.) The
term SSI and MOS proposal is used in the context of the
entire classification structure. This pertains to proposed
structure changes, including specialty code, SSI, CMF,
MOS, ASI, and SQI.

2-2. Submission of SSI and MOS proposals
a. Proponent-originated proposals will be submitted

directly to US Army Soldier Support Center-National
Capital Region, ATTN: ATZI-NCR-M, 200 Stovall
Street, Alexandria, VA 22332.

b. Nonproponents will submit proposals through
channels to the Commander, US Army Soldier Support
Center-National Capital Region, ATTN: ATZI-NCR­
M, 200 Stovall Street, Alexandria, VA 22332.

c. Intermediate commands will evaluate the
proposal.

d. SSC will evaluate and develop and coordinate
proposals.

e. The DCSPER will approve all revisions to the
classification structure. The responsibilities and pro­
jected times for processing are listed in table 3-1.

2-3. Initiating changes
Any organization or individual may submit an SSI or
MOS proposal. Additions, deletions, or revisions to ex­
isting SSls or MOSs may be proposed to reflect
technological developments or changes in organiza­
tions, functions, and missions. Before proposing MOCS
changes, review the SSI/MOS regulations to see if cur­
rent SSls and MOSs will satisfy personnel management
needs. Changes to the classification schedule normally
require changes to TOEs and authorization documents.
They also require changes to the selection, training,
distribution, assignment, use, and evaluation sub­
systems of personnel management. A proposed SSI or
MOS change, therefore, must clearly show an improve­
ment to the classification structure and must be sup­
ported by the information required in paragraph 2-4.

2-4. Submission of proposals
Each MOCS proposal must be submitted with informa­
tion in paragraph 2-40 through 2-4k for proper
evaluation.

a. Include sJciJllevel I in the proposal. Insure that the
proposal for a new or revised enlisted MOS includes
skill level I unless the complexity of tasks and length of
training prevent their use. The proportion of slcillievel
I positions will be determined individually, but must be
sufficient to provide a sustaining base for higher slcill
level requirements. (DCSPER will not normally ap­
prove a new or revised MOS with an entry level above
skill level I. See app. A.)

b. Basis for proposal. Include a brief statement of
the nature of the proposal.

(I) If the request is for anew SSI or MOS, or a
change to an existing one, explain why the position
cannot be effectively classified within the existing
occupational identifier.

(2) If the request involves a warrant officer MOS,
show the positions being proposed for warrant officer
use and their compatibility with selection criteria in
AR 611-112, chapter 6.
c. Duty positions. To show the effect on numbers of

personnel and positions in the Army structure, submit
a complete listing of affected TOEs and tables of
distribution and allowances (TDA). List the TOE or
TDA number and title, paragraph, line number, and
position title; the number of positions at level I only for
TOEs; and only the number authorized for TDAs. (See
figure 2-1 for formal.) Omit these data if the proposed
SSI or MOS does not affect a current or proposed TOE
or TDA (pertaining to position titles, SSls, military oc­
cupational specialty codes (MOSC), ASIs, SQIs,
number of positions, or grade authorizations).

d. TOE and IVA. Include a copy of the draft plan
TOE, organizational charts, TDA extracts, and mission
statements, if available, otherwise, include a list of
TOEs that would be affected.

e. Duties and tasks. Describe all duties and tasks in
logical grade level sequence, except for warrant officers.

/. Qualifications.
(I) Include knowledge, skills, and abilities required

but not specified in the description of duties.
(2) Identify required measurable physical and men­

tal factors.
(3) List any special requirements, such as academic

subjects, special licenses, certifications, ratings, or
other essential factors.
g. Description of supervision received. Include the

duty position title, SSI or MOS, and the authorized or
recommended grade of the supervisor. Indicate the fre­
quency with which supervision is given (for example,
daily or weekly) or describe the degree of supervision.

h. Relationship with other MOSs (warrant officer
and enlisted personnel only). Show the MOS from
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TOElTDA pqe __ or __ ......

Carmtt pooIlJoo data ~pooItloa_

Pua Line
Duty

position
SSII

MOSC Grade
Level 1

8uth

Duty
position

SSt/
MOSC Grad.

Levd 1
8Uth

FIpre 1-1. TOE or TDA ImpKt

which personnel can be obtained, the MaS to which
they can progress, and the most closely related MaS
from which personnel with similar skills and qualifica­
tions can be obtained.

i. Officer and warrant officer grades. When new or
changed grade standards are proposed, including
substitution of warrant for commissioned officers (or
vice-versa), describe the relationship of each of the
following factors:

(I) Organizational setting, including level and
magnitude of responsibility.

(2) Authoritative responsibility, including supervi­
sion provided and received.

(3) Criticality of position to mission accomplish­
ment.

(4) Skills and knowledge requirement including
educational level or unique specialty training.
j. Enlisted member grades. When new or changed

grade standards are proposed, describe the relationship
of each of the following factors for each duty position
to be classified in the new or changed MaS or grade
position. Also recommend the proper grade. Criteria
for assessing each factor are in appendix A.

(1) Foetor I. The level of knowledge required.
(2) Factor II. The degree of supervisory respon­

sibility inherent in the performance.
(3) Factor III. The degree of versatility, initiative,

ingenuity, judgment, and creative ability.
(4) Factor IV. The degree to which responsibility

for use and savings of money, materiel, and equip­
ment is involved.

(5) Factor V. The frequency, degree of intensity,
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level, and duration of mental alertness and concentra­
tion required.

(6) Factor VI. The physical dexterities, muscular
coordination, and sensory discriminations required.

(7) Factor VII. The amount of physical energy
required.

(8) Factor VIII. The physical environment in
which the incumbent will normally perform.

(9) Factor IX. The extent to which independent
choice of action is required.

(10) Factor X. The degree of exposure to enemy
fire (direct and indirect ground fire or fire from
aircraft) expected to be experienced by the incum­
bent.
k. Training requirements.

(I) Estimate the amount of formal or on-the-job
training (OJT) required to qualify personnel in the
proposed new or revised SSI or MOS. List subject
matter, by broad categories, showing the scope of
instruction and the number of hours of training to
be devoted to each.

(2) If a new or revised SSI or MOS is not required,
estimate the change to existing courses of instruction.
Recommendations originating within or being staffed
through TRADOC and the Health Services Com­
mand (HSC) schools should indicate the date new
or revised training can be made available. When
the proposal is originated by another activity, the
training availability data should be provided by
CG, TRADOC or CG, HSC during routine staff­
ing reviews.



Chapter 3
Developing, Coordinating, and
Implementing Military Occupational
Classification Schedule Proposals

3-1. Development and coordination
This chapter outlines the time schedule for developing,
coordinating, and implementing proposed MOCS addi­
tions, deletions, and revisions. This reflects staffing
procedures and the implementation cycles for approved
proposals.

a. SSC-NCR will-
(I) Review each SSI, MOS, ASI and SQI proposal

it receives.
(2) Develop proposals that have merit and coor­

dinate them with all MACOMs and HQDA agencies.
(3) Submit the complete staffing results to

DCSPER (ATTN: DAPE-MPM) for final decision.
(4) Notify all MACOMs and Army Staff agen­

cies of the DA decision on proposed changes to the
classification structure. Letters of notification

(LONs) announcing approved revisions will be fur­
nished at least 24 months before the effective date
of the change. LONs will include the following:

(a) A statement of the nature of the change.
(b) Revised portions of regulations.
(e) Redesignation guidance that applies to TOE

and TAADS positions.
(eI) Reclassification guidance that applies to

personnel.
(e) Examples of TOE or TDA application.
(/) Estimated numerical effects.
(g) Other information that will make early

planning easier.
b. MOCS change responsibilities and processing

times are included in table 3-1. Reasons for delays will
be furnished in writing to SSC (ATZI-NCR-M).

e. SSls, MOSs, ASIs, and SQIs may be applied to
planning TOEs if units are not organized under the TOE
before the effective date of the AR 611-series change.

d. LONs may be distributed by receiving agencies to
subordinate units.

Tlbl.3-1
ProeM.lng Ictlon. pertaining to military OCCUp8tIONI cl...lticatlon Itructur. chi'"

-------------------------

Rooponllbl.
Activity

SSC-NCR

MtlPERCEN

TRADOC

Nationol Guard
Bureau

USAREC

Other
MACOMs

Army Starr
ne" DeSPER)

------------
DeSPER

lConcurrcnt staffing

Developmlnt 0' SSII, MOS.,
ASia, and Sail

Evaluate and develop any source proposal.

Furnish qualitatIve and quantitative doll from PERSACS and furnish manoaeIDcnt
comments to auist in evaluation

Furnlsh comments on troinlna and doctrlnol impact ood 00 TOE or TDA
implication.

Furnlsh comments on compatibility with ARNG force structure and polley.

Furnish comments on compatibility with anticipated impact on the recruhin.
proaram

Furnish comments on acceptability to support command or activity mission.

Furnish comments on acceptability to compatibility with overall Army policy.

Approve (disapprove) recommendation.

Proooollll\l
Time

15-45 dol"

10 dlYs

30-60 dol"l

30-60 doy.1

20 doys

15 doy.
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3-2. Implementation cycles for rontlne MOCS chllllles
a. SSC will prepare and forward to TAG-

(I) Changes to the AR 611-series regulations for
each period of development (table 3-2), which will
include MOCS changes.

(2) DA circulars given detailed guidance for in·
tegrating SSI, MOS, ASI, and SQI revisions into
Army systems at prescribed intervals.
b. MILPERCEN will-

(I) Update and distribute the POS edit file to
support TOE and TAADS changes.

(2) Insure that change requirements are included
in supporting subsystems.
c. TRADOC will prepare numbered TOE changes to

include SSI, MOS, ASI, and SQI changes in TOE.
d. TAADS proponents will make needed SSI, MOS,

ASI, and SQI changes to modified tables of organiza­
tion (MTOE), TDAs, and joint tables of distribution
(JTD)per table 3-2.

3-3. Schedule for changing the military occupational
classification structure
The structure of the MOCS will be revised semi­
annually. Tables 3-2 and 3-3 show cycles for routine
and expedited changes to the classification structure.
Timing shown with each step indicates the time required
for accomplishing the scheduled revision after the staff­
ing has been completed.

3-4. Effective dates
a. When the MOCS is changed, authorization docu­

ments must be revised and personnel must be reclassi­
fied in the same implementing cycle. There are two
cycles each year for implementing changes. Cycle I is
for changes approved from I June through 30
November and Cycle 2 is for changes approved from I
December through 30 May.

b. Effective dates for recruiting and training will
precede the date for accountable strength reporting by
enough time to permit trained people to arrive as soon
as the position has been reclassified.

3-5. Expedited changes
Urgent needs may require an expedited change to the
classification structure. In these cases, the following
procedures apply:

a. DCSPER will determine whether the use of a new
SSI, MOS, ASI, or SQI, or a revision of an existing one
would require an immediate change to the structure.

b. If approved, DCSPER will direct that the follow­
ing information be sent out by DA circular:

3-2

(I) Required data pertaining to the SSI, MOS,
ASI, or SQI description.

(2) Specific TOE, MTOE, and IDA preparation
instructions.

(3) Special requisitioning instructions or other
data.
c. Implementation of expedited SSI, MOS, ASI, or

SQI actions will be held to a minimum. They will be
scheduled so that MILPERCEN may notify all auto·
mated data processing agencies not later than the first
calendar day of the month preceding the month in
which the SSI, MOS, ASI, or SQI actions are effective.
This notice will allow time to modify, test, and dis­
tribute computer programs that will provide for accep­
tance of input data.

3-6. Changes to authorization documents
Proponents are responsible for changing authorization
documents by the target dates shown in table 3-2.

3-7. Personnel reclassification
Personnel affected by changes to the structure will be
reclassified per the following references:

a. Commissioned officers. AR 611-101 and the DA
circular announcing SSI changes.

b. Warrant officers. AR 611-112 (para 1-6) and the
DA circular announcing MOS changes.

c. Enlisted personnel. AR 600-200 (chap 2, secs VI
and VII) and the DA circular announcing MOS
changes.

(I) Primary MOSs (PMOS), secondary MOSs
(SMOS), and additional MOSs (AMOS) will be
changed, consistent with the MOS revision.

(2) The skill level character in the PMOS and
SMOS will be determined per AR 600-200 (para
2-20).

3-8. Occupational training courses
The CG, TRADOC, other commanders, and the Army
Staff agencies responsible for training will revise and
recode training courses to conform to approved changes
to the classification structure to insure the following:

a. Trained people are available when the MOS
change goes into effect.

b. Transition training for currently assigned person­
nel is provided.

c. People who graduate from existing courses before
the new training starts know the latest MOS
information.



T_3-2
l""",,-totIon cycIM lor ",uUne chongu to tho mtlllory OCCupo_ cl__ al1vc:t1n.

T-,Dat..

Slap

I
(0+ 1)

2
(0+30)

3
(0+35)

4
(0+45)

5
(0+90

6
(0+ 120)

7
(0+ 135)

8
(0+ 135)

9
(0+ ISO)

10
(0+ ISO)

11
(0+210)

12
(0+215)

13
(0+300)

Cycla,

1 Jun
10

30 Nov

30 Dec

S Jan

IS Jan

28 Feb

30 Mar

15 Apr

15 Apr

30 Apr

30 Apr

30 Jun

5JuI

1JoI
to

30 Sop

Cycla2 AcUona

1 Dec Publication of letter> of notification.
to

30 May

30 June POS edit (cunenl) tape distributed to NOB, RCPAC, and SIOPERS.

S Jul POS edit (TOE) tape distributed to TRADOC.

15 Jul OA Circular and AR 611·..ries chanaes to TAGCEN for printina and distribution.

31 Aug POS edit (current) tape distributed to NOB, RCPAC, and SIOPERS.

30 Sop OA Circular distributed to field.

15 Oct Consolidated chanae table (I'RADOC) 10 TAGCEN.

15 Oct POS edit (VTAADS) tapeS to proponenu.

31 Oct POS edit (current) tapel diJtributed to NOB, RCPAC, and SIOPERS.

31 Oct AR 611·.erles distributed 10 field.

30 Dec POS edil (current) tapes distributed to NOB, RCPAC, and SIOPERS.

5 Jan Type "A" cbanges entered in TAADS.

I Jan Type "B" cbanges entered in TAADS.
10

31 Mar

Nole: The timeframe is further illustrated in the first column by an indication of the number of day. duped time alter the decision cycle
closeout, Ihat is, 30 November or 30 May.
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Tobit 3-2
1........._. cycIto lor JOUlIIlt __ 10 tho m1UltrJ _UontI elaslllctllon alnoclID-ContJnued

Torgat Dat..

Stop Cyela 1 Cyclt 2 AcUons

14 31 Aug 28 Feb POS edit (current) tapes distributed to NOB, RCPAC, and SIOPERS.
(0+270)

IS IS Oct IS Apr PERSACS updated.
(O+3IS)

16 31 Oct 30 Apr POS edit.(current) tapes distributed to NOB, RCPAC, and SIDPERS.
(0+330)

17 S Jan SJuI ARPRINT updated.
(0+395)

18 IS Feb IS Aug REQUEST system loaded.
(0+43S)

19 I Mar 1 Sop Personnel reclassification accomplished and reported to MILPERCEN.
(0+480) to to

31 Mar 30 Sop

T_a-a
ImpI........llon 01.... lor axpedlted __ 10 .... military occupallonal c1ttalflcallon atructure.

Targe' Oat..

Stop

I
(0+1)

2
(0+30)

3
(O+3S)

4
(O+4S)

S
(0+90)

Cycla 1

I Jun
to

30 Nov

30 Dec

SJan

IS Jan

28 Feb

CycIa 2 AcUons

I Dec Publication of letters of notification.
to

30 May

30 Jun POS edit (current) tape distribution 10 NOB, RCPAC, and SIDPERS.

S Jul POS edit (TOE) tape distribution to TRADOC.

IS Jul OA Circular and AR 61 I-series changes to TAGCEN for printin8 and distribution

31 Aug POS edit (current) tape distribution to NOB, RCPAC, and SIDPERS.

Note: 'Ibe timeframe is further illustrated in Ibe r"'t column by an indication of the number of days elapsed lime after the decision
cycle closeout,lhat is 30 November or 30 May.
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l_3-3
Impl.....nt.Han cyclea lor II<pedltad ""angn 10 lha mIlllafy occupational cluallIcatIon alnlct__eon_

larval Dol..

Slop Cycla 1 Cycla 2

6 30 Mar 30 Sep DA Cireular distributed to field.
(0+ 120)

7 15 Apr 15 Oct Consolidated change table 10 TAGCEN.
(0 + 135)

8 15 Apr 15 Oct POS edit (VTAAOS) tape to proponents.
(0 + 135)

9 30 Apr 31 O<.~ POS edit (current) tapes distn"buled 10 NOB. RCPAC, and SIDPERS.
(0 + 150)

10 30 Apr 31 Oct AR 61 I-series distributed to field.
(0 + 150)

11 30 Jun 30 Dec POS edit (current) tapes distribution to NOB, RCPAC, and SIDPERS.
(0 + 210)

12 5 Jul 5 Jan Type "A" changes entered in TAADS.
(0+ 215)

13 15 Aug 15 Feb REQUEST loaded.
(0+255)

14 31 Aug 28 Feb POS edit (currenl) tapes distributed to NOB, RCPAC. and SIDPERS.
(0 +270)

IS I Jul I Jan Type "B" changes entered in TAAOS.
(0+300) to to

30 Scp 31 Mar

16 1 Scp 1 Mar Personnel reclassification accomplished and reported to MILPERCEN.
(0+ 300) to to

30 Scp 31 Mar

17 IS O<:t IS Apr PERSACS updated.
(D + 315)
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Appendix A
Enlisted Grading Factors

Section I
Developing Enlisted Grades

A-I. Factors to l18e In developlug eDllsted grades. The
following factors with representative level descriptions
should be used in developing the proper enlisted grade.
("Level descriptions" do not correspond to "skill levels.")

A-2. Factor I-knOWledge. This factor measures the level
of understanding required for successful performance in
the job. Elements included are the complexity, range, and
depth of knowledge needed. Also considered are the time
and energy to obtain the knowledge. Formal training, on­
the-job training, work experience, and self-education are
indicators of the level of knowledge required.

a. Level I requires minimum education and experi­
ence. Requires knowledge of basic military subjects.
Requires ability to understand and follow simple instruc­
tions and perform simple tasks.

b. Level 2 requires the ability to understand reading
material such as field manuals, simple charts, drawings,
and diagrams, and to perform simple mathematical com­
putations with formal or on-the-job training. Requires
knowledge of the use of basic military weapons and tac­
tics to perform as the leader of a fire team on a simple
crew-served weapon, or as a crew member of a more com­
plex weapon or equipment system. Requires knowledge
to operate mechanical equipment, use hand tools, or per­
form semiskilled work. Requires knowledge to serve as
an apprentice for more highly skilled work.

c. Level 3 requires the ability to understand and apply
instruction from technical manuals, charts, drawings, and
diagrams. Requires ability to compute numbers such as
algebraic equations, with intermediate formal or on-the­
job training. Requires knowledge in the use of basic mili­
tary weapons and tactics to perform as the leader of a
combat team element. Requires knowledge to operate and
maintain mechanical equipment or perform moderately
complex clerical work. Requires knowledge to teach
others in this job.

d. Level 4 requires the technical knowledge acquired
through lengthy job experience or formal training such
as that given for a technical MOS. Requires knowledge
to understand more complex instructions; and ability to
interpret more complex manuals, charts, drawings, and
diagrams. Requires knowledge to perform relatively com­
plex individual combat assignments, to perform relatively
complex administrative or technical duties, and to teach
others relatively complex unit assignments.

e. Level 5 requires a high degree of technical
knowledge acquired by extensive job experience or for·
mal training. Requires ability to understand, interpret,
and issue complex instructions. Requires enougb know­
ledge to instruct others in complex and varied unit com­
bat assignments including use of all related weapons, per­
form a variety of complex administrative or technical
assignments, repair and maintain complex materiel, and
instruct and supervise others in this· work.

f. Level 6 requires the higbest degree of complex or
varied knowledge acquired througb extensive formal
training or job experience. Requires knowledge to act in­
dependently as the leader of a unit in combat, administra­
tion, or technical assignments or to act as the principal
enlisted assistant for the more complex of such assign­
ments. Requires a complete knowledge of the military,
administration, or technical facets of a certain MOS that
can be expected of an enlisted member. Also requires.
knowledge of related specialties to supervise a group of
occupational specialists engaged in a common effon.

A-3. Factor II-supervision of personnel. This factor
measures the degree of supervisory responsibilities in­
herent in the performance of a job. It considers the
range of the work under supervision and the number of
people supervised. It also considers the degree to which
the supervisor is required to plan the work of sub·
ordinates, outline and assign tasks, specify work
methods, train subordinates, and evaluate progress.

a. Level I requires no supervision of others.
b. Level 2 requires the personal close supervision of

a small number (five or less) of soldiers of the same or
an allied MOS. Includes assignment of tasks and work
methods to be used.

c. Level 3 requires moderate, direct supervision of a
group of soldiers (6 to 10) of the same or allied MOS.
Responsible for training and for maintaining adequate
performance of assigned tasks.

d. Level 4 requires moderate supervision of a group
of soldiers (II to 25) in a related MOS who know the
routine of their jobs. Includes assignment of tasks,
training, and some planning. Subordinates may be en­
gaged in performing relatively complex tasks. (In some
cases, will supervise througb subordinates.)

e. Level 5 requires general supervision chiefly by
coordinating the tasks of soldiers who supervise groups
performing generally similar tasks. Includes planning
for training of soldiers and rating progress.

f. Level 6 requires broad or indirect supervision over
several groups who perform tasks involving a number of
skills. Assigns tasks to subordinate supervisors in terms
of mission rather than setting tasks and methods to be
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used. Greater percentage of time is spent in planning
and evaluation. This level represents the highest degree
of supervision by aneolisted member.

A-4. Factor m-adaptabUlty and resourcefulness. This
factor measures the degree of versatility, initiative, in­
genuity, judgment, and creative ability required to per­
form a job. This factor considers the requirement for
mental and emotional adjustments to changing situa­
tions and conditions. It does not consider requirements
for physical adaptability.

a. Level I limits w.ork to performance of routine ac­
tivities under stable conditions. No decisions necessary.
No need for versatility, creativity, or aggressiveness.

b. Level 2 requires some versatility and the infre­
quent need to use judgment on simple matters. Creativi­
ty and aggressiveness are not required.

c. Level 3 allows a limited chance to express ideas.
Must devise a method for own work now and then.
Works under relatively stable conditions. Requires some
creativity, versatility, initiative, and ingenuity. Ag­
gressiveness is desirable.

d. Level 4 requires versatility, initiative, and in­
genuity. The use of judgment on somewhat complex
matters under changing conditions is required. Does
own work, but sometimes consults others for informa­
tion. Must frequently begin action and also contribute
ideas for improvement. Aggressiveness required.

e. Level 5 requires a high degree of versatility, in­
itiative, and ingenuity. Requires enough judgment to
make complicated decisons based on a variety of factors
under frequently changing conditions. Must be emo­
tionally stable and adaptable to frequently changing
conditions, methods, and assignments. Must be creative
and aggressive.

f. Level 6 requires the highest degree of versatility,
initiative, and ingenuity. Requires complicated decision­
making ability based on a number of complex, interac·
ting factors. Must possess a high degree of emotional
stability and be highly adaptive, since he or she must be
able to perform various types of work under widely
varying conditions. Must be highiy creative since he or
she must come up with ideas as he or she adds new pro­
grams and expands old ones. Must be highly aggressive.

A-5. Factor IV - respoDBlblUty for material resources.
This factor evaluates the degree to which there is
responsibility for use, misuse, savings, and loss of
money, material, and equipment. Consideration is given
to the value and likelihood of time and material losses.
The loss of service and the disruptive effect on opera­
tions resulting from such loss shows the degree to which
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this factor is found in a position. This factor also in­
cludes responsibilities pertaining to proper storage,
handling, distribution, and estimating supply
requirements.

a. Level I requires routine control of materials of
limited value. Includes care for individual equipment
issued a soldier, or hand tools and equipment used for
unskilled jobs, that would result in minimum disruption
of operations, if improperly maintained.

b. Level 2 requires control in a section of money,
materials, or equipment of moderate value and offers
some chance to reduce waste or loss. Improper main­
tenance or loss of equipment will result in some lessen­
ing of unit effectiveness.

c. Level 3 requires unit control of money, materials,
or equipment of considerable value, and offers a defi­
nite chance to save money or avoid waste. Requires
care, attention, supervision, or surveillance to maintain
effective use or prevent damage. Temporary disruptive
effect will occur with loss of material or equipment.

d. Level 4 requires frequent use within a unit or ele­
ment of measures designed to save or avoid waste of
valuable materials or equipment. Demands conscien­
tiousness, since loss or damage to the material could
have a definite, but temporary, disorganizing effect.

e. levelS requires continuous measures designed to
conserve very valuable materials and equipment.
Demands a great deal of conscientiousness, since loss or
damage to the material would have a definite, long.
range disorganizing effect upon element or agency
operations.

f. Level 6 requires continuous use of a number of
complex controls involved in management and conser­
vation of resources of high value. Requires the highest
level of conscientiousness involving operation, mainte­
nance, and supervision since loss of equipment would
result in serious consequences. This level identifies the
greatest responsibility carried by soldiers for the care
and maintenance of monetary resources.

A-6. Factor V-concentration and attendon. This fac­
tor evaluates the level and duration of mental alenness
and concentration required in a job. It includes con­
sideration for the length of periods of concentration and
the frequency and intensity of these periods. Also con­
sidered are the need to shift attention in .response to
changing conditions and the need to be consciously
aware of information signals and satisfactory re­
quirements for the job. Includes sensory a1enness (five
basic senses) as well as muscular responses.

a. Levell duties are routine and automatic. Requires
attention to a few simple, well-defmed details; rarely



demands shifts of attention. How of work and nature
of duties require minimum concentration on the tasks.

b. Level 2 requires occasional short periods of con­
centration and attention to a few simple details. Occa­
sionally demands shifts of attention to changing
conditions.

c. Level 3 intermittently requires more concentration
and attention to moderately complex work. Concentra­
tion demanded may at times be intense and cause some
mental fatigue and require the exclusion of all irrelevant
factors; but such intense demand is infrequent and not
lengthy. Occasionally demands shifts of attention.

d. Level 4 requires prolonged periods of concentra­
tion, close attention to a variety of complex details, and
frequent shifts of attention under Changing conditions.
Requirements arc not great enough to cause excessive
mental fatigue. Intermittently requires intense concen­
tration or attention.

e. Level S requires prolonged periods of intense men­
tal effort, close attention to a variety of complex and in­
teracting details, and frequent shifts of attention to
rapidly changing conditions that often result in mental
fatigue.

/. Level 6 requires frequent prolonged periods of in­
tense mental effort and very close attention to highly
complex and interacting details. Frequent shifts of at­
tention to rapidly changing conditions arc demanded.
Brief lapses of attention can result in errors with serious
consequences. Mental fatigue is common and is often
excessive.

A-7. Factor VI- phyllicaI 11dIIs. This factor evaluates
physical dexterity, muscular coordination, and sensory
dlscriminatlon required to successfully perform the job.
Examples of the physical skills rated by this factor arc
the dexterity of fingers, hands, arms, feet, and legs; and
coordination of muscular functions such as eye-hand
coordination. This factor docs not rate physical
strength.

a. Level I has minimum requirements for exercise of
dexterity, muscular coordination, and precision.

b. Level 2 requires primarily large muscle coordina­
tion. Rapid movements in response to sensory cues nor­
mally are not required. Requirements for dexterity,
precision, or coordination of fmc movements are
limited. Normal reaction time is required to meet situa­
tions created by movements of machines and actions of
others that arc at a relatively constant and expected
speed.

c. Level 3 requires accurate large muscle coordina­
tion and slightly faster than normal reaction time in
response to changing sensory cues. This level frequently

requires a moderate dcgn:c of physicalc:oordination,
precision, and dexterity that become nearly automatic
responses.

d. Level 4 requires considerable dexterity, precision,
and coordination of movements in response to sensory
cues. Faster than normal reaction time is necessary in
responding to modcratcly complex andirrcgularly ap­
pearing sensory cues.

e. Level S requires a high dcgn:c of dexterity, preci­
sion. and coordination of complex movement pattCl'llll.
Faster reaction time is required forrcsponse to the ir­
regular, uncontroUable sequences of sensory cues.

/. Level 6 requires the highest dcgn:c of dexterity,
precision, and coordination of extremely varied and
complex movement patterns in rapid response to a
variety of frequently shifting sensory cues. Examples
arc the dcgn:c of manual dexterity or precise muscular
control necessary in performing complex assembly
operations or intricate precision maintenance. Ex­
tremely fast reaction time is essential to meet unfore­
seen situations.

A-8. Factor vn- physical eRort. This factor evaluates
the amount of energy required to perform the work. in­
cludes weight of loads handled, speed required.
strenuousness, frequency, and duration of physical
effort.

a. Levell requires little or no physical effort. No tir­
ing movements arc involved. Examples arc desk jobs or
other purely administrative activities.

b. Level 2 requires slight physical exertion for short
periods. Examples are walking, obscrvina, operatina
Jiabt controls or hand tools, and performing Jiabt jobs
while sitting or standing.

c. Level 3 requires moderate physical exertion for a
moderate period. Examples are working heavy controls
either sittina or standing, occasionally worldna with
heavy hand tools, climbing and manually handling
materials of moderate weight and size.

d. Level 4 requires substantial physical exertion with
a lot of discomfort because of position. Examples are
laying cement or continuously using heavy hand tools.
wrenches, heavy hammers. picks, shovels. or crowbars.

e. Level S requires great and extended physical exer­
tion including severe clements of bending, kneeling, and
working in cramped positions. Makes continuous
demands on physical condition. Examples arc moving,
dragging, or lifting heavy materials without power­
driven equipment.

/. Level 6 requires very great and continual.physical
exertion and topnotch physical condition. Examples are
continually lifting very heavy materials, taking long
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hikes with·fuII field gear, and making forced marches
over rough terrain.

A-II. Factor vm-Job conditions. This factor
evaluates the physical environment in which the job is
performed. Elements considered are the degree and
duration of physical discomfort and probability of in­
jury or disease associated with this job. Exposure to
hostile fue is the only ·combat environmental element
not considered, since it is rated as factor X. All other
combat and non-combat hazards are considered.

a. Level I requires minimum exposure to dangerous,
injurious conditions. No more than mild and temporary
discomfort..

b. Level 2 requires infrequent exposure to undesir­
able conditions. Occasional, brief periods of moderate
discomfort will occur. A person in this position may oc­
casionally confront minor annoyances such as noise,
slightly unclean conditions, or poor temperature con­
trol. These annoyances are insignificant in that they
rarely affect work output.

c. Level 3 requires occasional but brief exposure to
somewhat hazardous and undesirable conditions.
Moderate periods of mild discomfort sometimes occur.
Additional safety precautions are sometimes required,
and occasionally special equipment such as gloves, gog­
gles, or masks are needed.

d. Level 4 requires frequent but brief exposure to
conditions hazardous to health and safety. Frequent
periods of moderate discomfort occur. Some discom­
fort examples are exposure to wetness, oil and grease,
sulphur and ammonia fumes, smoke, extreme heat or
cold. Appreciable expense results for providing protec­
tive clothing and equipment since injury could be
severe. Examples are firefighters and military police.

e. Level 5 requires frequent exposure to conditions
very hazardous to health and safety. Frequent,
somewhat prolonged discomfort in a substantial degree
or intermittent intensive discomfort occurs. Discomfort
examples are the same as those for level 4. The soldier
must remain alert to avoid injury since he or she works
close to a known hazard.

/. Level 6 requires extensive exposure to conditions
extremely hazardous to health and safety. Frequent and
severe periods of discomfort occur. Exposure to aOO­
dent is a well·recognized and ever-present characteristic
of the job. An example is an explosive ordnance
specialist.

A-tO. Factor 'IX-freedom of action. This factor
evaluates the extent of independence of action required
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in the job. Elements considered are the kinds of deci­
sions made and the frequency of these decisions. Limi­
tations on decisionmaking imposed by common military
practice, regulations, and accepted standards pro­
cedures must be considered. Another aspect of this fac­
tor to consider is the amount and type of instructions
received, amount of checking by supervisors, and
evaluation on completion.

a. Level I has very limited freedom of action. Deci­
sions made are based on clearly applicable procedures
and detailed instructions. Foreseeable events, methods
to be used, and results expected are covered in instruc­
tions. Work receives immediate supervision.

b. Level 2 requires making elementary decisions
under close supervision. Assignments are short term and
results expected are specific. Standard procedures
govern the decisions made and independent action is
allowed very infrequently.

c. Level 3 requires the making of noncomplex deci­
sions under moderately close supervision. Independent
action concerning decisionmaking occurs occasionally.
Interpretation of standard procedures, rules, and in­
structions is required frequently.

d. Level 4 requires the making of decisions suffi­
ciently complex to demand some judgment or analytical
ability. Relied upon to make a number of independent
decisions under general supervision. Consults daily with
superiors.

e. LevelS requires the frequent making of complex
decisions on the basis of technical practices and
precedents that serve as unwritten guides. Receives
general, long-term, project-type assignments. Results
expected are indicated in terms of results desired for ma­
jor phases of the work. Assignments frequently involve
new approaches. Supervision is concerned with end
results rather than work procedures.

/. Level 6 requires the continuous exercise of judg­
ment. This is the most involved and complex decision­
making required of enlisted personnel. Decisions and
judgments are rarely covered in detail by regulation or
custom. Exercises maximum.freedom of action with lit­
tle direct control or supervision. Supervision is in terms
of end result, overall task, or goal to be accomplished.

A-ll. Factor X-combat exposure. This factor
evaluates the degree of exposure to enemy fire. Consider
the amount and frequency of fife received. Also, ron­
sider types of fife received such as direct (small arms,
crew-served weapons, and cannons), indirect (artillery,
mortars, and missiles), and aircraft (rockets, bombs,
and strafing). This factor measures exposure to hostile



fire. It does not include other disagreeable elements and
hazards associated with the job, since they are con­
sidered in factor VIII.

a. Level I is a relatively safe and secure situation.
Subject only to the threat of long-range weapons such
as intercontinental ballastic missiles or bombers. Com­
pletely removed from the theater of operations by a
physical barrier such as an ocean. Examples are scien­
tific and engineer duty positions.

b. Level 2 is a relatively safe and secure situation.
Subject to long-range attacks such as medium-range tac­
tical weapons system or aircraft. Positions involved are
found in major headquarters or in units concerned with
support of field armies. Examples are antenna men,
pipeline specialists, and cargo handlers.

c. Level 3 is located in an active duty of tactical

operations but rarely exposed to fire of any type. Serves
in corps or field Army headquaners but stil1 involves a
threat of tactical involvement.

d. Level 4 is removed from frontline activity but
engaged in combat services support operations. Occa­
sional contact with battalion-size units in performing
support functions. Located in headquaners of division,
group. or comparable headquarters.

e. Level S is engaged in direct combat support ac­
tivities. For example, serves as a member of an engineer
or arti11ery unit or as a member of a headquaners for
a combat arms battalion or comparable unit.

/. Level 6 is engaged in direct combat operations at
the company level or comparable unit. Exposed to fre­
quent fife from all types of weapons systems.
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Glossary

Section I
Abbreviations

ACSI Assistant Chief of Staff for
Intelligence

AMOS additional military occupational
specialty

AR Army regulation

ARNG Army National Guard

ARPRINT Army programs for individual
training

ASI additional skill identifiers

CG Commanding General

CMF career management field

DA Department of the Army

DARCOM US Army Materiel Development
and Readiness Command

DCSLOG Deputy Chief of Staff for
Logistics

DCSOPS Deputy Chief of Staff for
Operations

DCSPER Deputy Chief of Staff for
Personnel

HQDA Headquarters, Department of the
Army

HSC US Army Health Services
Command

lTD joint table of distribution

LON letter of notification

MACOM major Army command

MILPERCEN US Army Military Personnel
Center

MOCS military occupational classification
structure

MODB military occupational data bank

MOS military occupational specialty

MOSC military occupational specialty
code

MTOE modified table of organization and
equipment

NGB National Guard Bureau

OlT on-the-job training

PERSACS personnel structure and composi.
tion system

PMOS primary military occupational
specialty

POS edit me..... personnel occupational specialty
code data me

RCPAC US Army Reserve Components
Personnel and Administration
Center

REQUEST recruit quota system

SC specialty codes

SGA standards of grade authorization

SIDPERS standard installations/division per­
sonnel system

SMOS secondary military occupational
specialty

SQI special qualifications identifiers

SSC US Army Soldier Support Center

SSC-NCR US Army Soldier Support Center­
National Capital Region

SSI specialty skill identifier

TAADS The Army Authorizations
Documents System

TAG The Adjutant General

TAGCEN US Army Adjutant General Center

TDA table of distribution and allowances

TOE table of organization and
equipment

TRADOC US Army Training and Doctrine
Command

TSG The Surgeon General

USAR US Army Reserve

USAREC US Army Recruiting Command

VTAADS Venical-The Army Authorization
Documents System
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Section n
Terms

Additlolllll sIdll Identifier
An identifier of specialized skills that are closely related
to and in addition to those required by the SSI or MOS.
Officer ASIs may be used with any SSI unless otherwise
limited. Enlisted and most warrant officer ASIs are
authorized for use only with designated MOSs.
Specialized skills identified by the ASI include, but are
not limited to-

a. Aircraft qualification.
b. Operation and maintenance of specific weapons

systems and equipment.
c. Administrative-type systems and subsystems.
d. Computer programming languages and procedures.
e. Installation management.
f. Analytical methods.
g. Animal handling techniques.
h. Similar required skills that are too restrictive to

comprise an SSI or MOS.

Letters of notification
Letters, numbered sequentially, prepared by the SSC­
NCR. They announce DCSPER approved SSI, MOS,
ASI, and SQI revisions that will be implemented by pro­
grammed changes to ARs in the 611 series. These letters
are useful in providing advance information to agencies
who must respond to SSI, MOS, ASI, and SQl revi­
sions. (For example, in planning for TOE or TAADS
changes, recruiting, individual training programs, and
personnel reclassifications.)

Mililary occupatlonlll classification strncture
The personnel and position classification structure that
identifies military occupational skills and skill re­
quirements. It encompasses the commissoned officer,
warrant officer, and enlisted categories for identifying
military occupational skills and skill requirements. It in­
cludes commissioned officer specialties and ASls, and
warrant officer and enlisted MOSs, ASIs, and SQIs.

Military occupatlonlll speclalty (warrant officer and
eD1lsted)
A group of duty positions so closely related that an in­
dividual qualified to perform in one of them can with
minimal on-the-job training perform in any of the
others that are of the same level of difficulty.

Mililary QCCupaliolllll specilllty code (enlisted)
An alpha-numeric code of nine or fewer characters used
to identify MOS, skill level, ASI, SQI, and language
identifiers.
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Personnel occupationlll specialty code data file
A me that contains a summary of military and civilian
occupational classification data. It is used to edit the ac­
curacy of many personnel requirements, authorizations,
and master files and their input transactions.

Specilllty code (commissioned officers only)
A grouping of duty positions having skill and job re­
quirements that mutually support in the developmentof
competence in an officer to perform through the grade
of colonel in the specialty. (Some specialty codes are
position identifiers only and are not used to classify of­
ficers. (For example, SC 30 and SC 40.)

SpeclIII qualification Identifier (warrant officers aDd
enUsted only)
An identifier of skills, in addition to those of an MOS,
that have broad application throughout the structure
without dependence on the requirements of a certain
MOS. SQIs are authorized for use with any MOS unless
otherwise specified.

Specialty skill identifier (commissioned officers only)
An identification of specific skills within a specialty and
the corresponding qualifications in which commissioned
officers are qualified.

SSI and MOS proposals
Proposed changes to the military occupational classi­
fication structure, including changes to SCs, SSls,
MOSs, ASls, and SQls.

Standards of grade authorization
The prescribed grade structure related to documentation
in a single TOE or TAADS paragraph of one or more
positions in the same SSI or MOS.

Type A (one-for-one) changes
SSI, MOS, ASI, and SQI changes resulting in the
reclassification of all positions in a certain skill code in­
to one other skill code. The changes require no selective
judgment and can be done by automation. (Example:
Consolidation of two or more SSIs or MOSs into a
single SSI or MOS.)

Type B (selective) changes
SSI, MOS, ASI, or SQI changes resulting in the
reclassification of a skill and grade into any of two or
more other skills and grades based on such variables as
unique unit missions, specialized equipment, and in­
dividual training and experience. These changes involve
judgmental decisions based on a consideration of all
variables and cannot be done by automation. (Example:
Adoption of a newly established SSI, MOS, ASI, or
SQI.)



By order of the Secretary of the Army:

JOHN A. WICKHAM, JR.
General, United SlDres Army
Chief of Staff

Official:

ROBERT M. JOYCE
Mqjor General, United States Army
The Adjutant General

DISTRIBUTION:
To be distributed in aa:ordance with DA Form 12-9A re-

quirements for AR, Penonnel Selection and Oaalftcatlon.
Active Army-B (Block 0403)
ARNG -A (BIoc1c 0402)
USAR -A (Block 0402)
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