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1. Career Planner Name (Last, First, MI)
CAREER PLANNER EVALUATION
NAVMC 11778 (Rev. 01-13) (EF)
This form will be used to evaluate Career Planner Performance.
2. MOS
3. Has SNM completed the Basic Career Planner School?
4. If Yes for question 3, graduation date:
5. DCTB:
6. Collateral Duty Career Planner?
When completing this form the evaluator will utilize the Peak Performance Model to identify the Career Planner's level.
The different levels are identified below:
Dependent - This level is the typical entry point for performance of a new skill or behavior. In order to perform effectively at the minimal expected level, the Marine will need coaching and support. For example, new Career Planners often are very dependent on the support and feedback of the SNCOIC or peers to perform MC3 skills effectively when they first graduate from the Career Planner Course.
Other-Developing - Approaching the highest level of “peak” performance, here Marines use their mastery and inspiration to develop the skill and effectiveness of others around them. Often they are motivated to do this by the impact they can have on other Marines and the organization. 
Self-Developing - With coaching and support, a Marine can move beyond performing as expected to a level at which they are self-motivated to improve their performance to a mastery level. Marines at this level often are driven by the accomplishment of better and better results – achieved through their own hard work.
Self-Confident - This level is characterized by a Marine’s ability to perform the skill or behavior as expected, with little or no support from others. Often performance becomes enjoyable for the Marine at this level, and there is pride in this achievement.
In the boxes below the evaluator will identify the performance level of the individual based on the attributes listed on the left.  If an attribute is not evaluated, select "NA" for that task.
Annual Evaluations will be conducted every 12 months based on the Career Planner's Date Current Tour Began (DCTB).
7. Career Planner Evaluation Tasks
a. Identify required interviews (Without aid of TFRS)
b. Schedule required interviews
c. Identify delinquent interviews
d. Conduct an interview
e. Complete a Statement of Service (NAVMC 11501a)
f. Process a RELM
g. Complete an Extension Agreement (NAVMC 321a)
h. Complete a Reenlistment Contract (DD4)
i. Conduct a reenlistment ceremony
j. Complete required reenlistment certificates
k. Submit a RELM for Separation Pay determination
Initial
(Within 3 Months)
Intermediate
(3-6  Months)
Final
(6-9 Months)
Annual
l. Process Special Duty Assignment packages
m. Maintain Career Planning Contact Record files
n. Complete SRBP documents
o. Complete a request for Waiver of Reenlistment Prerequisites
p. Complete Career Planner Reports
q. Maintain Individual Case File
r. Demonstrate understanding of required references
s. Demonstrate mastery of MC3
t. Demonstrate mastery of ECS
u. Demonstrate mastery of Public Speaking
a. Conduct quarterly training
b. Conduct Career Planner Evaluations
c. Monitor Interview Management System
d. Identify/Conduct required follow-on training
e. Conduct on-site Inspection
f. Conduct Quality Control of RELMS
g. Coordinate and Implement the Retention Plan
8. SNCOIC Evaluation Tasks
Initial
(Within 3 Months)
Intermediate
(3-6  Months)
Final
(6-9 Months)
Annual
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9.  Evaluator Printed Name
Initial / Date
Initial / Date
Initial / Date
Initial / Date
10.  Career Planner Printed Name
Initial / Date
Initial / Date
Initial / Date
Initial / Date
11.  Remarks
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There are a variety of ways to inspire and move someone up the ladder, including:
Working together to set goals and following-up on the achievement of them
Providing tools, training or coaching/counseling to aid in development
Demonstrating what is possible through proof, other Marines, yourself, etc. 
It is common to move a Marine from Dependent to Self-confident. The leaps that are more difficult and neglected are the next two. Moving a Marine from Self-confident to Self-developing or Other-developing requires perseverance and an understanding of the Needs and Motivators.
You won’t be able to move every Marine up the ladder, but the impact of moving as many as you can toward peak performance can be significant to the success of your team and the future of the Marine Corps.
You’ll need to provide coaching, counseling and support that will enable them to see the value of self- and/or other development. This can be incredibly rewarding for you and puts you at the top of the peak performance ladder. You can’t pull someone up if you are on a lower step!
As a SNCOIC, you will find more and different opportunities to coach a variety of performance issues. In the coaching process, observation and diagnosis is the key first step to understanding performance issues and addressing them. When you fully understand the cause of a performance issue, you can have an effective Coaching and Counseling Conversation or develop another course of action to address the issue. 
What is a performance issue? Simply, a performance issue is a situation in which one or more people are not executing the desired behavior or performing at the expected level. For example: SSgt Wilson is not consistently or correctly filling out the paperwork that is required to turn around RELM requests.
Diagnosing Important Performance Issues 
An underlying assumption of KSSA is that the issue is important enough to address and that resolving it is mission-critical or at least important to the development of the Career Planner or the success of the unit.
The best way to determine if an issue needs to be addressed is to ask: What will the impact be if the issue is not addressed? 
For example, another SNCOIC may not have the same energy level or style as you but is an effective leader. It is likely not important to coach that SNCOIC to change his approach just because it doesn’t match yours.
Once you’ve determined that an issue can’t be left alone because the impact of doing so is unacceptable, it is time to determine its cause so you can address it effectively. 
Marines will be functioning at different levels of performance for the different skills.  Your job as the leader and mentor is to help all Marines increase their level of performance.  
To move someone up through the levels of performance, think about what kinds of training, coaching conversations, feedback system redesign, etc. are needed to support the improvement. Think about the KSSA model and use it to improve effective performance rather than fixing performance issues. To move a person up a level, consider what might cause their level to move. Would it be knowledge, skill, system or attitude (motivation)? 
For example, a Marine who is taking pride in his MC3 skills could be easily moved to the next level by offering him an opportunity to “mentor” a new Career Planner.
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To diagnose a performance problem, ask questions to determine if the issue is related to Knowledge, Skill, System or Attitude. By understanding which of these is the cause, you can then target your solution effectively. 
Once the issue has been identified follow the table below to help Marines climb the ladder to Peak Performance.
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