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FORCE PRESERVATION COUNCILS (FPC) SAMPLE FRAMEWORK
			

Ref:	 (a) MARADMIN 363/10 {23rd EFPB results}
	 (b) MARADMIN 240/11 {24th EFPB Results}
	 (c) NAVMC DIR 1500.58 {USMC Mentoring Handbook}
	 (d) MCO 1500.58 {USMC Mentoring Program Order}
	 (e) MCO 5390.2D {Leadership Training and Education}
	 (f) DoD 6025.18-R {DOD Health Information Privacy}
	 (g) MCWP 6-11 {Leadership}

1. The 23rd Executive Force Preservation Board (EFPB) directed focused experimentation with Force Preservation Councils (FPCs).  The 24th EFPB directed battalion and squadron level commands to establish and conduct FPCs on a monthly basis for the Active Component and not less than semi-annually for the Reserve Component.  The intent is for units to have a clear, formalized process to identify and elevate at-risk Marines and Sailors for command attention by using the Marine Corps Leadership Development Program, combined with advice from key staff and senior leaders.  Decisive, engaged leadership is critical and emphasis should be placed on leaders truly knowing their Marines and Sailors.  There is nothing about a Marine or Sailor that a Squadron or Battalion Commander should not know.  With the current operational tempo and the demands placed on leaders, this cannot be taken for granted.  
 
2. Leaders should execute FPCs with the goal of helping Marines and Sailors.  The key is getting leaders engaged and mentoring those in their charge.  Human factors issues or other problems that can be handled at lower levels should not be elevated up the chain-of-command merely to support a process.  Leaders at all levels must be able to recognize and convey cases in which they are not trained or experienced enough to provide appropriate assistance.  An effective FPC is intended to facilitate and force meaningful interaction between junior and senior Marines across the entire spectrum of leadership by focusing on communication, individual development, early identification, and resolution development.  The desired end state is improved leadership engagement throughout the command and better targeting of focused, anticipatory leadership.  This requires commands to take a thorough look at all of their Marines, not just those who have been flagged as at risk.  The FPC gives an organization a method with which to identify those issues requiring senior level attention and resources, while retaining an emphasis on small unit leadership and solutions at the lowest levels.  Concerned leadership will be the key to achieving the right balance.                                  FPCs should be thought of as a proactive methodology to provide Marines access to resources and assistance and to prevent unnecessary mishaps, fatalities, and suicides.  This reconciliation of Marines is analogous to the manner in which a command reconciles its maintenance, supply, and money. 

3. Personnel are often under stress from personal or professional factors that are not apparent to the command's decision makers.  In many instances, the individual’s risk factors were known to various leaders and peers as isolated pieces of the whole picture.  The objective of the FPC is to connect the dots through the collective use of the available command assets and the collaborative efforts of the chain-of-command.  Identification of Marines in distress requires decisive, engaged leadership.  The application of a process that enables the command to leverage the knowledge and experience of the entire command team is absolutely critical to early identification and to provide appropriate assistance.  

4. Commands have the latitude to tailor the mechanics and specific construct of their FPC to their unit size, structure, location, geographic dispersion, and mission.  An outlined FPC framework is described below that has proven successful in the past.  It is not intended to be prescriptive, but instead, serve as a starting point for commands to build their individual FPC framework.  

5. The FPC is not a disciplinary body.  It is a conduit for issues and concerns that helps leaders form one composite picture of a Marine, enabling the tailored leadership involvement and engagement of external resources, as necessary.  Not every Marine needing assistance or dealing with stress needs to be discussed at an FPC.  In fact, many risk factors can and will be dealt with at the supervisory level.  

6. Platoon/work center level.  The FPC progression begins at the platoon or work center level through the use of the Marine Corps Leadership Development Program.  Leadership interaction is the very foundation of leaders knowing their Marines and guiding them to the highest standards of personal and professional conduct.  Marines who require assistance or additional resources beyond the immediate capabilities of the lower echelons should be elevated to the command’s FPC, as necessary. 

a. Noncommissioned Officers (NCOs).  NCOs assigned as supervisors should focus their efforts on ensuring Marines understand their strengths and weaknesses to help them develop into integral members of the team.      
                                               
Supervisors should have the responsibility to articulate concerns to their next level of command about Marines identified as needing assistance who exceed the supervisor’s ability to connect those Marines to the appropriate resources.  
 
b. Platoon Commanders, Platoon Sergeants, work center Officers-in-Charge (OICs), and Staff NCOICs should meet with subordinate supervisors individually and regularly to discuss and review the status of every Marine in the platoon or work center.  The Platoon Commander or OIC shall make a determination about individual Marines needing assistance, if the next level of support is required.  

c. Company/Department level.  Company Commanders, First Sergeants, and Department Heads should meet with their Platoon Commanders/OICs regularly to review and discuss Marines needing assistance.  Those Marines requiring the next level of support would similarly be referred to the FPC. 

7. Battalion/Squadron level.  The actual body of the FPC convenes at the battalion/squadron level.  At this level, commanders, aided by the leadership representation from the chain-of-command and the enabling advisors from specific staff areas, evaluate the Marines who have been recommended to the FPC and approve appropriate assistance.  FPC membership typically includes the CO or XO as Chair, the Sergeant Major, and the Marine’s Company Commander/Department Head or First Sergeant/Staff NCOIC.  Marines under discussion would not normally be present at a battalion/squadron level council.  Units can also assign a designated record keeper for each FPC meeting.  Key staff officers that provide enabling additional sources of information on a Marine under discussion include the Medical Officer, the Chaplain, the Substance Abuse Control Officer, the Legal Officer, the Safety Officer or Tactical Safety Specialist, a Family Advocacy representative, the Suicide Awareness Officer, and the Operational Stress Control and Readiness Representative.  These stakeholders in a Marine’s well-being should be consulted to connect the dots, limit the absence of information, and help identify all the factors to shape an appropriate action plan to help commanders really know their Marines.   

8. The FPC is not limited in consideration of personal and professional risk factors that may affect a Marine.  Issues such as legal or disciplinary problems, alcohol or drug use, the efficacy of a Marine’s current leadership structure, erratic behavior or a general lack of professionalism, and personal issues like the loss of a family member, marital problems or financial difficulties all contribute to painting a composite picture of a Marine.  
 
9. The FPC should provide individual recommendations tailored to mitigate, and if possible eliminate, identified risk factors to successfully re-integrate the Marine back to full performance as a member of the team.  The responsibility for executing the plan, tracking progress, and providing updates to the FPC is a leadership responsibility and rests with the individual’s chain-of-command.  The FPCs are not intended to transfer leadership development responsibility and accountability of identified Marines to the Commanding Officer.  The FPCs establish the framework within which supervisors gain access to appropriate resources, with the Marine being afforded appropriate levels of evaluation, assistance, and supervision.  Follow-on action and evaluation should be executed by the chain-of-command under the guidance of the Commanding Officer.
 
10. Resources like existing FPC policies, scenarios, sample meeting worksheets and templates, and other best practices can be found at: HTTP://WWW.MARINES.MIL/UNIT/SAFETY/PAGES/FORCE_PRESERVATION_COUNCIL.ASPX.  Commands with successful models and other best practices that support successful FPCs should contact the message POC to have their FPC construct and material shared as a best practice.  Subject Matter Expert support during the establishment and subsequent execution of a Command’s FPC is available from the CMC Safety Division and the Lejeune Leadership Institute.    

11. The current Human Factors Council (HFC) process used to identify personal and professional issues among aircrew meets the FPC requirement as long as the HFCs are expanded to all hands, or an additional FPC for non-aircrew personnel is developed.

12. Per ref (b), FPCs will be considered as part of a service-level review and incorporated as a component of future leadership development programs in order to be an enduring part of the Marine Corps leadership process.  

13. Per ref (b), Completion of FPCs will be documented in writing and reported on the Warrior Preservation Status Report (WPSR).
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