DEVELOPMENTAL COUNSELING FORM
For use of this form, see ATP 6-22.1; the proponent agency is TRADOC.

DATA REQUIRED BY THE PRIVACY ACT OF 1974

AUTHORITY: 5 USC 301, Departmental Regulations; 10 USC 3013, Secretary of the Army.
PRINCIPAL PURPOSE: To assist leaders in conducting and recording counseling data pertaining to subordinates.
ROUTINE USES: The DoD Blanket Routine Uses set forth at the beginning of the Army's compilation of systems or records notices also
apply to this system.
DISCLOSURE: Disclosure is voluntary.
PART | - ADMINISTRATIVE DATA
Name (Last, First, MI) Rank/Grade Date of Counseling
Organization Name and Title of Counselor

PART Il - BACKGROUND INFORMATION

Purpose of Counseling: (Leader states the reason for the counseling, e.g. Performance/Professional or Event-Oriented counseling, and includes
the leader's facts and observations prior to the counseling.)
PROFESSIONAL GROWTH COUNSELING IAW ATP 6-22.1

1-20. Professional growth counseling includes planning for the accomplishment of individual and professional goals. During the counseling, leader and subordinate
conduct a review to identify and discuss the subordinate’s strengths and weaknesses and to create an individual development plan that builds upon those strengths and
compensates for (or eliminates) shortcomings. Leaders can assist subordinates in prioritizing development efforts based upon those perceived strengths and
weaknesses.

1-21. As part of professional growth counseling, the leader and subordinate may choose to develop a pathway to success with short- and long-term goals and
objectives. The discussion includes opportunities for civilian or military schooling, future duty assignments, special programs, available training support resources,
reenlistment options, and promotion opportunities and considerations. Documentation of this discussion results in an individual development plan. Each individual
development plan will vary as every person’s needs and interests are different.

PART lll - SUMMARY OF COUNSELING
Complete this section during or immediately subsequent to counseling.

Key Points of Discussion:
Open the Session

2-41. In opening, the leader makes the purpose clear and establishes a subordinate-centered setting as appropriate for the situation. The counselor establishes an
atmosphere of shared purpose by inviting the subordinate to speak and acknowledge the purpose. An appropriate purpose statement might be “SFC Taylor, the purpose
of this counseling is to discuss your duty performance over the past month and to create a plan to enhance performance and attain performance goals.” If applicable,
start the counseling session by reviewing the status of the current plan of action.

Discuss the Issues
2-42. The leader and counseled individual should attempt to develop a mutual and clear understanding of the counseling issues. Use active listening and invite the
subordinate to do most of the talking—encourage the subordinate to participate fully in the session. Leaders respond and ask questions without dominating the

conversation but help the subordinate better understand the subject of the counseling session, such as duty performance, a situation and its effects, or
potential areas for growth. Leaders must be open to adjusting their understanding of the situation based on the subordinate’s input.

RETENTION INTERVIEW PROGRAM IAW NG PAM 601-1

4-11. The Retention interview program establishes a system and provides assistance to unit leadership to effectively interview with documentation that will increase
unit strength.

Retention interviews provide an opportunity to eliminate old grievances, surface problem areas, develop self-understanding, increase self-assurance, and encourage
and guide the Soldier in proper career progression.

Interview D - conducted by unit retention NCO 270 days prior to ETS. Designed to discuss retention eligibility, possible incentives, and possibility of extension.
RETENTION INTERVIEWS IAW NGR 601-1

6-24. The Soldier must be prepared to meet the criteria for extension and other personnel actions. Important topics for these discussions are the Soldier’s opportunities
and qualifications for advancement, training, education, and other items important to the Soldier. When not otherwise required, these interviews should be conducted
annually as a minimum.

Extension Interview

Everyone involved in the process of retaining quality Soldiers must be aware that a few extension interviews cannot overcome the absence of the other types of
interviews discussed above. These interviews are conducted annually, 180, 120, 90, 60, and 30 days from Soldiers ETS date. They focus on the Soldier’s qualifications
for extension, options, goals, decisions, and available incentives. RRC personnel should be involved in helping to determine a Soldier’s extension/re-enlistment
eligibility and the incentives for which he/she may be eligible.

OTHER INSTRUCTIONS
This form will be destroyed upon: reassignment (other than rehabilitative transfers) , separation at ETS, or upon retirement. For separation
requirements and notification of loss of benefits/consequences see local directives and AR 635-200.
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Plan of Action (Outlines actions that the subordinate will do after the counseling session to reach the agreed upon goal(s). The actions must be
specific enough to modify or maintain the subordinate's behavior and include a specified time line for implementation and assessment (Part IV below)

2-44. A plan of action identifies a method and pathway for achieving a desired result, limited to one or two realistic goals tied to work or life events with milestones
that allow for monitoring progress. Before developing the plan of action, the leader must assess whether the counseled subordinate understands the purpose and any
related issues. The plan of action must be appropriate and specific, showing the subordinate how to modify or maintain specific behaviors to reach goals set during the
counseling session.

For example: “PFC Miller, next week you’ll attend the map reading class with 1st Platoon. After class, SGT Dixon will coach you through the land navigation course
and help you develop your compass skills. After observing you going through the course with SGT Dixon, | will meet with you again to determine if you need
additional training.”

Session Closing: (The leader summarizes the key points of the session and checks if the subordinate understands the plan of action. The
subordinate agrees/disagrees and provides remarks if appropriate.)

Individual counseled: I:l | agree I:l disagree with the information above.
Individual counseled remarks:

2-45. Although requirements to record counseling sessions vary, a leader always benefits from documenting the main points of a counseling session, even informal
ones. Documentation serves as a ready reference for the agreed-upon plan of action and helps the leader track the subordinate’s accomplishments, personal preferences,
or issues. A good record of counseling enables the leader to make proper recommendations for professional development, promotions, and evaluations. DA Form 4856
is designed to help Army leaders conduct and record counseling sessions.

2-47. Leaders should close the session by asking the counseled subordinate to summarize key points and expectations based on the proposed plan of action.

Signature of Individual Counseled: Date:

Leader Responsibilities: (Leader's responsibilities in implementing the plan of action.)

2-48. The counseling process does not end with the initial counseling session. It continues throughout the implementation of the plan of action consistent with the
observed results. Sometimes the initial plan of action will require modification to meet the desired outcomes. Leaders must consistently support their subordinates in
implementing the plan of action by teaching, coaching, mentoring, or providing additional time, referrals and other appropriate resources. Additional measures may
include more focused follow-up counseling, informing the chain of command, or taking more severe corrective measures if appropriate.

Signature of Counselor: Date:

PART IV - ASSESSMENT OF THE PLAN OF ACTION

Assessment: (Did the plan of action achieve the desired results? This section is completed by both the leader and the individual counseled
and provides useful information for follow-up counseling.)

2-49. During assessment, the leader and the subordinate jointly determine if the desired results happened. They should determine the date for their initial assessment
during the initial counseling session. The plan of action assessment provides useful information for future follow-up counseling sessions.

Counselor: Individual Counseled: Date of Assessment:

Note: Both the counselor and the individual counseled should retain a record of the counseling.
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Name
(Last, First, MI)
Rank/Grade
Date of Counseling
Organization
Name and Title of Counselor
Purpose of Counseling:
(Leader states the reason for the counseling, e.g. Performance/Professional or Event-Oriented counseling, and includes
the leader's facts and observations prior to the counseling.)
Key Points of Discussion:
DEVELOPMENTAL COUNSELING FORM
For use of this form, see ATP 6-22.1; the proponent agency is TRADOC.
DATA REQUIRED BY THE PRIVACY ACT OF 1974
AUTHORITY:
PRINCIPAL PURPOSE:
ROUTINE USES:
DISCLOSURE:
5 USC 301, Departmental Regulations; 10 USC 3013, Secretary of the Army.
To assist leaders in conducting and recording counseling data pertaining to subordinates.
The DoD Blanket Routine Uses set forth at the beginning of the Army's compilation of systems or records notices also 
apply to this system.
Disclosure is voluntary.
PART I - ADMINISTRATIVE DATA
PART II - BACKGROUND INFORMATION
PART III - SUMMARY OF COUNSELING
Complete this section during or immediately subsequent to counseling.
OTHER INSTRUCTIONS
This form will be destroyed upon:  reassignment (other than rehabilitative transfers) , separation at ETS, or upon retirement.  For separation
requirements and notification of loss of benefits/consequences see local directives and AR 635-200.
PREVIOUS EDITIONS ARE OBSOLETE.
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Plan of Action
(Outlines actions that the subordinate will do after the counseling session to reach the agreed upon goal(s).  The actions must be
specific enough to modify or maintain the subordinate's behavior and include a specified time line for implementation and assessment (Part IV below)
Individual counseled remarks:
Leader Responsibilities:
(Leader's responsibilities in implementing the plan of action.)
Assessment:
(Did the plan of action achieve the desired results?  This section is completed by both the leader and the individual counseled
and provides useful information for follow-up counseling.)
REVERSE, DA FORM 4856, JUL 2014
Session Closing:
 (The leader summarizes the key points of the session and checks if the subordinate understands the plan of action.  The
subordinate agrees/disagrees and provides remarks if appropriate.)
Individual counseled:
I agree
disagree with the information above.
Signature of Individual Counseled:
Date:
Signature of Counselor:
Date:
PART IV - ASSESSMENT OF THE PLAN OF ACTION
Individual Counseled:
Date of Assessment:
Counselor:
Note:  Both the counselor and the individual counseled should retain a record of the counseling.
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	NAME: 
	RANK: 
	DATE: 
	ORGANIZ: 
	TITLE: 
	PURPOSE: PROFESSIONAL GROWTH COUNSELING IAW ATP 6-22.1

1-20. Professional growth counseling includes planning for the accomplishment of individual and professional goals. During the counseling, leader and subordinate conduct a review to identify and discuss the subordinate’s strengths and weaknesses and to create an individual development plan that builds upon those strengths and compensates for (or eliminates) shortcomings. Leaders can assist subordinates in prioritizing development efforts based upon those perceived strengths and weaknesses.

1-21. As part of professional growth counseling, the leader and subordinate may choose to develop a pathway to success with short- and long-term goals and objectives. The discussion includes opportunities for civilian or military schooling, future duty assignments, special programs, available training support resources, 
reenlistment options, and promotion opportunities and considerations. Documentation of this discussion results in an individual development plan. Each individual development plan will vary as every person’s needs and interests are different.
	POINTS: Open the Session

2-41. In opening, the leader makes the purpose clear and establishes a subordinate-centered setting as appropriate for the situation. The counselor establishes an atmosphere of shared purpose by inviting the subordinate to speak and acknowledge the purpose. An appropriate purpose statement might be “SFC Taylor, the purpose of this counseling is to discuss your duty performance over the past month and to create a plan to enhance performance and attain performance goals.” If applicable, start the counseling session by reviewing the status of the current plan of action. 

Discuss the Issues

2-42. The leader and counseled individual should attempt to develop a mutual and clear understanding of the counseling issues. Use active listening and invite the subordinate to do most of the talking—encourage the subordinate to participate fully in the session. Leaders respond and ask questions without dominating the conversation but help the subordinate better understand the subject of the counseling session, such as duty performance, a situation and its effects, or 
potential areas for growth. Leaders must be open to adjusting their understanding of the situation based on the subordinate’s input.

RETENTION INTERVIEW PROGRAM IAW NG PAM 601-1

4-11. The Retention interview program establishes a system and provides assistance to unit leadership to effectively interview with documentation that will increase unit strength.

Retention interviews provide an opportunity to eliminate old grievances, surface problem areas, develop self-understanding, increase self-assurance, and encourage
and guide the Soldier in proper career progression.

Interview D - conducted by unit retention NCO 270 days prior to ETS. Designed to discuss retention eligibility, possible incentives, and possibility of extension.

RETENTION INTERVIEWS IAW NGR 601-1

6-24. The Soldier must be prepared to meet the criteria for extension and other personnel actions. Important topics for these discussions are the Soldier’s opportunities and qualifications for advancement, training, education, and other items important to the Soldier. When not otherwise required, these interviews should be conducted annually as a minimum. 

Extension Interview

Everyone involved in the process of retaining quality Soldiers must be aware that a few extension interviews cannot overcome the absence of the other types of interviews discussed above. These interviews are conducted annually, 180, 120, 90, 60, and 30 days from Soldiers ETS date. They focus on the Soldier’s qualifications for extension, options, goals, decisions, and available incentives. RRC personnel should be involved in helping to determine a Soldier’s extension/re-enlistment eligibility and the incentives for which he/she may be eligible.
          
	PLAN: 
2-44. A plan of action identifies a method and pathway for achieving a desired result, limited to one or two realistic goals tied to work or life events with milestones that allow for monitoring progress. Before developing the plan of action, the leader must assess whether the counseled subordinate understands the purpose and any related issues. The plan of action must be appropriate and specific, showing the subordinate how to modify or maintain specific behaviors to reach goals set during the counseling session.

For example: “PFC Miller, next week you’ll attend the map reading class with 1st Platoon. After class, SGT Dixon will coach you through the land navigation course and help you develop your compass skills. After observing you going through the course with SGT Dixon, I will meet with you again to determine if you need additional training.”

	REMARKS: 
2-45. Although requirements to record counseling sessions vary, a leader always benefits from documenting the main points of a counseling session, even informal ones. Documentation serves as a ready reference for the agreed-upon plan of action and helps the leader track the subordinate’s accomplishments, personal preferences, or issues. A good record of counseling enables the leader to make proper recommendations for professional development, promotions, and evaluations. DA Form 4856 is designed to help Army leaders conduct and record counseling sessions. 

2-47. Leaders should close the session by asking the counseled subordinate to summarize key points and expectations based on the proposed plan of action.
	LEADER: 
2-48. The counseling process does not end with the initial counseling session. It continues throughout the implementation of the plan of action consistent with the observed results. Sometimes the initial plan of action will require modification to meet the desired outcomes. Leaders must consistently support their subordinates in implementing the plan of action by teaching, coaching, mentoring, or providing additional time, referrals and other appropriate resources. Additional measures may include more focused follow-up counseling, informing the chain of command, or taking more severe corrective measures if appropriate.

	ASSESS: 
2-49. During assessment, the leader and the subordinate jointly determine if the desired results happened. They should determine the date for their initial assessment during the initial counseling session. The plan of action assessment provides useful information for future follow-up counseling sessions.

	AGREE: 
	DISAGREE: 
	Type the DATE in Y Y Y Y M M D D format.: 
	Senior Rater digitally signs.: 
	Type the DATE in Y Y Y Y M M D D format.: 
	Senior Rater digitally signs.: 
	Senior Rater digitally signs.: 
	Senior Rater digitally signs.: 
	Type the DATE in Y Y Y Y M M D D format.: 



