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SECTION I
INTRODUCTION

The Chief of Naval Operations (CNO) established as one of his
objectives the improvement of professional leadership and management
capabilities for all supervisory personnel in the Navy Total Force.l ~ This
action was based on the belief that the margin of superiority at sea for the
United States Navy might well be achieved through the demonstrated
leadership and management competence of Navy officers, petty officers, and
civilians. The CNO directed that a plan be prepared that would ultimately
provide these personnel with the proper balance of terhn1ca1 operational,
1eadersh1p, and management capability. .

The resulting plan specifically provided for the development of
Leadership and Management Education and Training (LMET) courses to be used
in instructing all Navy supervisory personnel. The plan stipulated that
_initial LMET courses of instruction would be provided first to officers and
petty officers en route to new assignments aboard flert units. These LMET
curricula would be developed under contract and taught by Navy instructors
trained at the Human Resource Management School, Memphis, TN. In accordance
with the OPNAV plan, the curricula to be developed for all levels of Navy
managers (officer and enlisted) were to focus on those leadership
competencies that discriminate between superior and average performers.

Following LMET course implementation for fleet personnel, the plan
required the development of LMET courses for personnel en route to shore-
based .activities. Recruit company commanders (RCC) and "“A" School
Jdnstructors were identified as one of the first shore-based: groups to
receive LMET. Because of the Chief of Naval Education and Training's (CNET)
continuing efforts to optimize recruit and technical training, there was
added . interest in the development of an effective RCC and "A"™ School
instructor LMET course. °

The CNET directed the Training Analysis and Evaluation Group (TAEG) to
identify. independently the competencies required for high quality leadership
and management by RCCs and by Navy instructors assigned t. A" schools.2 The
Navy Training Plan for the contractor developed RCC 1nd "A" School
instructor LMET course was promulgated in August 1980. The initiation of
the present study began in October 1980. To avoid duplication of data
collection efforts by the contractor and TAEG, this study was modified by
the CNET Special Assistant for Human Resources Mgnagement (Code 014) to
include coordination with the contractor as follows: T

The contractor would collect data at the Naval Training Centers

IChief of Naval Operations, CNO Objective Number: (NO-1z, Objective T1t1e
Leadership and' Management in the Navy, 16 Jam iy 1978, Washington, OC.
2CNET Ttr Code N-53 of 30 August 1979,

3Meeting between CNET (Codehﬂid)_and TAEG representatives on 20-22 January
1981 at NAS Pensacola.

)
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(Recruit Training Commands (RTC) and Service School Commands
(SERVSCOLCOM)) at San Diego and Great Lakes. The TAEG data
collection would be limited to the Naval Trainjng Center (RTC and
SERVSCOLCOM), Orlando. The TAEG would also conduct interviews up
the chain-of-command (Chief of Naval Technical Training, CNET, and
Office of the Chief of Naval Operations) and obtain information
concerning leadership training from those involved in similar
functions in other services.

The TAEG would use the competencies identified by the contractor
for other Navy LMET courses as a basis for determining the unicue
competencies exhibited by superior RCCs and “A" School
instructors. This limitation was made to facilitate integration
of TAEG findings with contractor finding~.

Critical incident interview techniques, as used by the contractor,
were specifically prohibited in order to explore other methods of
determining leadership course requirements similar to established
Navy course development methodology.

PURPOSE

The purpose of this study .was to determine the leadership competencies
exhibited by superior RCCs and "A" School instructors. At the same time,
methods other than the critical -incident -interview technique were to be,
explored for use in the identification of leadership competencies. These
competencies and associated 'behavioral indicators 'were developed for
integration with comparable competencies/indicators identified by the Navy
contractor for use in RCC and "A" School instructor LMET course design. ‘

BACKGROUND

Currently, the Navy conducts a 7.7-week recruit’ training program at
RTC, San Diego, Great Lakes, and Orlando. The RTC, -Orlando, ‘is the only
activity that trains women recruits atd is the only RTC that uses both ‘men
and women as RCCs. Following recruit training, new sailors follow one of
two training pipelines en route to fleet or shore " assignments.
Approx1mate1y Qne-third remain at an RTC and complete 4 weeks of apprentice
“training in either Airman, Fireman, or-.Seaman skill areas. The,remaining
two-thirds go to basic techn1ca1 train1ng courses ("A" schools) for specific
ratings. These courses are of various lengths and are located at a variety
of Naval Education and Training Command (NAVEDTRACOM) facilities.

The Navy RCCs and "A" School instructors are assigned key roles in the
initial entry training (IET) program for newly enlisted men and women. The
IET process (recruit, .apprentice, basic technical training) is responsible
vor transforming recruits into effective sailors. . The RCC/"A" School
instructor must serve as the Navy model, an instructor, a counselor, ‘a
- leader and a disciplinarian. Regardless of organizational procedures, it is
the RCC and instructor who set the tone of the training environment,

13
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To accomplish this, RCCs and instructors must support command policy, exert
dynamic leadership through personal example, and function as the direct 1link
between the Navy and the recruit. The RCC and instructor must adhere to a
variety of rules and regulations that are necessary for the administration
of training required in developing a civilian into an effective member of
the United States Navy. The RCC's and instructor's approach, bearing, and
personality--his/her leadership style--must command the respect and
obedience necessary to obtain the desired results without resorting to
physic2l maltreatment and/or verbal abuse. ‘There is Tittle room for
leadership error; therefore, these chief petty officers and petty officers
must quickly adJust their f]eet leadership exper1ence to the unique demands
of recruit and follow-on skill training.

ORGANIZATION OF THE REPORT

In addition to this introduction, the report contains 3 sections and 16
aprendices. Section Il describes the methodology used to identify the
competegcies for RCCs and "A" School instructors "assigned to the Naval
Training Center, Orlando. Section III presents the results of the data
analysis and provides a discussion of the findings. Conclusions and recom-
mendations are presented in section IV.

The appendices elaborate the method used and provide additional
information. Appendix A 1ists the leadership competencies used as the basis
of interv aws with RCCs and "A" School idinstructors during preliminary
interviews. The two survey instruments used at RTC and SERVSCOLCOM,
Orlando, are contained in appendices . B and C, respectively. Survey

_competency scale construction procedures comprise appendix D. Appendix E
contains the missions of recruit, basic technical training and Integrated
Training Brigades (ITB). The duties and functions of recruit and ITB
company commanders {CC) are presented in appendix F.  Appendix G lists the

. Navy officers and senior petty officers interviewed, while the other service
officers and staff noncommissioned officers (NCO) 1nterv1ewed are identified
in appendix H. Appendix I contains a review of selected military leadership
training courses including summaries of the Leading Petty Officer (LPO) and
Leading Chief Petty Officer (LCPO) LMET courses. Appendices J and K contain
extensive demographic information about RCCs and "A" School instructors,
respectively. Results of statistical analyses of the reliability of survey
competency scales are presented 1in appendix L. Appendix M contains
definitions and behavioral indicators for each leadership competency
identified in this study. Appendix N presents the regression analyses of

-performance level and gender on competencies for RCCs and "A" School
instructors. The responses to attitudinal/behavioral statements by RCCs and
"A" School instructors are contained in appendix 0. Appendix P is the RCC
“and "A" School instructor communication patterns analysis.

_J

10



Technical Report 154

SECTION I1
METHOD

This section describes the method used to identify RCC and "A" School
instructor leadership competencies and behavioral - indicators and to
determine recommendations for RCC and "A" School instructor LMET training.

An analytic method comprised of field visits, s:iructured interviews,
and survey administration was used. -Utilizing this approach, four tasks
were accomplished. These were the:

acquisition and review of background information

identification of RCC and “A" School instructor leadership
competencies

selection of competencies for training emphasis

identification of supplemental information for consideration in
course design.

Subsequent subsections describe each group of tasks.
ACQUISITION AND REVIEW OF BACKGROUND INFORMATION

Various sources were tapped to acquire background information for
review. Documents surveyed included pertinent instructions, notices, and
manuals. Where appropriate, interviews with key personnel were conducted to
provide additional 1information. Relevant  military leadership training
courses were also reviewed.

REVIEW OF SELECTED DOCUMENTS. ,Recruit, technical training, and Integrated
Training Brigade (ITB) missi?h statements were collected and reviewed.
Documents describing the duties and functions of recruit and technical
training staff personnel and ITB CCs were alsdt-collected and studied. As
previously stated, the major ﬁbrtion of the RTC mission is accomplished
through the leadership and instruction provided by RCCs. However, a certain
duality exists in the Jleadership of "A" School students. Significant
responsibility for student motivation and attitude about the Navy as well as
out-of-the-classroom military behavior rests with the ITB CC.%4 The basic
function, duties, responsibilities, and authority of ITB CCs are assumed to
represent the most accurate current description of the general military
leadership job of those responsible for "A" School students.

4pt the time of initial data collection, SERVSCOLCOM, Orlando did not have
an organized ITB or ITB CCs. The equivalent to an ITB CC was med a Deck
Level Petty Officer, who had military responsibility for student assigned
to a particular area of the barracks. At SERVSCOLCOM, Orlando, iRstructor
personnel could be cross-trained and function in both roles at various
times in a single tour. Subsequently, an ITB was formed at SERVSCOLCOM,
Orlando. :

11
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NAVY CHAIN-OF-COMMAND AND OTHER  SERVICE  IET PERSONNEL  INTERVIEWS.
Interviews concerning RCC and "A" School instructor leadership behavior and
training needs were condicted with officers and petty officers/NCOs involved
with Navy and other service IET staff training. Navy personnel were
interviewed to (1) establish the level of need for RCC and "A" School
instructor leadership training and (2) identify the general leadership
behaviors, values, and attitudes they would reinforce and encourage among
RCCs and instructors following formal -LMET training. Other service -
personnel were interviewed concerning their IET staff leadership training
and the nature of their IET programs. Observations of other service IET
staff training methods and IET facilities were conducted in conjunction with
those discussions. The data collected from all the interviews were reviewed
and common or frequently related concerns/recommendations were summarized.

MILITARY LEADERSHIP COURSE REVIEM. Relevant leadership caourses/lesson
topics used by the military services for IET unit leaders or mid-to-senior
level petty officers/NCOs were identified and reviewed.

IDENTIFICATION OF RCC AND "A" SCHOOL INSTRUCTOR LEADERSHIP COMPETENCIES

Interviews and surveys were used to collect data about the leadership
competencies RCCs and "A" Schonl instructors perform. The method is
described below.

RCC AND ™A™ SCHOOL INSTRUCTOR INTERVIEWS. Recruit company commanders and
"pA" School instructors (n=46) were interviewed individually abcut their
experiences in leading recruits and "A" Schpoﬁf@tudgnts. These interviews
addressed occurrences of job behaviors associated with 25 leadership
competencies selected from current LMET courses and/or identified during
LMET course development. Eacin RCC/instructor in the interview sample was
requested to prioritize, using a card sort technique, those competencies for
leadership training. ~They were then asked to give examples of the most
important behaviors that were related to the competencies selected. The rank
order for each competency was summed for RCCs and "A" School instructors
separately in order to determine the competencies preferred for training by
each group. The 25 competencies used as the basis of the interviews are
presented in appendix A. :

RCC AND “A"™ SCHOOL INSTRUCTOR SURVEY. Leadership tasks and associated
attitudes considered representative of, or related to, the 25 competencies
were derived from interview data. These tasks and attitudes, along with
supplemental dquestions about other aspects of IET leadership experiences,
were used as the basis for constructing a survey instrument for
administration to as many RCCs at RTC, Orlando and "A" School instructors at
SERVSCOLCOM, Orlando, as practicable. Extensive demographic information was
also requested from each survey respondent in order to relate variocus key
background variables to leadership performance and/or training requirements.
Both RCCs and "A" School instructors were administered essentially the same
survey with language altered slightly for the command involved. The two
survey instruments used at RTC and SERVSCOLCOM, Orlando, are contained in
appendices B and C, respectively.
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Since RTC, Orlando, is the single site for women recruit training, an
opportunity existed to analyze the LMET training requirements for women.
Consequently, the survey data were analyzed separately for men RCCs, women
RCCs, and "A" School instructors.

Various analyses were used to interpret the survey data:

Competency scales, based on factor and reliability analyses (see
appendix D), were developed to assess:

frequency of competency performance

importance of the competency to the success of an RCC/"A"
School instructor '

difficulty of initial competency performance.

Multiple regression ana]ysis was applied to determine differences
in competency performance between:

superior and nonsuperior performers
men and women RCCs.

The multiple regression analysis required the use of performance
“measures to separate superior from nonsuperior performers. These measures
consisted of staff ratings of RCCs -and instructors supplemented at each site
by one other measure. At RTC, staff racings were supplemented by peer
ratings. At SERVSCOLCOM, official evaluations completed during the current
instructor tour were used to augment staff ratings. Staff ratings were
based on performance assessments from key staff officers and senior petty
officers (e.g., commanding officers, executive officers, department heads,
division officers, course directors, leading chief petty officers). For
RCCs, superior performers were selected from among all current RCCs. For
"A" School instructors, superior performers were selected by school.

RTC performance data were combined so that an extremely high score by
either staff or peers could compensate for a low score on the other measure.
For "A" School performance, only those instructors rated by the staff as
superior and possessing high official marks were considered superior
performers. Nonsuperior performers were further divided into average and
below average groups. : '

SELECTION OF COMPETENCIES FOR TRAINING EMPHASIS

Estimates of competency frequency, importance, initial performance
difficulty, and ability to predict superior overall leadership performance
were combined to determine the competencies recommended for training. The
more important and more difficult competencies were categorized for high
training emphasis. Less 1important and Tless difficult competencies were
chosen for reduced training emphasis. Competencies for whichgerelative
importance and difficulty were moderate or one aspect was offset by the
other were classified for moderate training emphasis.  Within each broad

13
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category of emphasis, higher priority was assigned to those competencies
that differentiated superior from nonsuperior performers.

Leadership training requirements were determined separately for men
RCCs, women RCCs, and "A"™ School instructors.. Recommended competencies and
behavioral indicators were identified that would meet the leadership
training requirements of all three groups.

IDENTIFICATION OF SUPPLEMENTAL INFORMATION FOR CONSIDERATION IN COURSE
DESIGN

Additional survey data were analyzed to provide supplemental
information for consideration in subsequent course design. These data
included:

leadership related attitudes associated with

duperior performance

Leading Petty Officer (LPO)/Leading Chief Petty Officer
(LCPO) LMET course completion

‘éender (RCCs only). \
information about RCC and “"A" School instructor
methods for judging their own success

. fypica] counseling experiences.

information about RCC and "A"™ School instructor communications
with different groups of staff personnel.

14
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SECTION II1
RESULTS

This section presents the findings of the study arranged in terms of
the four tasks described in section 1I. Thus, successive subsections
provide (1) a summary of background information obtained, (2) an analysis of
RCC and "A" School instructor leadership competencies, (3) the results of
prioritizing the competencies for training, and (4) supplemental information
for consideration in course development.

SUMMARY OF BACKGROUND INFORMATION (TASK 1)

The results of an examination of mission related documents, interviews
with key Navy and other service IET personnel, and a review of relevant
military leadership courses are summarized below.

RCC AND "A" SCHOOL INSTRUCTOR FUNCTIONS &“D DUTIES. Recruit company
commanders  (two per company) typically ieai 80 recruits through
approximately 8 weeks of training. Typical RCCs will 1lead abcut nine
companies during a tour at an RTC with periods of rotation through other
staff positions in the interim between some companies. Integrated Training .
Brigade CCs are assigned to leadership roles for a complete tbur and with
one assistant typically lead 150 students continuously, picking up new
students/classes as senior students/classes graduate. "A" School instructors
typically instruct classes of various sizes on a continuous basis according
to course convening dates.

The 1leadership funct1ons and duties of both RCCs and "A" School
instructors/ITB CCs can be summarized as follows: )

organizing and managing the training unit and ensuring
satis"actory completion of training schedules

teaching new sailors:

the range of acceptable: 1nd1V1dua1 behavior available to them
as members of the Navy '

productive adult work habits
basic Navy and/or rating knowledge and skills

ensuring that minimum levels of physical f1tness are met by each
new sa11or

Appendix E contains the basic mission statements for recruit training,
basic technical training, and ITBs. The speC1f1c duties and funct1ons of
recruit and ITB CCs are contained in appendix F.

&
NAVY AND OTHER SERVICE IET PERSONNEL LEADERSHIP TRAINING RECOMMENDATIONS.
The officers ‘and senior petty officers concerned with Navy recruit training
and basic technical training endorsed RCC and "A" School instructor

=
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leadership training. A summary of the interview data reveals that there is
generalized support for RCC and "A" School instructor leadership training
that emphasizes the instruction of leaders in the following:

using strong, positive authoritarian behavior without excess or
abuse

mak ing tough, more physically and psychologically rigorous demands
on sailors during their initial entry training period

maintaining accountability for subordinates' behavior with liberal
use of rewards and sensitivity to the necessary role occasional
failure'plays in subordinate development

engaging in full- time, 24-hour, "whole person" orijented
involvement with subordinates, and demonstrating the uniqueness of
a Navy leader and the Navy life

1nvest1ng energy in the inculcation of military att1tudes equal to
that put into teach1ng techn1ca1 skills

balancing professional demands with personal/family needs through
the effective use of time and intentional participation in stress
reducing activities o

the 1integration of concepts developed in other Navy leadership
courses. :

Append1x G lists the Navy officers and senior petty officers interviewed,
while appendix H 1ists the other serv1ce off1cers and NCOs interviewed.

- MILITARY LEADERSHIP COURSE REYIEW. Seven m111tary leadership courses from
the Navy and other services were identified. Three courses were reviewed in
depth because of their systematic design and their focus on RCCs or mid-to-
senior level petty officers. This review is presented in appendix I. Three
" findings are summarized below:

1. There. may be some utility in the use of the LPO/LCPO LMET
leadership competencies as a rough benchmark for further RCC and "A"™ School
“instructor LMET course development. The proportion of average or superior
E-5 RCCs is higher among LPO LMET course graduates than nongraduates.

2. Utilizing short vignettes on videotape of typical 1leadership
dilemmas is a common leadership training technique for instructing IET unit
leaders in other services.

-

3. Leadership training for IET unit leaders .in other services is
integrated with other job preparatory training. '
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ANALYSIS OF RCC AND "A"™ SCHOOL INSTRUCTOR LEADERSHIP COMPETENCIES

Recruit company commander and "A" School instructor interview and
survey data concerning the identification of RCC and "A" School instructor
leadership competencies are presented below.

RCC AND "A" SCHOOL INSTRUCTOR INTERVIEWS. Thirty RCCs at RTC, Orlando, and
16 "A" School instructors at SERVSCOLCOM, Orlando, were interviewed. Four
of tihe 25 leadership and management competencies discussed with RCCs and "A"
School instructors were assigned high priority for training by both groups.
These are listed in table 1 with associated behavioral indicators.

TABLE 1. LEADERSHIP COMPETENCIES AND ASSOCIATED BEHAVIORAL
INDICATORS SELECTED FOR HIGH TRAINING PRIORITY BY
BOTH RCCs AND "A" SCHOOL INSTRUCTORS

Competency _ Behavioral Indicators

Conceptualizing ~a. Thinking critically
b. Searching for and identifying the
relevant facts ,
c. Organizing facts and drawing,
conclusions

Planning and Organizing a. Identifying action steps, resources,
' or obstacles involved in reaching
an objective

b. Preparing a schedule
C. Setting priorities
Setting Goals and Perfor- a. Establishing specific work goals
mance Standards b. Setting standards of task performance
c. Revising goals to make them realistic
d. Setting deadlines for task
accomplishment
Building Teams : a. Promoting teamwork and cooperation

within a work group or with other
work groups

RCC AND "A"™ SCHOOL INSTRUCTOR SURVEY. An instrument called the "Recruit
Company Commander and 'A' School Instructor Leadership Course Development
“Survey" was administered to 294 of the 304 assigned RCCs at RTC, Orlando,
andx\ﬁo 89 of approximately 200 "A" School instructors at SERVSCOLCOM,
Orlando, between March and May 1981.° Two hundred and eighty-one RTC and 89
'SERVSCOLCOM surveys were usable. The RTC survey sample, comprised of 92
percent of\ihe total population, is considered a valid representation of
RTC, Or]ando,\\ RCCs relative to recruit leadership experience. The
SERVSCOLCOM survey sample, representing approximately 45 percent of the

u;\\ . | 17



Technical Report 154

total "A" School instructor population at . SERVSCOLCOM, Orlando, was also
considered a representative sample on the basis of the broad scope of "A"
School student leadership experience indicated. While 32 percent of survey
respondents had served as instructors for less than 6 months this was
considered useful for examination of the leadership training requirements of
less experienced instructor personnel (i.e., petty officer en route to
instructor's assignment). One hundred and seventy-two RTC respondents were
men and 106 women; three did not report gender. Eighty-four of the
SERVSCOLCOM sample were men and five were women. Each - sample was
administered the same survey with language altered slightly for the command
involved.

The results of the survey analysis include (1) leadership experience
factors of men and women RCCs and "A" School instructors, (2) measurement
and identification of pertinent leadership competencies, (3) data concerning
the frequency, importance and initial performance difficulty of each, (4)
designation of survey respondents by performance level, and (5) multiple
regression analyses for competencies which differentiate men and women RCCs
as well as superior and nonsuperior RCCs and instructors.

Leadership Experience Factors. Leadership experience factors were analyzed
separately for men RCCs, women RCCs, and "A" School instructors. The men
RCCs tended to be in the E-6 to E-8 range, "A" School instructors, E-5 to E-
7, and women RCCs, E-5 to E-6. Men RCCs tend to be from engineering, deck
or aviation ratings and women RCCs from administrative ratings. Women RCCs
and "A" School instructors as groups, are younger than men RCCs with a large
proportion in their second enlistment (5 to 8 years). Only one percent of
men RCCs reported less than 3 years sea duty with a considerable spread of
sea duty experience beyond that level. Seventy-eight percent of women RCCs

~had no sea duty experience. Half of the men RCCs reported some duty in a

combat zone, but only one woman RCC reported this kind of experience.
Eighty-nine percent of "A"™ School instructors had three or more years of sea
duty, and 23 percent reported previous combat experience. Men RCCs reported
a wide range in numbers of individuals supervised in previous billets, as
did "A" School instructors. Fifty-nine percent of men RCCs reported havin

supervised 21 or more subordinates; however, a high proportion (62 percent?
of women RCCs reported limited supervisory experience involving six or less

~ subordinates.

Approximately 20 percent of the petty officers and chief petty officers
in all three groups reported completion of eitiier the LPO or LCPO LMET
course. At the time of survey, 1 -in 10 RCCs, men and women, exceeded the

- current required weight standard, and 1 in 7 "A" School instructors also

exceeded the current required ‘weight limit. As groups, the leadership -
experience levels of men RCCs, women RCCs, and "A" School instructors were
different. The men RCCs had the most previous leadership experience,
followed by "A" School instructors. Women RCCs had the least experience.
Specific demographic data for RCCs and "A" School instructors are contained
in appendices J and K, respectively.

Competency Measurement and Identification. - Sixteen RCC and 17 "A" School

instructor competency scales were constructed on the basis of competency

frequency.  The 17 "A" School instructor scales included all 16 of the RCC

scales. The reliabilities of competency scales are shown in appendix L.
_ 18 .
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Definitions of the 17 competencies are given in table 2. A complete
description of the competencies including definitions and behavioral
indicators are contained in appendix M.

Competency Frequency, Importance and Difficulty. Three measures (i.e.,
frequency, importance, and initial performance difficulty scores) wwere
obtained for 17 competencies. They were calculated by taking the mean
frequency, importance and difficulty responses for all respondents on all
scale items and assigning that mean value as the
frequency/importance/difficulty score for that competency. Scores were
calculated separately for men RCCs, women RCCs, and "A" School instructors.
Table 3 contains mean frequency, importance, and initial performance
difficulty scores and relative ranking for each identified competency.

Designation of Performance Level. Two ratings, staff and peer, were used to
determine RCC performance levels. Superior performers were determined by
identifying RCCs with either high ratings on both measures or a very high
rating on one measure. Below average RCCs were determined by identifying
those with Tow ratings on both measures. Forty-three of 281 RCCs were
jdentified as superior performers. This equated to 15.7 percent of the men
RCCs and 14.2 percent of the women RCCs. Fifty-two of the RCCs were
identified as below average performers. This equated to 16.3 percent of the
men and 22.6 percent of the women.

Similarly, two ratings were used to determine "A" School instructor
performance level. Staff ratings were compared to official performance
evaluation reports where possible. Superior performers were determined by
identifying "A" School instructors with high ratings on both measures.
Below average performers were determined by identifying "A" School -
instructors with 1low ratings on both measures. Twelve "A" School
instructors were identified as superior performers and four as below average
performers. -This is 13.5 percent and 4.5 percent, respectively.

A1l RCCs and "A" School instructors not assigned performance ratings of
superior or below average were classified average performers. Table 4
presents a summary of performance ratings for both the RTC and the
SERVSCOLCOM samples.
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TABLE 2. COMPETENCY DEFINITIONS

Competency Definition

Taking Initiative Acting on one's own responsibility, self-starting,
anticipating situations rather than reacting to
them, initiating new action or plans without being
told to do so, accomplishing tasks resourcefully
and persistently.

Planning and Identifying action steps, resources, or obstacles

Organizing involved in reaching an objective, preparing
schedules, setting priorities, getting a unit
organized, managing time.

Optimizing Use of Matching subordinates and jobs to get the best

Resources performance, using the human resources available,
determining the optimum relationship between
training requirements and unit morale, avoiding
unit burnout.

Delegating Authority Assigning responsibility for task accomplishment,
and commensurate authority, to subordinates; using
the chain-of-command to require subordinates to
share in task management; encouraging suburdinates
to seek responsibility without waiting for direct
orders.

Monitoring Results Checking unit progress by seeking information
regarding progress or by direct observation,
checking on results of own and subordinates'
actions, evaluating individual and unit performance
against a standard of performarce.

Maintain Control Eliciting desired unit behavior through use of

of Unit authority to reward and discipline and otherwise
maintain accountability for subordinate
performance.

Influencing Persuading and convincing others up, across, and

down the chain-of-command concerning matters
required to accomplish company/class goals, using
military bearing, position, and rank as a role
model to subordinates, peers, and seniorrc.

Developing Coaching subordinates toward improved performance,
Subordinates helping subordinates to be more responsible in
getting the job done at a quality standard.
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COMPETENCY DEFINITVIONS (continued)

Competency

Team Building
Projecting Realistic

Fxpectations

Understanding

Conceptualizing

Advisihg and
Counseling

~ while a subordinate takes care of his/her problem.

Helping ’

Resolving Conflicts

Compelling

Projecting Positive
Expectations

Definition

Promoting team work and cooperation within your own
company/class or with other units,

Maintaining an awareness that some instructions
will not be followed or carried out effectively;
expressing displeasure, disappointment, and concern
about shortcomings of an individual or qroup.

Accepting the feelings of another person, responding
to persons appropriately in order to qet the job
done, figuring out other people's difficulties with
rational explanation.

Thinking critically, thinking clearly, searching
for and identifying relevant facts, organizing
facts, and drawing conclusions.

Advising: Giving specific information/qguidance to
others about opportunities, alternatives, or
recommended courses of action that will help solve
their problem; understanding legal limits of
responsibility for consequences of advice.
Counseling: Helping subordinates explore, better
understand, and possibly find solutions for a
problem; keeping one's own preferences secondary

Making time available to talk to subordinates,
“fighting" for your people, assessing the nature of
subordinates' problems and making appropriate
disposition.

Helping subordinates, as well as peers, resolve
disputes/conflicts/behavior problems to a
successful resolution so that both parties are
relatively satisfied.

Using the authority inherent in military rank to
point out negative consequences of nonperformance
or substandard performance in order to feel assured
about subordinate performance/obedience.

Showing subordinates that you are convinced they
are fully capable of doing good work when given a
chance, expressing positive feelings about other
people's work, treating subordinates so that they
believe you need them and that they are a valuable
resource.
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TABE ), HEAN HEK AND HOMEN RCC AND "A" SCHOOL INSTRUCTOR COMPETENCY
FREQUENCY, INPORTANCE, AND DIFFICULTY SCORES AND RELATIVE RANKS
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Frequency Inportance Difficulty
Competency RCC Hen RCC Wonen Istructor  ACCHen  RCC Wonen [nstructor  BCC Men ~ 'RCC Women  Instructor
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TABLE 4. OVERALL PERFORMANCE RATINGS OF RTC AND
SERVSCOLCOM RESPONDENTS .

o

Number (Percent) of Respondents*

Level of Performance Men RCC/(%) Women RCC/(%)  Instructor/(%)
Superior 27 (15.7) 15 (14.2) 12 (13.5)
Average 117 (68.0) 67 (63.2) 73 (82.0)
Below Average 28 (16.3) 24 (22.6) 4 (4.5)

*n=278 (gendér not indicated by three respondents)

Regression Analyses of Performance and 6Gender on i .etency Scales.
Multiple regression analyses indicated the extent to wnich frequency of
behavior of each competency distinguished between. superior and nonsuperior
(i.e., average and below average) performers, and the extent to which
frequency of competency behavior distinguished between men and women RCCs.
The - statistical calculations required for the regression analyses are
contained in appendix N. The results are summarized below.

Competencies and Performance. The analyses indicate three competencies that
distinguish between superior and nonsuperior RCC performance. These
competencies are: ‘

. monitoring results
delegating authority
taking initiative.

Both monitoring results and taking irnitiative are positively related to
performance.” Superior performers tend to engage in these behaviors more
frequently than nonsuperior performers. Delegating authority is negatively
related to performance, indicating that superior performers engage in these
behaviors less frequently than nonsuperior performers.

The analysis for "A" School instructors yielded ona competency that
distinguished between superior and nonsuperior performers:

planning and organizing.
Superior performers tend to engage more in these behaviors.

Competencies and Gender. When the regression analyses are performed
separately for men and women RCCs, different setﬁ of competencies are shown
to discriminate between superior and nonsuperior performers. Analysis of
performance on competencies for men indicates four competencies that
- distinguish superior from nonsuperior men.

23
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taking‘initiative
conceptualizing
delegating authority
understanding.

) Taking initiative and conceptualizing are both positively related to
performance; superior men RCCs perform these behaviors more frequently than
nonsuperior men RCCs. Delegating authority and understanding are both nega-
tively related to performance; superior men RCCs perform these behaviors
less frequently than nonsuperior men RCCs. For women, only one competency,
monitoring results, distinguished between superior and nonsuperior RCCs.
Superior women RCCs tend to monitor results more frequently than nonsuperior

women RCCs.

The next set of analyses addresses how competency behavior
differentiates men and women RCCs and superior men and women RCCs, in
particular. When superior and nonsuperior performers are combined, five
competencies distinguish between men and women. Women are more frequently
involved in planning and organizing, developing subordinates, and delegating
authority. Men are more frequently involved in team building and
conceptualizing. When the 43 superior performers are examined separately,
there are three competencies "that distinguish between men and women.
Superior women engage in more planning and organizing and in more developing
of subordinates - than do superior men. Superior men engage in more
conceptualizing than do superior women. Thus, there is also evidence that
there are differences in superior men and superior women leaders not in how
well they 1lead but 1in the frequency with which they use the various
competencies. Table 5 summarizes these data.

SELECTION OF COMPETENCIES FOR TRAINING EMPHASIS

Figure 1 graphically represents the relationship between competency
importance and initial performance difficulty for men RCCs. = Figure 2
presents the same relationships for women RCCs. Figure 3 shows the
corresponding data for "A" School instructors. In all three figures the
area indicating high training emphasis is separated from the area of redured
training emphasis by a corridor representing the area of moderate training
emphasis. This corridor is centered on the line representing an inverse
relationship between relative importance and relative difficulty. The width
of the corridor extends arbitrarily one and one-half ranks either side of
that Tline. '

TJable 6 .contains a list of all competencies, grouped/prioritized for
training by type of leader. ' . ’

r
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SUMMARY OF RCC PERFORMANCE, GENDER, AND COMPETENCY REGRESSION ANALYSES

COMPARTSON GROUPS

Performance Group Comparisons*

Gender Compa-isons*¥

Team Building

Superior and Superfor and Superior and Men and Superior
Competencies Nonsuperior Nonsuperior Men Nonsuperior Women Women Men
-Performers Superior
(A11 Survey Women
Respondents)
Monitoring Results S S
Delegating Authority N N F
Taking Initiative S S
Conceptualizing S M M
Understanding N
Planning and
Organizing F F
Developing
Subordinates F F
M

* S indicates superior RCCs perform t

the competency more.
** F indicates women RCCs perform this competency more often, and M indicates men RCCs perform the

competency more.
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TABLE 6. COMPLTENCIES PRIORITIZED FOR TRAINING EMPHASIS Y TYPE OF LEADER

- Type of Leader
Men RCCs ‘Women RCCs "A" School Instructors
High Conceptualizing Planning and organizing Helping
Monitoring results Helping Conceptualizing
Helping Optimizing use of Compelling
resources Understanding
Taking initiative
Moderate Delegating authority Monitoring results Influencing
b Jaking-initiative. Influencing....... U Developing: subordinates
Influencing Compe11ing | Maintaining control of
Compe1ling Developing subordinates assigned units
Developing subordinates - Maintaining control of Advising and counseling
Planning and organizing assigned units Resolving conflicts
N Optimizing use of Conceptualizing Projecting realistic
. resources Resolving conf licts expectations
Projecting realistic - Counseling
expectat ions Delegating authority .
Taking initiative
= ‘Projecting realistic
expectations
Reduced Understanding Team building Planning and organizing
Team building Understanding Monitoring results
Maintaining control of Projecting positive
assigned units expectations
Resolving conflicts Optimizing use of
Counseling resources
‘ Team building
Deleqating authority
i} —
=
\;
A
ok \‘
Q 1 3 0
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SUPPLEMENTAL INFORMATION FOR CONSIDERATION IN COURSE DESIGN

The results of the supplemental training information analysis describe
(1) various attitudes associated with (a) superior, average and below
average performance, (b) completion of an LPO/LCPO LMET course, and (c)
gender, (2) the manner in which RCCs and instructors judge their own
success, (3) the kind of problems RCCs and "A" School instructors most often
experience in counseling recruits .and students, and (4) an analysis of RCC
and "A" School instructor communication patterns. '

LEADERSHIP ATTITUDES AND BEHAVIORS. Recruit company commander and "A"
School instructor attitudes concerning various aspects of their leadership
responsibilities, tasks, and behaviors were measured to determine possible
_attitudes/behaviors substantive ‘enough to be addressed in leadership course
development. The relationship of performance, previous LPO/LCPO LMET course
completion and gender to these attitudes was examined. Responses to each
attitude/behavior statement, by groups, are presented in appendix 0.

Recruit company commanders differed as a group in res.onse to
attitudinal/behavioral survey statements much more than "A" School
instructors. "A" School instructors did not differ significantly in their
agreement /disagreement with these statements other than that which might be
attributed to chance. Among RCCs, however, there were numerous statements
with which groups of RCCs differed significantly based on performance level,
previous LPO/LCPO LMET course completion and gender.

Parformance Differences. Among RCCs, superior performers express greater
satisfaction in their work and believe more strongly in the relationship
between their own self-confidence and the success of their recruits. They
are more satisfied with themselves as role models for recruits and see them-
selves as experts from whom advice is sought. Superior RCCs report adjust-
ing better to the competitive atmosphere of recruit training and strive for
flag awards more strongly than average and below average performers.

Superior RCCs express more confidence as speakers to large groups.
Superior and average RCCs place a higher emphasis .1 command presence then
their poorer performing peers and indicated a higher concern about their
command presence from the start of their tour. Superior RCCs report a
stronger sense. of their own ability to get the job done. . They believe more
strongly that they have the necessary authority to do the job, that they can
influence recruits, find ways to reward recruit performance and that
regardless of the quality of recruits, they can train them.

Superior RCCs also report a greater problem with fatigue and the intru-
sion of family problems into their work routine. They report a greater
likelihood 'of getting into difficult situations because of decisions they
make and a greater tendency to do recruits' work for them rather than
letting it go undone. ’

Previous LPO/LCPO LMET Course Compleiion- Differences. LPO/LCPO LMET
graduates report they are more satisfied with and have mace a better
adjustment to the leadership style they have adopted to optimize success in
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the competitive environment of RTC than nongraduates. This is also
reflected in the stronger endorsement they give to striving for flay awards.
Graduates express higher confidence in themselves as models for thoeir
recruits. Appreciation for and concern about command presence is higher for
graduates than nongraduates as is comfort in talking to large groups of
recruits. LPO/LCPO - LMET qgraduates express higher confidence than
nongraduates in their ability to influence others. They have higher
confidence in shipmates taking their advice and the case with which recruits
approach them with problems. They communicate more frequently to each new
recruit that he/she is important to the Navy. Graduates also report a
higher incident of the intrusion of family problems 1into the work
environment than do nongraduates.

Gender Differences. Women RCCs expressed greater confidence in their
graduates’ ability to take responsibility for their actions. They also
indicated a stronger willingness than men RCCs to "stick their necks out"
for their recruits. Women RCCs reported that avoiding physical "handling"
of recruits was more difficult, but neither men nor women RCCs reported
physical "handling" as a common practice.

Women RCCs endorsed more strongly than men RCCs the idea that greater
consideration be given to women recruits because of emotional factors.
Women RCCs also saw off duty social interaction between staff members and
recruits as less of a problem than men RCCs although neither group endorsed
the practice.

Men RCCs reported a better adjustment than women RCCs to the
competitive environment of RTC. They also indicated a higher confidence
that their advice was valued by fellow staff members and by recruits. Men
RCCs indicated a stronger belief that recruit quality was declining and that
they were more frequently required to repeat explanations of directives to
their recruits. ‘ :

MEASUREMENT OF SUCCESS. Recruit company commanders chose the five most
important sources- of feedback to them on their own performance from a list
of sources. They did not rank the sources in order of importance. Table 7
lists the sources of feedback cited by RCCs in the order of frequency of
citation.

The rank orders of sources of feedback used were similar for men and
women RCCs. Statistical t-tests reveal three significant differences
between men and women RCCs (at the p<.01 level) in how the RCCs viewed the
various sources of feedback. Most women RCCs looked at the general attitude
of the company for feedback. More men RCCs than women RCCs looked at
feedback firom other RCCs and academic test results. . o »

"A" School instructors also chose five important sources of feedback on
their own performance from a list of sources. They did not rank the sources
in order of importance. Table 8 1ists the sources of feedback cited by
instructors in the order of frequency of citation.
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TABLE 7. IMPORTANT SOURCFS OF FEEDBACK ON THEIR OWN PERFORMANCE
CITED BY MEN AHND WOMEN RCCs

O U T I L D A e e e

Frequency % Men RCCs % Women RCCs
Cited Citing Citing
Source of Feedback - (n=278) (n=172) (n=106)
Company Morale 246 87 91
General Attitude of Company 240 80 96
Military Inspection PResults 211 75 77
Company Appearance 205 69 81
Division Staff Feedback 129 51 39
Feedback from Other RCCs 102 43 26
Flag Awards 82 29 30
Academic Test Results . 81 37 17
Feedback from Partner 35 11 16
Verbal Reports from Individual 30 10 12
Recruits
Verbal Reports from RCPOs 18 . 5 9
"Stand Tall" Inspections 5 2 2
o
;
32

38




Technical Report 1654

TABLE 8. IMPORTANT SOURCES OF FEEDBACK ON THEIR OWN
PERFORMANCE CITED BY “A" SCHOOL INSTRUCTORS

Frequo.nc:y Clu d %' ilqlmsvt‘r'ﬂl_nr(:‘t;ovr;s;
Source of Feedback (n=89) Citing

Academic Porformance Tests 71 80
General Attitude of Class/Barracks Unit 66 74
Military Inspection Results 54 61
Overall Impression of C]ass. 42 47

(e.g., Uniform/Barracks Appearance)
Class/Barracks Unit Morale 38 43
Verbal Reports from Individual Students 36 40
Feedback from other Instructors/Ady;sors 31 55
Division Level Feedback 21 24
Feedback .from Follow-on Class Instructor/ 20 22

Advisor (e.g., "C" School Instructors) j
FeedS;ck from Counterpart | 15 17
Verbal Reports from Student Leaders 10 11
Flag Awards i 1 1
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COUNSELING PROBLEMS. Recruit company commanders checked five areas from a
list of counseling/advising areas which required the most effort. Table 9
lists the areas cited in order of the frequency with which they were
reported. .

" Both men and women RCCs cited the same top six areas and ranked them in
the same order: ‘

military attitude

lack of self-confidence
military performance
homesickness

academic performance
unifd¥m appearance. |

Statistical t-tests for proportions were made to determine any
significant differences between men and women RCCs in the counseling areas
reported as requiring more -effort. Proportionately, more men RCCs cited
counseling recruits for "family problems" and “financial problems" than did
women RCCs. However, women RCCs more frequently cited problems related to.
"release from the Navy." These differences were significant at the p<:01
level. There were no major differences in the other areas. Some of the
areas were cited by less than 10 percent of the RCCs. Although there are
apparent differences between men and women RCCs in some of these areas, the
small frequencies make these differences difficult to interpret. The data
“do not answer the question of whether these variations are due to
differences in the RCCs or. in the populations they lead, or both.

MA"  School dinstructors also checked five areas from a list of
counseling/advising areas which were the most difficult and also the five
that were encountered most frequently. Table 10 lists all of the areas
cited in order of the frequency with which they were reported, Two areas of
student .counseling problems standout as being both difficult and frequently
encountered by "A" School instructors: '

financia] problems
military attitudg_ppéélémsg
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TABLE 9. COUNSELING/ADVISING AREAS REQUIRING MOST EFFORT CITED BY

MEN AND NOMEN RCCs

' % Men RCCs % Women RCCs

Counse 1ing/Advising Frequency (n=172) (n=106)

Area : - Cited Citing Citing
Military Attitude 231 82.6 84.0
Lack of Self-Confidence : 212 72.7 82.1
Military Performance 208 71.5 80.2
Homes ickness ' 147 0 54.1 50.9
Academic Performance : 102 36.0 37.7
Uniform Appearance ' 91 32.6 33.0
Family Problems | 75 32,6 . 17.9
Sen;e;of “Betrayal" by Recruiter 56 ) 18.0 23.6
Career Planning 56 . 19.8 20.8
Release frgm Navy © 40 - 9.3 22.6
Gir1/Boyfriend Troubles 39 16.9 9.4
Financial- 28 14.0 3.8
Medical 5 26 6.4 15.1
Racial * : C 21 9.3 \\\\\ 4.7
Marriage 18 8.7 | «2.8
Legal Problems 17 7.6 3.8
Druq Problems , 11 - 5.8 0.9
VD Prevention | 1 0.6 0.0
Rape/Rape Prevention . 0 0.0 0.0
Abortion E 0 0.0 0.0

: S
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TABLE 10. "A"™ SCHOOL COUNSELING/ADVISING AREAS
BY DIFFICULTY AND FREQUENCY

g Number Citing Number Citing
Counseling/Advising (n=89) As Most %Instructors (n=89) As Most %Instructors
Area Difficult Citing Frequently Citing
‘ Encountered
Legal Problems - 35 39 8 ‘ 9
Girl/Boyfriend Troubles 30 34 15 17
Financial 29 33 21 24
Sense of "Betrayal"
by Recruiter 25 28 10 11
“Family Problems 24 27 11 12
Military Attitude 23 26 a9 55
Marriage : . 20 1 22 13 15
Uniform Appearance 19 | 21 448 . 54
Lack of Self-Confidence 19 21 T3 29
Career Planning . 16 | 18 | 30 34
Release from Navy' 16 ’ , 18 g9 10
Dfug Problems 15 17 16 18
Rape/Rape Preventioé 14 ‘16 -2 2
J| Medical 14 16 6 7
Abortion . 13 15 0 0
Academic Performance . 13 15 54 61
Racial 12 - : 13 2 2
Military Performance 12 13 " 56 63
Homesickness 10 11 | 10 11
VD Prevention ‘ 6 7 1 1
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COMMUNICATION PATTERNS ANALYSIS. Factor analysis revealed five groups
within which frequency of communication is similar for RCCs .and, Tlikewise,
five groups for. "A" School instructors. Both sets of groups are listed in
appendix P along with their correlations with performance level, gender
(RCCs only) and prior completion of the LPO/LCPO LMET course. A1l
correlations were small and statistically insignificant suggesting little
connection between RCC/instructor communication patterns and performance:
level, gender, or previous LMET course completion.

SUMMARY AND DISCUSSION

The survey developed in this study identified and reliably measured
competency performance. Sixteen RCC competencies were identified.
Seventeen "~ "A" School instructor competencies, consisting of the 16 RCC
competencies and one additional competency, were also identified. Three of
the 16 RCC competencies were found to differentiate superior from
nonsuperior RCCs. - One of the 17 "A" School instructor competencies was
discovered to differentiate superior "A" School instructors from nonsuperior
instructors. Of the three RCC competencies that differentiate superior and
nonsuperior performers, one was found to be performed less frequently by
superior RCCs. This was unexpected and represents a difficulty with using
the current LMET course model requiring instruction only in competencies
performed more frequently by superior performers. A revision to the LMET
model was developed that added competency difficulty, importance and
frequency for sorting the competencies for training selection.

Five competencies were found to differentiate men from women RCCs;
therefore, training requirements were developed separately for men RCCs,
women RCCs, and "A" School instructors. Training in 9 of 17 competencies is
more critical for these three groups. . ' '

One competency emerges as consistently high in the training needs of
all three groups:

helping.

That helping would emerge as a high training need may refer to: the
enormous and total responsibility most RCCs and instructors have::for
relatively young sailors, transitioning, in most cases, frolm dependent
adolescence to the 1less dependent adult worker in a highly ‘regimented
atmosphere. - The potential for a wide range of personal dilemmas is great
and the requirement for RCC/instructor response is equally high.

For all predominantly male groups, one other competency is consistently
high. :

“conceptualizing.
This competencyv is related to superior performance in men in the RTC

environment ‘and it ranks high as a training requirement for "A" School
instructors.
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Other competencies that are strong candidates for training emphasis
are:

monitoring results
taking initiative
influencing
compelling.

Monituring results differentiated superior from nonsuperior women RCCs.
Taking initiative differentiated superior from nonsuperior men RCCs.
Influencing was consistently ranked highest in importance, but its
difficulty of performance was low.

"Compelling, as an important competency for training, probably reflects
the fact that the design of NAVEDTRACOM schools, particularly recruit
training, is highly regimented and authoritarian, perhaps more so than many
operational fleet units. Strong discipline is an important aspect of the
NAVEDTRACOM environment and petty officen/instructor leadership training
needs reflect this. : -

One competency emerges as a separate training requirement for "A"
School instructors. .

understanding.

This training requirement may reflect the fact that the opportunity for
instructor/student interaction on a one-to-one basis 1is greater in the
technical training environment. Lower student/instructor ratios, less
hectic daily schedules, and self-paced courses may bring the "A" School:
instructor into situations where using understanding skills are required
more often than by the RTC recruit company commander who is typically more
involved in frequent group evolutions with more students to manage. This is
consistent with the data “that suggest superior men RCCs perform the
understanding competency less frequently than. nonsuperior = performers.
Training in this competency should take. into consideration that its use is a
complex one for the NAVEDTRACOM environment. '

Two competencies emerge as unique training regquirements for women RCCs:

planning and organizing
optimizing use of resources.

//,///’7;1anning and organiiing differentiated female from male leadership
behavior as well as superior from average "A" School instructors.

Optimizing use of resources did not differentiate women from men but remﬁﬁns
a stronger training requirement for women than men because of the importance
and relative difficulty of performance.

With one exception (delegating authority) the nine competencies
discussed above include all competenCies that differentiated superior from
nonsuperior performers in each of the three groups of RCCs/instructors
studied. Delegating authority is negatively related to superior performance
in men RCCs. -
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Emphasis in the competencies discussed above is' underscored by the
officers and petty officers responsible for and involved in recruit and
initial technical training. These competencies capture the strong
organizational emphasis in full-time, involved, accountability-oriented
leadership which will be expected from future NAVEDTRACOM petty
officers/instructors. :

Additional analyses concerned data about (1) leadership related
attitudes, (2) internal measures of job success, (3) typical counseling
problems, and (4) internal staff communication patterns.

Significant differences in the attitudes of RCCs by level of
performance, gender and LPO/LCPO course completion were noted. One area
where these differences may be noteworthy for LMET course development
concerns role modeling -and command presence. Superior RCCs and LPO/LCPO
LMET course graduates expressed higher self-confidence in their role
modeling capability and higher concern about command presence.

Both RCCs and "A" School instructors generally measure their success as
leaders by judging the morale, attitude and appearance of the sailor.
Military inspection results receive close attention, but only in the "A"
School environment do academic grades also receive high emphasis. In both
groups, formal awards or recognition resulting from intergroup competition
is clearly of secondary interest.

Two general areas of -counseling were identified as common to both RCCs
and "A" School instructors:

military performance counseling (e.g., military attitude, military
behavior, uniform appearance, performance of military duties)

personal adjustment (e.g., lack of self-confidence, homesickness,
sense of "betrayal" by recruiter, family problems, boy/girl friend
problems). A :

"A" School ‘instructors could also benefit from training in counseling
students in legal and financial matters.

Analysis of staff compmunication patterns revealed little in the way of
differences in communication patterns between superior/nonsuperior,
men/women or LPO/LCPO LMET graduate/nongraduate. .

The discovery of high numbers of IET unit leaders exceeding weight
standards at the time of survey (1981) and the corresponding importance
superior IET personnel attached to proper role modeling suggests the need to
review policies concerning selection and qualification of IET 1leaders.
Other services require meeting physical fitness and weight - standards prior
to qualification for IET leadership and receipt of  associated financial
bonuses. _ . ,
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SECTION IV
CONCLUSIONS AND RECOMMENDATIONS

This section presents the conclusions of the study with specific
recommendations for RCC and "A" School instructor LMET course development.
In. addition, conclusions and recommendations concerning future LMET course
development and evaluation methods and the leadership and management
practices within the recruit and "A" School training environment are
provided.

CONCLUSIONS

The major conclusions concerning the selection of competencies for RCC
and "A" School instructor LMET course development are provided below.

1. The leadership duties and functions of RCCs can be adeguately
described with 16 leadership competencies while the »1eadership
responsibility of "A"™ School instructors: can be described in 17
competencies. (The 17 "A"™ School competencies are the 16 RCC competencies
plus one additional competency.) (See tab]e 2.) :

2. An LMET course providing 1nstruct1on in the 17 identified
competencies but emphasizing (i.e., providing more skill practice and
practical application instruction in) the following nine competencies. would
meet the more critical leadership training requirements of RCCs and "A"
School instructors: :

. helping '
conceptualizing '
monitoring results
taking initiative-
influencing
compelling
tinderstanding
planning and organizing
optimizing use of resources.

3. The critical training requirements of RCCs and "A" School
instructors are similar ‘enough to warrant consideration of the development
of a single LMET course model for both groups of. instructors.

4. Among RCCs, men and women differ in:

a. the frequency with which they perform five of the
competencies identified. These are:

delegating authority (women do it more)
conceptualizing (men do it more)
planning and organizing (women do it more) _
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developing subordinates (women do it more)
team building (men do it more).

b. the scope of their leadership background. As a group men
RCCs have had more extensive leadership experience. They have supervised
larger groups of subordinates, been in the Navy longer and attained a higher
rate. Men RCCOs represented a cross section of rating fields while women -
RCCs' tended to be from administrative ratings. Virtually all men RCCs
reported previous tours at sea while most- women RCCs reported no sea duty
experience.

c. some attitudes concerning their Tleadership roles as RCCs.
For example, men RCCs revealed higher confidence in their ability to compete
professionally in the competitive RTC environment, but women RCCs were
generally more positive about the quality of recru1ts they were training and
sending to the fleet.

5.. Increased frequency of performance of the identified leadership
competencies is normally associated with superior overall leadership perfor-
mance for both RCCs and "A" School instructors. Higher frequency of perfor-
mance of "two competencies--delegating authority and understanding--can,
however, be associated with average or below average overall leadership
performance among men RCCs.

In addition to dirett inputs to the RCC and "A" School instructor LMET
course development, the data suggest certain conclusions about LMET course
development and evaluation methods.

1. The utilization of systemat1c instructional development
procedures can provide an overall framework for -the identification of compe-
tency-based leadership instructional requirements.

2. Competencies can be treated similarly to Jjob tasks for
purposes of instructional requirements analysis.

measyred reliably using surveys/questionnaires. Surveys/questionnaires can
be fused to measure competency frequency of .performance, perceived importance
to| success on the.  Jjob, and _ initial  performance difficulty;

eys/questionnaires can, a]so, be used to identify competencies that
diffgggntiate between superior and nonsuperior performers.

d{/f“ 3. Leadersh1p and management competencies can be 1dent1f1ed and

4, Combined current peer and staff performance ratings are -
useful measures of overall Jleadership performance; service record
performance data are unreliable as a sole measurement device because of (1)
possible rating distortion and (2) 1ack of current data because of -staggered
annual reporting requirements.

5. _Building an LMET course on only those competenciés which
distinguish superior and nonsuperior performers may not address all of the
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training requirements; competency importance and initial performance
difficulty are two useful factors in determining the competencies required
for training.

6. The 1ntraorgan1zationa1 communication patterns of RCCs and
"A" School instructors do not appear to be important variables in deve10p1ng
leadership training requirements.

" |he data analysis also led to three important conclusions related to
LMET course implementation policies within NAVEDTRACOM which may have a
bearing on the overall effectiveness of RCCs and "A" School instructors.

1. Some RCCs and "A" School instructors exceed Navy
we1ght/percent body fat limits. '

2. E-5 RCCs of both sexes may benefit more from LMET-type
instruction than more senior petty officers. ‘

3. The leadership and  management training requirements
identified for RCCs and "A" School instructors may comprise ‘similar
leadership and management training requirements for ITB CCs as well.

RECOMMENDATIONS

The recommendations which follow are intended to assist in design of
effective leadership training for RCCs, "A" School instructors and ITB CCs,
and to add to the instructional technology available to NAVEDTRACOM
concerning leadership course development. Recommendations are also included
that are designed to improve the leadership impact of RCCs and "A"™ School
instructors/ITB CCs through improvements to current training  nanagement
practices. ‘It is recommended that:

1. RCC and "A" School instructor LMET instruction reflect training in
the 17 competencies identified in the study with emphasis on:

helping

conceptualizing

monitoring results

taking initiative
influencing

compelling ’
undertaking ,

planning and organizing
optimizing use of resources

2. One LMET course model should be considered with versions for both
- RCCs and "A" School instructors/ITB CCs using environment specific materials
"and terminology (i.e., RCCs use materials relevant to recruit training and
"A" School personnel use materials relevant to "A" School training).
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3. Future ‘évaluation of RCC and "A" School instructor LMET
instruction should emphasize the following:

a. determine the adequacy of instruction (i.e., effectiveness of
skill practice and practical application) in the competencies identified as
critical leadership training requirements.

b. ensure that differences in the performance of Tleadership
competencies by men and women RCCs are identified in classes with women
students and that relevant training materials reflect these differences when

advisable. ‘

“C. ensure that those instances where decreased frequency of
performance may be associated with superior performance are identified and
possible problems associated with opfgmizﬁng the use of these competencies
be included in training.

4. The next regular revision of the NAVEDTRACOM 110 series should
include , a methodology for leadership (and similar nontechnical skills)
training requirements identification based, in part, on the procedures
utilized in this study.

5.. Future leadership and management courses developed for Navy
personnel should include not only competencies that differentiate superior
from nonsuperior performers but also critical threshold competencies (i.e.,
competencies that are important to the job but are relatively difficult to
perform initially for many job encumbents).

: 6. Policies in two areas related to the effective utilization of RCC,
“A" School instructor, and. ITB CC LMET graduates should be examined.

a. Physical fitness .and weight/body fat requirements for
selection and continued qualification/utilization of IET leaders should be
reviewed. :

b. The utility of screening prospective LMET students should be
considered in order to determine those whose previous experience warrants
being given the option of skipping the LMET portion of their training
pipeline. This would permit LMET instructors to focus on those students
(i.e., E-5s with limited leadership experience) who may need/benefit the
most from the course.
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APPENDIX A

LEADERSHIP COMPETENCIES DISCUSSED WITH
RECRUIT COMPANY COMMANDERS AND "A" SCHOOL INSTRUCTORS

Setting Goals and Performance Standards

Taking Initiative

Exercising Self-Control

Influencing Others

Developing Subordinates

Building Teams

Planning and Crganizing

Optimizing Use of Human Resources

Delegating Authority

Monitoring Results

~Rewarding Others

Disciplining Others

Advising Others

Counseling Others

Demonstrating Positive Expectations About Other's
Work Performance _

Demonstrating Realistic txpectations About Other's
Work Performance

Demonstrating Understanding of Others

Conceptualizing What Needs to Be Done -

Directing Others '

Listening to Others

Helping Others

Negotiating/Mediating Interpersonal Disputes to a Mutually

_ Acceptable Solution

Making Decisions That Stop Interpersonal Conflicts and/or
Letting Conflicts Resolve Themselves ,

Expressing Emotions Readily

Absolutely Demanding Obedience/Conformity
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[
APPENDIX B

RECRUIT COMPANY COMMANDER AND "A"™ SCHOOL INSTRUCTOR

LEADERSHIP COURSE DEVELOPMENT SURVEY
(RECRUIT COMPANY COMMANDER FORMAT)
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MARCH 1981

RECRUIT COMPANY COMMANDER
AND “A" SCHOOL INSTRUCTOR
LEADERSHIP COURSE DEVEL:
OPMENT SURVEY

)

29

CNTECHTRA
| _NTC,RTC,
, ‘\ ‘ and
| A comprehensive survey for NTC Orlandy Reerut Company Commanders, “A" Schoo! \
\
Iniructors and hgher schalo leades,ragarding eadershlp concemns, aluas and Ideas SERVSCOLCOMv ORLANDO
for NAVEDTRACOM Petty Offcer Loadarship course development,

fl "

TRAINING ANALYSIS AND EVALUATION GROUP
ORLANDO, FLORIDA 32813
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RECRULT COAPARY COMMANDER AND "A" SCHOOL INSTRUCTOR
LEADERSHIP COURSE DEVELOPMENT SURVEY

(RECRULT COMPANY COMMANDER FORMAT)

The Training Analysis and Evaluation Group (TAEG) has been tdsked by the Chief of Naval Education and Training
to develop training abjectives for recomendation in future Naval Education and Training Comand petty officer
lwmepmwwdwﬂwmm.TMswwwismimmepwtthtnmL

mnmmanHmmmwmmmwmm@wﬂwﬁhmm%WMmeImmm

TwmaMHthﬁmemmmmwmmmem&AHMNMHMSWWMdmeWMemNMr
charts, , :

This survey forn is intended for all curvent or past R recruit company comnanders (including apprenticeship
training instructors) currently serving at ATC Orlando.

PUBLIC LAY 93-573, CALLED THE PRIVACY ACT OF 1974, REQUIRES THAT YOU BE
INFORKED OF THE PURPOSE AD USES TO BF MADE OF INFORMATION COLLECTED, THE
DEPARTHENT OF THE NAVY HAY COLLECT THE INFORMATION REQUIRED IN THIS QUESTION-
NMMUWWT%AW%MWOFWU%JM,MRHUUWINWMVWUWS%OW
17 APRIL 1975, THE INFORMATION COLLECTED WILL BE USED ON.Y FOR THE PURPOSE
MMWWMAMMWWWM.HMMWWMWHMWNMWN
WA DETRRCT FRON TR TAVY'S ABTLTTY 10 MEET 175 TRAINING NEEDS,

WRITE YOUR KAME NEXT TO THE CODE NUMBER

mMmmnmMmmwmwwmmmmmwmumemwm.nmwwmmmm
dﬂamﬂumdﬂmomwswmﬂ.ItMHtMnMdBmMMaMnommMofmmsﬁHeﬁn.
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[NSTRUCT I0hS

e

This form is divided Into five sections, (toplete the form independently of othor persomel. Brief fnstructions fr eah
section are given below,

section |, BAAGROAD INFORHATION.  ™is section asks for Inforatian conemning your edcation, wrk and persona background,
NTT ToFomation requested 15 considered to have sone Learing on determining recessary leadership training objectives,
. | ‘

Secti (.. LEADERSHIP OB TASK ANALYSIS, This section deals with leadership functions that company comanders nay perform,

Pleie read the questions across. the to and amwer ea Question for euch function. Answer the questions from the point of
view OF what you personally do or think o 3 conpany comander,

Section {1, - COMTACTS AND CORMUNICATONS. - Tis section asks you dbout your comtacts and comunications with other comwnd personne!,
- When asked for average frequency of contact, plesse chosse the answer that fs most accurate,

section [V, POFESSIONAL ATTITUDES AND BELIEFS, This section desls with attitudes or beliefs possibly related to leadership behavfor,

Pesse read the statements and indicate your aqregnent/disagreement,

section ¥, PUER TIFLUENE DNTA, ~This section asks you to check the ranes of other currently assigned conpany comanders that have
been 05T nf luntial in yor on Teadershlp dvelopoent,

HFter you have conpleted the fom, please deliver It to the proctor, AT Survey data will be eld In the exclusive custody of:

Director
~ Training Analysts and Evaluation Group
Attn: Leadership Study Group
Naval Training Center
Orlando, FL 32613

o>
-

ERIC

Aruitoxt provided by Eic:
v

chSzj LeoSruyosog
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SECTTON |

BACKGROUND |

LOENTIFYING CODE N,

NFORMAT [N

“The information collected in this section will assist in dotermining the degree

be constdered in Shaping leadership instruction. (F111 in or clrcle correct answer)

Rate/rating

Sex

Aye

Time in service (years comploted)

Tine at this comand {months completed)

Years aqsigned g sea duty billet (years completed)
Mouths of service in a combat zone (months completed)
Highest number of individuals directly superviced prior
Nunber of companies you have led

Did you volunteer for this assignment?

Highest educational level attained (check one)

(1) did not graduate from high school

(

(3} some college or technical school {Navy or Clvilian)

~

) high school diploma or 6. £. D.

(4) associate degree

(5) bachelor degree

{6) yraduate school, no degree

(7) graduate school, degree

Are you enrolled in a part-time educationa) program?
Have you had an LMT course?

Have you had an LMET course?

Fami ly/conmunity commitrents

(1} Family status
" {Circle correct one)

to this assigmuent

ta which pervonal background/characteristicy should

1ES 1o
VS N
YES o
YESON

Married, Tiving with family

Married, not Tiving with family

Single, not living with any dependents

Single, Tiving with children or other dependents

$ST 340day jedruyds])



(2] . hunber of children

{3 Commmnity activities
(List)

o, [f married, does your spouse work gutside the hore or
spend considerable time in educational or yolunteer programs?

0. Co you find it necessary to have your own second incone’?

e, How would you describe your physical fitness? (Circle best chaice]
Excellent  Good Satisfa'ctory Fair Poor

. Héi'qht? {inches)

Lo Neghts

ST 340day pesLuysaj
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The st iteeent, Tt in iy e tion
e ugied o abher vy

It atoal a bl on-(he- Job A A aenyge oyt b of ey i Ched th g speguine that L oo the ek with whtch you are mn\\m check thi one espunye
ferlorname . Doy a it desyjoed oy gt thre, ted dribes bow degartant gt that b descrabos e qeneral cave with whach you adrssed
Aoy o sl e cotrued Lariing e teaning ol Bk It the e of 0 mpany the sk g the Darst fow comamies you Ted, 11 you bawe
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AT ot an swers it o gy ‘ , '
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standards/policy
5 Inforee vegulatons M@0 8w oW e A RE 3 ()
1 Manain accountan Tty ensure ) ) 3y ) IR RO )
that 411 metessary tasks are
perfumed
10, beward recrnts (@) (1 ) W ar o)
H. Drscipline raceuits O {20 41 i ) @ o e (1) 120 030 ) (o)
12, Frcopni e early cues, [¢.g. low (10 o) 5 e m e (e oo

insiction scares, comany strife)
that my control of the worpany is
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Aruitoxt provided by Eic:
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SECTION 11 {continued)
LEADERSHIP J03 TASK ANALYSIS

A On the average, about how ften
Qo you perfom this task
during the training cycle
of 3 typical conpany

{1} Rarely or Yever
) Decasionallv
- {3) Fairly OFren
) Often
(5] Very often

&,

- Tighten company discipline when | see

that my contral 15 <1iaping

. Push Tinits of authordty 1n arder

g deal strongly with undasirable
recruit dehavior

Try new trafning techniques

+ Mike decisions on my own when manage-

nent quidelines are not clear 10 ne

"Tend" the requlations a little for

‘the geod of the company

Kake alternative plans in case last

Minate chinges aceur

. Reguest trnsfer of ity

trglhTesome recruits to other
conpantes or special companies

Hold *rap" sesshons as & means of
{dentifying and solving company
prablems

. Call to divtsTon staft's attention

any problem areds with hich I'n
having a Tot of trouble

.+ Retomend changes {0 comand

procedures

t
Take 2 chance for the quad of
my recruils

- "Siae ug” sitaations and do things

to kenp From “blowing up*

o Check the one response that best

describes how mnortant doing this
task 15 to 4t - suctes of
4 Comany Comander,

{1) Detrinenta)

Q) OF a0 particolar consequerce

{3 0f some importance

(4] Rather inpertant
(5) Yery inpartunt

1

L Tar the tasks with which you are famibiar check the one respomse
that pest ae,cribes the quneral ease wilh which you adirussed
U task doring the first fow comanics you Yed, 17 you hove
never encountered the task leave blank.

{1} Extrene difficlty
12) Considerable gifficulty
(3) Some difficulty
() Wit ease
{5} Wit considerable ease

TR
0
R
R
W0
000

(0@ o) )
0@ 0w e
:

e 0w e

@)

IRUEORORY

\
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SECTION 1 (cont1pued)

LEADERSHIP J0B TASk AMALYSS

Ao the gverane, dbout how ofter

40 yeu perfom this 15k
Caring the tranning cycle
of 3 typical corpany,
{1 Rarely or hyer
2] Decasionatly
31 Faely Often
{4} Often
91 very of ten

Q@)
ah o)
URSENtNG

IR Y

RIS A T

=

a0

B Chock the ome rospomse that best '

Mescribes how imortant doing thi
Lask 15 1o the success of
4 Company comander,

{1 Detrinenta)

1]

fl]

g

(h

)

0f no particular comseruence
{30 sore mportance
(4] Rather importunt
{5 bery imporians

Fur the tasks ¥ith which you are faniliar check the une respanse
that best describes the general ease with which you iddressed
the task durlng the first few compantes jou led. IF you hawe
never encountered the task Jeave blank,

(1} Cxtrere difficulty

{2) Considerable difricubty

(1) Some difHeutty
(4) ith ease

- {8) With tonsiderable ease

N
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SECTION 10 {cont i nued)
LEAGERSHIP OB TASK AMALYSIS

A On the average, about how often
40 you perform this task
during the training cycle
of 4 typieal company.,

(1} Rarely or Never
(2) Qccashomally
(3) Fairly Often
{4) Often
(8] Very often

L.

Check the one vosponse that best E.

describes how fmportant dofig this
task 15 Lo the uccess of
's corpany comender,

{1} Detrinental
(2] Of no particalar consequence
(3) OF sone ngortance
(A) Rather important
(5] Very imortant

For the tashs with which you are familiar check the cne rosponse
that best describes the goneral Base with which you addrossed
the task durlng the first fow comandes you Ted, If you have
never encountered the task leave blank,

(1) Extrene difficulty
(2) Considerable gitficulty
() Sone difeiculty
[1) Hith axe
5 With considerable ease

i,

.

i,

(18

8,

. bive recrutls indivigu)

instruction

. Double check to ensyre that 4

recrutt thoroughly understands
355 inned duties

Give top recruits additional leadership
respons b ittes a5 tratning progresses

Follow up on asstoned duties to
Seg that the job s done
atisfactorily

Use {deas from recruit critioue
sheets

o Tel 1 recrufts when they are doing

b quad ob

Back up o recrutt who gets in
trouble

< aalyze ay congany's ability to

nake 4 qood team

. Check strengths and weaknesses of

Individuals o see how to best fi
ther fato the “grouy” effort

Encourdge vecruits to take part In
Sports activitles

Encourdge racrults to conpete with
recruils In other companes

 Encourage recrults within the

Company to Conpete with egch other

Qo) )
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. Ehuotarige recruits b wrk {onether

and bely thenr buddios who arp oo
Capable

s Tewch sectiomteh SeCHiom company

016710 5004 115 prodlems bafore
Lomng g re

Teach seetions watch sections/company

to Tearm eqch indlvidual’s strengths
900 use then o thefr advantage

+ ¥ssign projects (duties) to sw)

Groups and let qroup leader
155100 raspans bility

o Let comany pretty much mn itsel

When they are doing 4 gond ob

Tell "5y s torigs"

Pl ahead several duys

for 4 new company

. Make a st of the most ieportynt

things to 4o fiest

ke entrics In g notebook of
things that happen 5 that
it will e easier tg

train ny next company

Decide hich military subjects to
tedch first

+ Plan the day in 1530 minute

blocks of tine

UNNEURUND

SCTION 1 (contimued

LEADERSHIP 00 145K AMRLYS1S

A0 the averae, bout how oftn

o you perfom this tast
during the tratnigy cycle
of & typical compny,

U1 Sarely or hoyr
() Oecasiomally
(] Fairly Ofyen
() Dften
(5] Yory often

LENEVRTEG

W gl

N

el Gt gs)

U0 1) )
G0 @1 31 (@) o)

M@ o)

U

(@ g

U T

b Check the one response that begd

Uescribes how inportant doing ths
Hask 15 o the succass of
3 Company comindir,

{1} Detrinenta)
(2] 07 o particular consequence
(1 0F sove impartance
() Rather irportant
(5) Very inportant

e

. For the tashg wth whlch you are fanfHar check the one response

UAat best destrbes the general ease with whlch you addressed
U task durfng the first few comantes you Tet,  IF you howe
never encountered the task Todve blank,

(1) Extrere dlfficulty
(2} torshderable difficulty
(3) Some ¢1fFleulty
(4] With ease
(8) With consfdrable ease

000 )

Y1k 0or (o)

(@ 6w

(NIRRT

W12 00 )

o

R )

(2 13 ) )
URHEL O

Q0w )

W B ) o6)

IR

(N
(1) ) o)
(1) (é) 0 1) 6)
@) ) )

e @

(G2 (0 (o) t3)
W)

(2 1) ) o)

UNHNYEURY

RN

(@ G w6
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SECTION 11 fcontinwed)
LEADERSHIP JOB TASK ANALYSIS

A, On the average, about how ofter

da you perfom this task
during the training cyele
of 4 typical conpany.

(1) Rarely or beyer
() Occastonally
(3] Fairly Ofeen
(4) Often

(8] Very often,

.mmmnmmmwmwm

doscribes bow (mportant dotny this
sk §5 to the succass of
4 corgany comunder,

(1) Detrinenta]
(2] 0f mo particular conseauence
(3) 0f sone Inportance
(4) Rather fnportant
(5} Yery Toportant

, For the tasks with which you are famdTfar check the one response

that best describes the genera] ense with which you addressed
the task durlng the i1rst few comanies you led, 1F you hove
feer encountered Lne task leave blank.

{1} Catreme ifficulty
(2) tonsidemble olfficulty
(1) Some diffteulty
(4] With eage
(5) With consierable ease

62, Fugure 0.t ahedd how much 41ne tg
Gevote t0 wari . activities

3. Anticpite major 1ast ninute changes
tdaily schedule

B4, Ass.sb recruits {n using their tine
o the best advintage

85, Divide work time with partner

8. Replace racruil getly officers
when certatn ones selected don't
pan Out

B Match the job o the recryit's
abilities

88, Encourage racrults 1o give e
feadback on problens they encounter
in folloaing my directions

59, Revise orders when fndividuals are
dhviously Fatiqued

0. Oeterning §f company is “burned out,"

I1. Lo sonething specific to keep oy
norale up

12, Do sonething specsfic to keap
© corgany norale up

1. Use foedhack nethods (e.0., critique
sheets, rap sessions) to evaluate
Company rorale

N, Thisk about and andlyzs averal]
company diseipiine

ORI UG

@B

(@ 0y )

(10 () ) )

(I () ) )

(F 3 ) )

@)

(IF (0 31 @ )

@ or w6
W2 Q14 o)

I I

IR

(@ Qr sl

(@ ol
U U
2000w o)
(Ut
(I ) 0 ) o)
(@ o

00

IRACRONG

(@ W)
(1@ 0 @)

e Qw6

(I @ 0r g

(B

N[HU)M(J
(@ ) (ol
(@ ol
RTRRE
@B W)
0o )

0 W

(INUERURS)

(0w
() 0 B

QbW

AR RN

0@ W

ST 3Ir0dayd (tesLuysIxal



)]
W

SECTION 11 (continued)

LLADCRSHIP JC TASK ARALYSS

A n the averane, about bow often
o you perforn this task
durtay the trafning cycly
of o typlea) company,

{1} Rarely or bower
@) Decastomally
{3) Tarrly Often
(4) Often
(5) Yery often

8. Dsplay o yood attituds reqardlss of D w@
Prablens or poor recponse by the
camany ¢

16, Study recrafts 1o see when they can M@ m W

take on nore responsible Jobs

N, Divide authority 3 4 respons ibility
for sgecifle train.s, areas with
Ty partner

QbW e

18, Give temporary contral of minor
Indlvidusl andfor company revards
to recrutt petty officers

meer g e

IlvmwwMWNMwammhmm
officers based on readiness for
greater respansbiifty and policy imits

() (0 ) s)

B0, Analyze feadback on comany R
prOgress
81, Inspect recruit progeess fn the W@ o
interval between WED Tnspections
80 Let individual recrults know how M@ o)W
well they are doing in training
83, Let the company 35 2 wigle know mao o m e
hoa wel) it {5 doing in training
88, Watch recrult behavior in order tg
anticipate problems before they
hapgen/occur

(i () )

85, Compare progress of ny company 013w
to command $tandards

85 Tell recrulty when [ am pleased
with their performance

W@ e )

B Check the one respanse that hovt

esuribes bow fnpartant dotng (s
task 5 to the success of
o comany cirande,

(1} Uetrimenta] -
(2] O no particular comsequonce
(3 0f sone inpartance
{4) Rather inportant
(5) Yory important

-_‘_i‘ff- (P). I}y“ (4) 1)

(2010 14 49)

(20w e
(@ @) 1)
0@ o

0@ bW e
0y @erw e
() () (5)
0w )

M@ o)

(@G @)

(12 () ) 19)

X

o Tor the tasks with which you are Lami{ar check the one rasum

that best duscribes the yeneral ease wlth Whiuh you adlirssu
e task during U (4rst fow compantes you Ted, 1T yog haye
never encountered the task pave blank,

(1) Extreme difficulty
{2) Tonsiderable dificulty
C ) Som difficulty
{t]) With ease
{5) With considerable ease

r2r oy ) )

0o e
IRERURURG
ey )

(e )
I @G W)
0 @66
GV el s

(0@ G

(0@ 0w e

@ o)

8
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50,

9

%,

Ui

8.

9,

o Meard speciig privilges

o "Bend over backeand" £ rowar g

.+ Roproach's recrult whan | sense

. Deternine whether 3 recrult's

SICHON T {oont Imge)

LEAGERSATE J00 TR Bt ol

A D th arere, about tow often
0 yiu perfom this Lysk
durfng Uhe teairing ey, 1o

v 0 g typical Company,

(1) Rarely ur hover
(2] Ceedonally

(1) Fately Orten
(1) then

(5] Very often

(I 0) () fy
80 recrufts biied on mpting
certain defindte seantaeds

(712 1) 4]
good job

Mk offfeial recomendtions For VNS
recomition of exemplary recrulty
Msess racrults' persom) prablens gng

MR W)
give advice concernng best solution(s)

. Olve advice to less expertenced C partper e W
5.

et aside temporarlly sone aspects of
y role as an authority figure angd
1l o & recrall as one adult to another

0 )

Lishen to and empathize with recrulls
concerntng perscnal problens with |imted
1vice glving

Q0 ) 6

FQ) (4]

she or he has 4 prodlem

O 1y W)
problem 15 serfous enaugh to

need ny attention

Condurt discuss ons with growps (0w e
of recrults having sinilar problens
Refer recrufts o ather counselors (@ 6w
(8.5, chaplain, psychologist)
T recruits "You can nake It (2 () ) )
through®

Encourage comany In s

o)
Competiton for flags

D Check the om respme that bt
deserihes how srparlant vty thy

sk £ 1 the Succes of
oy cormanr,

(11 Detrinenta!

(1) 01 no particalar rsequence
(310 some fupor tane

(4 Rather 1 portant

(51 Yary ot

UNCRIRIRY

0@ W)
LY IO
Q)01 1)
R ) [s)
R @)

12 (3 44 gs)

I T

W2 )

0 0l 6
IR
INERL

Qo @)

o For Uhe tasks with whieh yoy are fandlar chck the ane respomne

Ehat biest descrbes the qoneral case wilh which yi adlressed
the {ask durteg the Tlest Ty conpantes o o, 0 you b
flever ncounterod the task lodwe blank,

() Extrene ity
(2) Consfderable diflgulty
(3} Some difFieully
(4] With ease
(3) With consldarzble ease

(NG UR

(@ @b
)@ Qr
QW)
(W
HIW(QN)M

(0 sl

(NI

(@ 0

(oW
(0@ Bl
ay @ 6w

NIRRT EURY
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b “w“ It ‘“‘d}

/ LI 08 TSk LS
A bk gwre, it now “fe 5. Chech Lhe one response that bes! {, for the tasks with which you are ° © Jhe one response
Conaner this L, Gescrides how imortant doing this that best describes the general ea: 1ol you addressed
Womthe aing oyl W 1o the success of the task durtng the first few companics sou Jed, 11 you e
oty 4 CoMpany Commander, nover encountered the task leave blank,
(1) bl gf Yoy ' lelrien! (1) Extrere difficulty:
[ Onasranale, , )0t partisglar ronsequesce (2} Considerable difficulty
O Fury (3) U sore mpor.ance (3) Sore difficulty
T , [} nather wmortant (4). With eage
1 wreohen (8] Very inportant - {5) Witn considerable exse
10, Prosise remarus 1ot e irably I R ) (Y 10 Ly ) 0@ )
perforsnce
‘ 00 Treat recrwits o Dwonl mt o () 0 ) ) 07 @) - )
treated if gasitiont were reversed
‘ i
\ .
D2, Tvaluste strothy an! aknesses IR UIRUENIILY NI (0@ 0 @6
0 of recruits 1 deternining ny own '
o gectation for the corpany
I, aict pself e recnit o ks (10 )4 EOl ) QW
104, Remmed myseF that recrait e i P ) 1) @ a W)
slandars 0 down 3nd [ pust ' \ ‘
C e witn iy
1%, Fucind recruits of repitive comeguences (1) (20 (3 3] 1g) i) 0w 0 @m0
i1 shey {ail frspections
06, Fartcipote tn'stand )" dpecctos (1) L) 1A () ) oRrp W e
1. Cooperate and camunica’e with IR ITR (Y 366 0 12 () {4 (8)
my partnar
T8, Qierpt to e the recmiit's TR WOR G ) QoW
viewpoin® in settling dispute,
103. Myise racruts concerning thir porceived 11 (1) "o h g B ) Q) E) 6)
SOPLC ings in the Mavy and what ¢gn be
dire towork within the syster to inprove
) 1hings ar 10 cpe with eality
10, Chamge oy viewoint after eemsidertny 1) ) (31 8} (9) ([ ) AR ) I
e PeCruit's viewoint
MY nange oy way of doing sonethiny when 10, () 10 (8) 9) N 8 ) Mmoo

ather Cis or division starf menpers
fhow .4 4 detter wly

&2
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SECTIGH 11 (continueg)

LIADERSHIP J00 TASK ANWALYSIS

A, On the average, about now often
o you perforn this tysk
uring the trafning oycle
of & ypical conpany,

B, Check the one response that best c.mmmmmmmwmewmmmme
escribes hov mportant doing this that best destribes the general ease with which you addressed

task 15 to the suecess of ‘mmmmmmmMmmmwumm
& Comany ¢omander, never encountered the task Jease blank, |

99

T e — 1

IHthmMNmmmmwntmmwmw

!

[

-

=

S

12,

(1) Rarely or fever
(21 ecashonally
{3} Falely Often
4] Often
meMm

(1 Detrinenty)

{2) 0 no particular consequence

(3)0f sone feportance
(W), ather imortant

(5] Very ingortant

(1} Extreme gifficylty
(2] Constdaratle dlfeiculty
() Some giffleatty
{4} Nith ease

(5] With considerable exse

Tife tn roceults and ol ther the
difficulties they wil ercoumter

45 “Chinges”

. Mnalyle recruits' mistabes ang

yive canstructive ¢riticion

Restriet my criticic to what o

be used constructively

.Nmmmuumwﬂm

before | proceed

. feeo noles on "lessaes legrned* (p

hels when simlar problens arise
i future companies

- ke an effort 10 yrve directions
in Tanguage understood by recruits,

{103 vay nean civilian Js wel)
3 My terninloqy at different
points in the training cyele,)

- Speakand acc authoritstively in

arder to domansteate 1y rceunt's
vy role a5 leader

2l bse "shw and tel1" when giving

directions t recrits

b an v effort y apogar
self-dvsured to et recpuits tg
follow wy directiong

Bk

g6
120 Q) 44 )
Q)

OV @013 1) (3)

2 B

(IR0 31 0 6)

f
|

NS RO

)

B2 o )

01w (s)

QB )
U )
00 (1)
(@0 W)

0@ iy @ o)

I 0 ) )

URtERNY

M2 Q)

O ) ) g

QW

V13, Adwit ey mistates g explain why 0w s Mo 0o
they happened ‘
T, Exoldin corrections ty a mistabes R )

(@ oW
(@G w6
(o m e
(@) 0r ) )

0@ s

@0 s

e o @ e

- oW e

0@ 0 (@ 6

LtesLuy=s]
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ACHOVAL (cont nued]

LLADERSHIP J0A Thon LSS

A the averae, sbout now often ‘&EMWWMWMMM CoTor the tasks with b gy are faniDar chiow e ove response
o you perfom this Lask deseribes how mpartant dofng this Uhat best describen *mera) ease with whoch ju addressed
dring the training cycle sk 5 1o the suecuss of e tash during the 1 compames you D 11 yoy ave
of a typical company, 3 compary Cominder, never encountored e sk ledwe blan,
(1) Rarely or Hever (1) Detrinenta) thmeMMy‘
{21 Deeesiona!ly (2] 0F o pirticular consequence (2} (onsicerable difficulty
() Tairly Often () 0F some fmortance (1] S difficulty
{4} Dften ‘ (4] Rather important () With ease
(3) Very often (] ey Inportunt (9] With considerable aace
123 ¥hen 1istening to othars, *filter 0@ (07 () 61 (4 15) (M) )
aut” informtion that is not
‘ Important
124, *Sense" ¥iem 4 recrul hs o (@ mw 0@ e (MR e
problen :
125, Distingutsh which incidents | Iy 20 1 60 () B
o should gay attention to and which
N OngS dre uniportant
128, eke tine for recruits o diseuss (12 ) 1) R EOR 02 )
their aroblems with me
120, Hear the recruit theough before | URHEOROND (@) (1) 0 oo e
SUart 1o give adice - |
128. *Sensg" when there's sgne problem e oum 0 (e 13 (4) 1) M 0w e
affecting company performance
129. "o to bat" for ny peaple when they 0@ 00 0 (s 0@ o (@ 6 w6
féed my hicking
0. Yegotiate confices dedveen recmits (1] {2) 1) (9 (3 (1 () (8) 5] W@ or )
2. Help recruits solee theie disagrements (1) (2) 13} (4 1) 0@ ) (4 0@l 6
132, Comraaise andfor negotiate when ny 0@ W o @ oW e) e G)
partner and | disaqree
133, Force my peaple to meet faca to 0@ Gy ) 0@ (@ Ol )
face and talk vser therr disagreenents
3. Discourage wepre s1ons of ceaflict (s Q0 @ ) 3]+l (5!
between recialts (e.g., bicker'ngs
135, Give & "5t =" the bk’ when | an a3 @ ‘UFWUHUW
particular . eased with 4

recruit's e jmanee

Lesruyosal

ST 3FAaodsy



o)
0

e e

13

lnhmnmmwmmmmmmw

IMUMMMMMNHMMUWM

19,

=

~

=

—
fursd

146,

0,

W,

192,

WMNWHWMHMML%
500 0f the recryft's work

#ith 4 regruit's behayigr

momeats of uxtrene fruztratioy

mmmmummwmmm
orders or intention;

Explain why | fiag it necessary to
give  Certain grder

Make 1t plain to recruits what the
mmmmuﬂwmmm
ny Orders

PMMHWWHHWWW
ny Wy

+ Hake gecislons which myy hurt

or the company in the short ryn
bul are the right thing 1o 4o
nevertheless

. Divide work load with . tnor g1 the
mhMmemMm”mmm

Counse ing, ocrer

- Give temporary control of mingr

MMMHWmmmmmwm
to receuit pelty officees)

ommmmwnwmm
{C partner

SLCTION 1] (cont Ingog)
WWWHWMKWWH

A On the deerage, abaut hog giten

o jou perfom this tys
MHWIthmmqwde
o4 typical conpury

(1) Rarely or Hover
(2} ecasionally
(1 falrly Often
(1) Orten
(5] Very often

- ——

Chwuwne T

URHEVRTN
W@ o
IRHNENUNE
G0 4 gy

0t 4
UNURCRTER
0 0 19 g
00 b1 gy
b 1 i @

ey

n.mmmmwmmwmwm

dm%ﬂmmWMMMmm
Lk 15 12 the sucqers of
 COMpany Comuander,

(1 Detrinenta!

Q)Ofmpwuwhrmmmwme

3 0f some inportance
() Ratue important

9 w1y imartant

e e bty

IR .

00 ) () ) )
W@
H?HDM(“lH
UNRU RN

@0 W
URUEVRON(
W2 o
@ g
W o

W 0w

G For the tashs with which you are fanl}for check the one respoe

Uhat st descrlbes the qeneral ease with which you addressed
the: tash durlng the first fow comantes you led. If you hawe
never encountered the task leave blank,

(1) Lutrone difficulty
(0] Constderate difficulty
{31 Some dlfrigylty
(4] With egse
(5 With considersble ease

e ) el
(@)
(@ o
€0y ) )
@ o

0@ 0w

UEUNCRLEE

(1) )

RN EG]

() 1w )

I

)
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147, Check the flve areas to which you generally must devote the most effort I counseling/advising recruits.

148,

SECTION [T {continued)

LEADERSHIP JB TASK AMALYS|S

i i R i, . —

e Lareer plamning . Homesickness

— Girl /boyfriend troubles . Rape/Rape Prevention
e 1D Prevention . Ractal

- Financial _ Abor t1an

e Marriage — el

. Military Attitude Hi1itary Performance

Untform Appesrance Acadenic Perfarmance

Release From Navy N __ Tonily Problem
o . Legal Problems
Orug Problens

oo bk of Se1f-Contidence

H
e Sense of "Betrayal" by Recruiter

Check the five most {rportant methods that you re!y on to tell you that you are betng successful as o conpany comander,

e Readenmic Tests Results
e MU tary Ingpection Results
e beveral Attityde of Company
e e Stand Tal1® |nspect tons

Company rorale

o Verbal Reports from Ind{vidual Recrylts
Verbal Reparts from RCPQs
oo Diviston Staff Fesdback
Feedback from Other (Cs
e Fudback from Partner
e Convany Appearance

Flag Awards

ST 3I40d3y (eoruydsajy



SECTION 17 (cont Inwed)
LEADERSHIP JOB TASK ARALYSIS

109, That 18 different about Successtutly Teading recrults (n comparison to other Navy teadership Jobs you've had? (optiom1)

[
il
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TN 111
COREACTS ARGY (BB Lo

Lot the ayera o ahoul how of Lo o yau, 00 company comnder 1 the Tl Gtk o e Lot tod iy i)
{Orrcte the nusber 1y i teaten your Jney ~|n‘.wr{

A Teat e {1 nly
() Mewkly
(1) 1very tw werks
A bvery company
{5) Karely o fever

yos}

edLu

T
IS

) !d;hlrmrult nnilivmmwlly () .(é) “'}') 1) (9
bo fitnor Lompany Conraniders R P H ]
G Acdemic Tnstructary Er ()
do Biyysion Officer LSRR TEIN VBTN
e Division Staff Porsonned RPN RN FTRRTTANTY
fo Academic Trainiag 0ffrepr 0@y ) (4 0y
. Military Traiming 0Ff 1, op (0@ 39 )
W toreandvng O ficer/Co e AR VARSI TR
Ctficnr, RIC
o Medical Personnel (3 @) )
Jo Dental Persomnel (M@ (@ o)
k. Chaplains Q0 W )
V. Red Cross Personnel @0 @
Mo MY Counselars M@ 0 @
A fecrutt Evaluation tnit Personnel (1) (2) (3 (4 ()
0. M0 Officer (@ () @ )
B AMTO Officer (@ ) @ s
1. Conmand Master Chief R B ) R I

Y91 14o0day



S
FHORES T ATTLIOGES ANY B (ES

Check the anwwer thay tadicates the pxdent of your gpreement/d1sagreemen’ with te followmg statenents,,

Stromly Sratgly
Myagree Dsagree Uncertaln Agroe Ayroe

| The statemnts Tigted (n this vection

l are deshed to gathee requived
informition about actual onthe-Job
performnce, Thoy dre not designed

(] A5y nor should be construed o,
statementy of or about cooman ! noticles,
AT inddvidual answers will be used
strictly to qroup dotd Into totals

(] for charts and tables. To the extent
your answers reflect your actual

thinking dnd behavlor, effectfveness

of future (/C trafning can be enhanced,

Lo amusially satistved with how [ lead ) () (] ()
iy oy bnarder o achleve suroes
i cmpetition

&1 can work comfortably 1n "fmpulitlvu () ) () ()
and oPPrative® povironent, with other
conpany Comanders

L1 amwdTHng to stick my neck out for {) {) i) ()
my recrutts )

4. Physical "Mandling" of o recrult is {) () () () {)
sonet|mes Unavoidale

5. My tenavior Is o qood nodel for my () i) () () {}
recrylts 10 follow

§. Therg are times when [ find 1t mpussivle (! [} {) () ()
to control my emotions around recruits

1. Tt Is sometines very difficult to devote my () () (] i) {}
full sttentfon to my work because of Family
probjems

8. 1 anconfortable when talking to large () () { (] (}
graups OF recruits

9. Adnonlshing recryits {5 sometimes an [ ) {) (] () 1)
ynfortumdte necessity

10, My attitude is as qood a5 or better than {) () () { ()
most (C3 2% this comnd

‘

1, Each new recruit is an important “Kavy () () () () [
person” a0d | tell her/him so right off

12,1 et upset when things don't 90 as plinned () () vl { | ()

13,1 roard y carpany for g00d perfornance () 1) {) (] o
gvery chance  qet

14, 1 often find it necessary to make changes () () (] () {}
fn g a1y schedule

15, It |5 often necessary for me to explain () {) () () ()
directions to recruits more than ance

vGSTI 3I40doy [edLuydsS]
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P baon't hesttgte to 0y Frh mysalt oo
the recpgit un't 41t
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ST eer iy comtgrtalle when | Fogyn my
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R e g e vty fap thayr
SR ST P

Ve ey thrtty by gy y I8

Mool eyl g PIndg ways bt reward
recratle e dan g goad gy

i

M, wnumnvuw.mrfamworrmruuqfuwmlh
by o e

P ShupEates (start s or rourultﬂJ‘fvvquvﬂtly
Ak furmy adyrep
eralts dnn't mesityte 1y o tom
“whth et ens

S emerally, Tgn't cyee oot the ity of
Feoruttss [ can tran then

MO Tusu Ty tregt cecrurts Jike sulty

Tl st for flag awarss

W e quabisy of resryits 1t whyt gt
used 1o he :

it inty Den eyl
BCAuSE 9f ri e by made

S Botions caet e in ghe g of my
hangling -

;
O

E

RIC

Aruitoxt provided by Eic:
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11
b,

)

0.
4.

4

43,

o,

1.

St ey Pt thred (e Job 1

ik clearly by fore 1 g

Pk ay command presence 14 gn
Tprtant el 0 v rult tealning

Recrurty understand my direetlong
Athout needing t0 be told more than nie

Wher i Hrytcime here my cormand
mrgvence needed pollshing

My own feeltng of self-confidence affecty
how successTul my recruity are

L am the first 10 discipline my prople 1f
they make 3 mistake
!

. My word 15 the 1ast word when rocryits

cn't jet alony

Sometimey other (Cs come to me 10 help then
solve thefr conflicts dith therr Superory
!

Most problems will solee themselyes, if
you gtve them frme

[
Recruits might lose their tempers if |
force them to talk out thelr differences
with each other; therefore, | usually
Iet things alone for awnile

You yonerally have to give more consider-
ation to women recrylts because women are
more emotiong]

OFF duty social Interaction between
staff members and recruits (of 3 persomal
nawure) should not appreciably of fact
training and/or drscipline,

- STaff menber’s gccasionally doing some of

a Jow recratt's work for himfher does
not appreciably affect training and/or
disc1pline,

Fcan express my pleasure/displeasyre with
4 recrut’y behavior and still maintain
my professionalism

PROVCSSONAL ATTLTUOEY ANO LT

Sromyly
Uivagree Disagres Uncertatn  Agee

()

()

L)

SLUTION I (con e}

Srungly
Ayjree

()

()

LeoLuyoa
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A1, 1t e unprofessiona]l to et 3 recrutt
hnow you aro pleased wrth B succens by
such behayior 4 s Lappyng hisfner on
the Lack or Showiny eecitprent

48, My rocruits b wi L suppert the o
matter what

49, don't tolerale recrutty questioning my
neders or intentions

50, 1 usually Can persuade recrunts to be
things my wdy

61, ale recruits soretings nisinterprot
femaTe CCs' professional attention/help/
discipline as persom] friendship/interest

'52. "epand Tall" inspactions gre irportant
in the training of recruits

53, Ao have too much Juthority for
their esperience level

SECTION 1V (continued)
PIFLSSIONAL ATTITULES Ay BLLELES

Steongly
(hogqree Disagree  Uncertain  Ayree

S {]

Strongly

L)
Anrpp

)

3
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SECTION v
PEER [NFLUENCE DATA

Leadership instructional developnent trends in the Navy have begun to focus on the attributes, skills and attitudes, of
offfcers and petty officers that are judged influential in shaping/modeling effective leadership behavior. Please circie the
nangs of the ten company commanders currently assigned to the command from the following 115t that you would most want to
serve as your partner in lead!-a a conpany, Upon completion of that task, also circle the nanes of any additional company
commanders that you particularly trust to give you qood advice about leading recruit companies.

A o i Wt Wit
1. AANERUD, D, P. ABCM 4], CARTER, L. D, Al 8L FOL, L. £, Skl
2. ADAIR, V. (. Azl 42, CASSATA, A., R, ANHI 82, FOX, W. M., 1 ¥l
3. ALICEA, £ BIC 43, CA70, 0, D, MR? 83, fRISCH, C. S, DK
4, A0S, S, A ! N 44, CERSQSING, R. 4. e 84, FROST, L. M. (M
5. ANOERSON, G. A, ANC 45, CHADWICK, €. L. Al 85. FULLER, G. R, HTTH
B. ANDERSON, J. L, 052 46, CHAMBERS, R. H. ABHC 86. GANUNG, J. D. MM
1. ARMOND, L. L. MHC 47, CHAHBLESS, W. S. GM6C 87. GARCIAMENG, S. F. 2
8, Avcock, R, €. HS( 48, CHAPLIK, R, M, OPC ¢ 88, GEDRIN, P. §. Jc
-9, AYERS, J. D. M) 49, CHAPKAN, S. D, GMGC 89, GENTRY, J, A, (e
10. BACHELLER, H. E. ENC 50. CHARLTON, J. 0. PN1 90. GEOGHAGAN, L. S, HT]
11. BAILS, J. 0., JR HRC 51, CHRISTIANSEN, K, RM2 91, CLASS, L. M, Wil
‘12, BAIRD, R, A, ETe5 52, (LARK, T. L, PMC 92, GOFF, R, G, 0sc
13, BAKER, C. J. AT) 83, CLASSON, R, K. 52 93, G00DE, A. N. A2
14. BAMBEY, C, J. ¢ro1 84, CLOUSER, D, E. RNC 94, GOODMAN, C. H,, JR, e
15. BARCOMS, W, 0. ETC 55, COLE, €. H, £0] 95, GOODYEAR, T, A, AEC
16. BARTLEY, B, M. BIC 5, COOPER, W. J, M) 9. GREENE, S, L. ABHC
17. BEAVER, (. O, (N1 51, CORADI, J. R, MCS 97, GRIFFIN, R, S, NG
18, BETTENCOURT, R, F, M 58, CORLETTE, K. A, HT| 98, GUTIERREZ, P. A, £n
19. BLACK, A T. N 5. CORTEL, C. S, YN 99. HAGER, J. 8. £01
20, BLANKS, O. X. SH] 60, CROSBY, S. L. AFCH 100, HAIR, B, A, (S
71, GOWEN, J. 5. 081 Bl CULLUM, R, F., JR, ABHI 101, MALES, J. P. Enl
22, BOWN, R. W, EMC 62. DAILEY, E. L. ABE) 102, HAMILTON, D. €. ABF1
23, BOWEN, W. C. Ml 63, DANIEL, J. K., JR, MML 103, HAMILTON, 7. M. M1
24, BOYD, J. R, SHC 64, DAMIELS, K, A, AD] 104, HAND, R. [, HIC
25, BRADBURY, L. L, HIC 69, DANIELS, M, C. Bl 105, HANSON, B. J. Skl
26. BRADOSKY, R, A, 5k2 66, DAVIS, W, R, ABCS 106, HARRIS, L. t. W -
27, OROWN, J. C. ABHC 67, O[MATTED, L. A, M2 107, HAWKINS, F. 0., JR. H5C
28, BURKHARDT, R. M, Y 68, DOKALDSON, S. E. RMC 108, HEAGY, J. A EW.
29, DURNS, J, A, 052 69, EASTMAN, J. B. HT] 109, HERTLEIN, P. L. GHGC
30, BURTON, D. L. AME? 10, E1CHHORN, J. A. BHCH 110, HILL, €L hCl
31, BUTIS, L. K. NCl T1. ELBLING, C. 8. (1R 11i. HIMROD, N. M, £n
32, BYRD, H. J. At} 12, ENERSEN, F. L. k2 112, HoLICky, S, L. i
33, CAMPBELL, J. M, NCI 13, EVANS, J. AL, LI HTC 113, w00, €. J. 02
34, CAMPBELL, 5. M, il 74, EVERETT, J. Sk2 114, WOKER, +, M, ML
35, CAMTRELL, P. . RM2 15, EVERETT, S, M. B, W 115, HOPKINS, G. P, SHCK
36, CARAWAY, A, J. MMCH 76, FAIRNCATHER, R, €, GMGC 116, HOPKINS, J. D. M
30, CARLSON, L. G. PN 11, FINCHER, D. W. MH) 117, HOUSAKD, 7. C, BuC
38, CARLTON, C. C, ¥H) 18, FINIEL, A, K, _ (e 118, HOUSTON, £. 5. e
39, CARRICO, X, W, B 19, FLEMING, E, C. M) 119, WUGHES, 1. ». M
40, CARROLL, F, M. BIcK B0, FOLEY, S, C. e 120, 10VINE, J. 1. 0%¢
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121,
122,
123,
124,
125.
126,
127,
128,
129,
130,
131
132,
133
134,
135,

1.
138,
13
140.
141,
142,
143,
144,
145,
146,
147,
148,
149,
150,
141,
192,
153,
154,
155,
156,
157,
153.
159,
160,
161,
162,
163,
64,
165,
166,
167.
168.
163,
170.

(] m_!

[SBELL, DL v

JERNTGAN, LA,
JUBRGON, G, A,
JURLON,
JOSIN, O L.

LR
IS, 4,

JORES, 300,
JONES, bR,
JUNES, B R,
JOROAN, D,
JORGMN L,
CALH, Wty 1
pELLEY, ',
FIMPELE, W, B
PLANELLY, R

DL A

LIV L, WL B,
MIse, 1T
MOPIARE, ), 8,
LACREY 4,
LAMUUREY, &,
LARK, (. A,
LASSA, ¥ T,
LAJGHLIY, F.

LEBLANC, B 6L, IR,

LEFFERTS, .1,
LETi, i, JP,
LINESAY, W, N,
Lo, 8.
Lire, L, H,
Lo, 5.0
LOfed, L.
LUNA, &, L.
MACE, M,
MABRIOAL, 6,
MAFOSKL, oL
MARNING, W, .
MANTHIE, €. 4,
WANTS )L
MARLAR, J. L.
MAROTTO, M. M,
MAYELRY, Pt
MOALLIOH, B L.
MOCALL, ). T,
MCDANTEL, T, 4,
MCDOUGALL, 6. L.
MCDUWELE, £, W,
HUIONELL, W, #,
MWL, |

ATL

1)
(1
w0
b
A
":r.l
Bl
N
N
e
SHI
Sl
157
LS
MM
it
Mk
I
ey
e
M
Ui
ey
s
HTi,
|
(Ml
At
WG
e
"1."1( '_:
A
[
Ik
th
K1
[
]
)

[ITLY
i

n
{17
il
WS
M|
L
e
Tl
ure
fe

1]
.

R
Ly,

.
18,

10,

1,

215,

a6,
1.
2,
21,

i

N_n‘\.'"\_i.

MM, 1L (L
MEAUUWS, B, T,

. OMEEES, MR,

MILLER, €. 1,
SILLER, VL M

LM, N,

HONTGOMERY, k. R,
MOCRE, b, (.

. MonREREAD, G L

RO0SE, LA

. MORRIS, WO T
. MUELLER, D. L.
. MUELLER, 5, D
. MURRAY, W, C

HELSON, D, A,
NELSON, L, L,
YIEBLING, BT,
HORRIS, S. K,
NOWLIN, LB,

. OATES, KL T

OLSON, G. J.
OLSON, B, D,
(REAL, P, R.
Y, J. L
PACUCMOL, ¥
PARVING, L. L
PASSMAY, 1,
PAIRIAS, 1. A,
ML, L E
PELT, J. L, M,

o PENBERTHY, G, W,

PENICE, . L.
PETITLABIN, 1. M,
PHILLIRS, B, L.
PODSCHEL'E, 6. A,
POFPELL, L. W,
MTIEe, B, £,
PRATT, L. P,
POOVOST, W
MY,
SADALL, S, A,
KERHARY, D, 1.
RELDY, ©. W,
JEEYEL, O,
REEVES, J. A,
MIDOLEY, D, L.
PILEY, J. L.
RITCHER, C. L.
ROgINson, G T
AOUGERS, DL L

i f\_”

M|
[
A
ABCY
M
I
HILS
()
A
1018
il
)|
Nl
PR
W2
e
e
PR
T
|
S
£nl
ABFL,
51805
|
m
M)
Lh?
i
P
YhC
il
e
I
i)
EMe
e
be]
P2
g
5¥)
M
UL
ey
i)
£l
(KN
R
ML
e

?Wdf.

. ROGERS, G. L,
2. FOSSELL, L, P,

RUSSERT, L. G,

. RYOCR, M, 0,

. SATHER, . A,

L OSUHILLE, U R,
. SCRUGRS, &, &,

. SERCND, L. A,

. OSERNAL L.

. SEVERIN, L, L.

. SEYEMIG, O L.

. SHAARDA, M, [,

. OSHARITS, MM,

. SHER, R, L
A S A
J6. SILUA, M N,
237,
238,
23y,
280,
2],
282,
43,
244,
245, SPENCER, 1.,

. PEAGUE, W, €
. SkaGE, DLk,

. HACY, B G,

55, 4.0,
SINOR, 1. F.
SINGLETARY, D, £,
ST, 0.
M, DA, R,
M, 4.1,
MITH, PA
M, R

GTAURS, M. b

. OTELRANG TR,
o OTIVENS, b A,

252, SI0LS, LR,

o OSTRONG, JL AL

. OGULLLYAN, b, L.

. SULLTYAN, . D, SH,
5. SUDA, WL X,

. SWARTFIGER, D, L.

. OSRIET, RLOA

. TALLENT, AL D,
COTRPLIY, UL
L THOMAS, ML,
DTHIAS, U Y,

261,
. HPNGER, A,
265,
Uh.
267,
268,
09,
2.

THORPE,

LA, ¥, .
Ty, A, ),
TRANLOU, o, W, 1]
TRUELICE, T, 4.
TiRer, b L
Ttlea, b7,

g1
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MAKE

. VARKER, C, K,
. WALCHER, 4. L.
. WARDL UL L

. WARD, R. R,

. WARK, W, .
. WARREN, C. 5,
, WATERS, D, A,
. WATKINS, K, A,
. WATSOR, G, R,
. WATTS, P
. WEIL, T

. HESCNDERG, ©. R,

e

A
PR
i
LS
1Y
11
Ph)
Rl
M
Th
OHGC
BACK

81,
204,
2.
86,
281,
28,
0,

e
KESENBERG, A, 1.
West, €
WIEADOK, M. A,
WITE, M, A
WILLIAKS, J, D,

WILLIAKS, B, L) JR.
NILLIANS, W, £, JR.
. W0, A F
0.
2.
293,

HOODn D. Mn
Hw[]l Rt D»
WODALL, 0. K.

M

K
A
|11
N
EMCH
S
R
W
Lt
Al
il

.
20,
a5,
ol
9.
.
n.
2.
.
0.
W,

i

W00S0N, R, A,
wooor, L. K,
WRIGHT, C. €.
WRIGHT, K. L.
WYMAK, R, 0.
YOCELSON, (.

YU, R. L., JR.
IETTERHOLM, P, €.
TIEGENBELN, ¥, A,

118, G. G,
WPRKOVIC, M. J,

i

BACS
L
MCS
pl
AL

Akl
(TRCS
HICS
)
Al
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APPENDIX C
RECRUIT COMPANY COMMANDER AND "A" SCHOOL INSTRUCTOR -

LEADERSHIP COURSE DEVELOPMENT SURVEY
("A" SCHOOL INSTRUCTOR FORMAT)

79



JULY 1981

RECRUIT COMPANY COMMANDER
AND “A" SCHOOL INSTRUCTOR
LEADERSHIP COURSE DEVEL-
OPMENT SURVEY

CNTECHTRA

oB

NTC, RTC,
and
'SERVSCOLCOM, ORLANDO

!
|
|
|
|
|

|

A comprehensive survey for NTC Orlando Recruit Company Comimenders, "A" School
instructors and higher ephelon leaders, regarding leadership concerns, valies and Ideas
for NAVEDTRACOM Pefly Officer Leadership course developmen.

TRAINING ANALYSIS AND EVALUATION GROUP
ORLANDO, FLORIDA 32813
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o RECRYLT COMPAYY COMANDER A0 *3* S STy 1ot
|TADCRSHIP COYSE DEVHLOPMENT IRy Y

("R SCHOOL INSTRUCTOR/AGY LS00 #URMAT

The Training Analysis and Lvaluation Group (TAEG) hay been tasked by the Chivt of Hywad fucation and Traimimy to develo tepinn,
objectivey for recommndation 1 future Kaval Cdacation and Travinioyg Comnand petly offices Teadershy, couren dovelopaont . T gargey vy
important part of that stuly.

Thiy suryey 15 1o be filled out by all "A” schonl ingteyetors i litary advisors at Seryvee Sehaol Comynd, O budo, $uiyy
responses w1 not be dusclosed 1o anyone aatoide the TAEG. AL data woll be summarized v yppeapr tale by or bt

PUBLIC LA 93-5/3, CALLED THE PRIVACY ACTOF 1970, REQUIRES Tt yom B
[N GRALD OF THE PURPOSE WD 115E5 T BE UL OF L6 MATION (1l (1 141
[KC OEPRRTMENE OF T4 NAVY MAY COLLECT THE LAOMMTION PR 1N TNY
(UESTHINAIRE NDER THE AUTHORTY O 57 USC 01, A% BLELLCTED 1Y oy
WOTICE 5950 OF 1) APRIL 1975, THE IFORMATLON COLLECTE WHEL Bt 0t
%Y FOR_THE PORPOSE F DIVELOPIRG K CERDLATAIP G Towiy
OGN 0T TRCDACHGRODND STLTTDN ATELCBE WA 1o s
ACCREDTTATTON BURBOTES. ™ FATCIR TO COMPLLTL TEs tpt Lt Tng way
GETRACT TROBTTRETARY'S ABILITY ) MEET TS TRAINING hi(,

WRETE YOUR NAME RCeD 10 ThE popp wessp

Your name wi 1t be spon only beiefly by TACG porganan U dyr g aengebug of by T wel ] bt Do Bt AR
pther sourcey. [t wid! then be discardod and no recorid of nyaoy will eaist

ST 340day (edruyday



HSTRUCTIONS

This form 5 divided inty four sections. Complete the form independently of other persame],
Briof instructions for each section are given bolow.

Section 1. DACKGROUND INFORMATION, This section asks for information concerning your educational,
work and persanal backqround. A1 information requested is considered Lo have some bearing un
dotermining necessary Teadorship training abject ives.

CSoction 11, LEADERSIHP JUB TASK AWALYSIS. ~This section doals with Toadership Functions that “A"

RmﬂimummMMM%wsmypwmm.PMMeWMtMQWmeawmsmewpwdmwweuh
question for each function, HAaswer the questions fron the point of view of what you personally do ir

think a5 an "A* schoo! instructor/advisor,

Soction 11, CONTACTS A0 COMUNICATIONS,  This section asks you about your contacts and
cmunTcations with other comand personnel %maﬂMfmawmwfmwmqomeuLpmMe

“choose the answer that is most accurate.

Section IV, PROFESSIONAL ATFLIUOES MWD BELIEFS. This sectiv deals with attitules or beliefs
possToly related to leadership behavior, Please read the statements and indicate your
aqroemant /disagreenent.

Ater you have comleted the form, please deliver it to the proctor, M1 sarvey data will be held in the ¢ lysive costody of:

Director

Training Analysis and Evaluation Group
Attn: Leadership Study Group

Naval Training Center

Orlando, FL 32013

PST 3IA0dDY pLedruydsal



SECTION 1

BACKGROUND  [NFORMATION

[OLNTTE Y TG CULE M),

(e nformation collected in this section will gssist in determining the degree to which personal background/characteristics should
b cates b dered 1 shaping teadership instruction. (a1l inor circle correct angwer),

g Ratefrating

b e

. Mge I
d. Time In Service (years completed)

¢, Tine ab this command {munths completed)

f. fears assigned a sea dity billet (years completed)

g, Months of service in o conhat rone {months conpleted) I
b, Highest nanber of individuals directly supervised prior to this gssignment
i, Husher of c)isses you have taught/led
5. I yoy volunteer for this assignent? VS N0
b hghest educational Tevel attained {ckeck one)
(1) did ot graduate from high school
(2} hgh schoa?d diplomy or 6. €, 0,
(1} same college or technical school (Civilisn)

(1) assoctate degree
(5) bachelor degree
(6} qraduate school, no degree

(1 graduste schond, degree

Lo dew oy el led i part=time edycational progran? LS
i, Mwe jon had o LT cngrse? e o N0
no e yog had o L T Wy N

e 104

$GT 3I40day LedLuydal



SECTION T (continued)

GACKGROUND [HF ORMAT [OH

How would you describe vour physical fitanss? (Circle best choice)
Excellent food Satisfactory — Fair ., Poor

fleight? (inches)

Wight]

Which Tevel of students o you routinely instruct/advise?

Which level course do you instruct/advise!

Which type billet do you currently hold?

Time In Rating (months completed)

Fleet returnees
Personnel enroute to first fleet
As$ ignment

A {

Instructor (Group-paced)
Instructor (Self-piced)
Mililary/Marracks Mvisor
Other

ST 3I40day Les2rtuydal



B

V VECER g TR A1
|
|
A In ey et e o o ek thegoe veonge thyt dagd (. For thy tasks with which youare fami )i

. . ' RN CIAN R LT ST A AT w e hew et el o thig theek Lhe one responya Tt best dosgio thog
The stabers ety e teg o by 'r b e byt gt ad oy ) R L general ease with which you ddiesged the
Aespeed H'v’""' "“‘l" red e R et Fask during the farst fow cligses pg Jod,
atyil '*“'“'“J“'\‘ e ‘;"." gttt . IF you haee never pncpntered the task
designed by, o sho e cesde ety Yoo D lank,
statpmenty of oo ghng! copged by e At
iﬂi\"hhll RN I AR A !: I PR T [t ety (1) Extrome Drffyryity
rogg eata ante trty b 'M"t'. plty e L g O e part e e s e (21 Congiduratle D trgylty
To the eatent fleat ey T TR I h Uy dy Nty ()00 e Wy H) Smg dl”l(lllly
}?!hhﬂw] [N PR L PR R STT A SN SFT {3 ttan Y Rt bt (] Witn pyun
DE AN Trpese g B g e, P ettt Ve e tant ) Wtn consrder g e naye
], !.‘! iy '|.>||v’ P iy e by ‘” f ‘r\ Bl ‘H) o H' i) {1 ‘/' (‘] “) (8)

yudfor oy per daemgee
L Dh L s et o Oy TR INERTRUNT

pnbamat i ahogt gkt ety

Yo bt
1o Sy opeorfac tytmng gl fo A NI fowy oy ) ) [y iy

tadiy tdyy ] stdenty

Infurn 1 0yes /e rack, unid HE U () AR LI AR LYY ol .

shogt gt ‘]‘h\lS

Erplaon Ny g and W0 sbimdae § Oy L ar g 1) AR A LI A (1 1)

by studonty

Iepdement my wwn Loy dhoot \_ Op 070 () () (o 1) ) 0y ) [y

tralming sbudonts while sl ing™
i ed command ot indards

Bpeak Ly wem ey ot b gl CE 1T 00 1) (00 BEm) HE 00 1) g
Clarthiegtion gyt comtmng
ndiedpohiy

Euborct vego Ll pany LU e HEEE e

Madeh i p oty e L AR TR Y R (1 g IIRP IR RIS VALY

thal 1] ooy Lk e

o Fos md

Riwarl stadeaty AR UT A (e i ny s Mgy )

Prsiop e ety SRR T IR PR AN TR NP R AR
L A T S PR R VA T

Rovonege wdr by ey gy
H)l)[ﬁ)) ot D h\‘l 1 I"HU'”
[‘\‘q 1 "M‘""". ty [ T

1 'Q','. figrnsyian, "\'H‘{H'l,"

lnu Vet b e e ||v\-/

ERIC

Aruitoxt provided by Eic: ¢
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.,

2.

3.

Tighten classfunit disciphine when
| see that ny contral 15 s1ipping

Unger wnusual conditions somet imes
prcoed Timits of authority in order
to deal steungly with undesirable
stydent behavior

Try new traimng techniques
Under unysual conditions, make decisions

on my own when managenent quidelines
are not clear Lo me

. Make alternative plans in tase Jast

minute changes occur

Request Lransfer of alitartly
troublesone students Lo other
ratings

Nolg "rap® sessions a5 4 means of
identfying and solving stufent
prob lens

(11 to division staff's altention
any problem argas with whteh i'm
having a lot of trouble

Recomend thanges to comnand
procedures

1 ungsual .1tustions where
quidelines don't apply take
3 chance for the good of my
students rs

*ige gp® Situations and do thinas
1o keep from “hloxing up"

SECTION 11
LEADERSHIP J0B TASK ANALYSIS

I the average, about how often b.
do you perfurn this Lask during

the training cycle of & typical

class.

(1) Rarely or Nlever
(2) Occasionally
(3) Fairly Often
(4) Often
(5) Very often

1)@ 01

() () () (@ f5)

() @ (1 6l
(@3 w6

() 21 0) 1)

() () (3014 )

() () (3 (@ )

2 6w

@ Mo
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{heck the ons response that best (.

Jescrabes how important doiag this
task i5 to the success of in
fnstrut tor /advisor.

(1) Detrimental
(2) 0f no particular consequence
(3) 0f some importance
(4) Rather fmportant
(3) Very imortant

For the tasks with which you are familHar
check the one response that best descr ibes
general ease with which you aldressed the
task dur'-g the Tirst few classes you led.
I1 you nave nover encountered the task
Teave blank,

{1} Extreme Dilficulty
{2 Considerable difTiculty
{3} Some dilT{colty
(1) With ease
(] With consfderable ease
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Investigute a)l sdes of & problem
befare | docde to distinling 4 Student

Create oppurtunity to relax and
siwind during off duty bours

. Sutan eomle for my students

i mf [Hary appear ance

. Nolivate ay stufonts to dowt |

wint without exceeding the limls
of ny author ity

1, Toath Hay Loems

. Tl 1o Targe groups of stulents

Talk ty ctudents ane-gn-pne

. Devise renards and disciplinary

pracedures which are within the
Hhits of ry authority

treourage students to toll me thife
prablens s | can hely then

Projuct my yoire andjor avold monglone
speak1ng

ke an ffrl to myintain 4 qoud
altitude ahout students

St an gumple for stulents, that s,
how the students 1 can do what |
1) then Lo do
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FLARCRSHIP 00 145, ANALYSIS

i the seeraqe, abaat how often .

do o perform ths Lask during
to traming ycle of o ypical
clss.

(] Rarely or hever
(?J U(N')wm””
(3 Tairly dten
(4] Often
() Yory often
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(b The one vpspanse that bt r

drscr b, hom importanl deing it
Lasic 15 o the guecoss of an
ingt ruetor f v,

(1) Datrimental
{0) 0f no particalar consgence
[3) 0F sume inportanre
(4) Pather trportant
(8) Vory 1murtant
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For the bebs with which ya e Lo o
theck the uee respone thit bt dosa ibes
qenerg ] edbe will whach yoy ddrend the
taek dgring the freot fow by B,
Iyt howe newer entuntered the )
o W ank.

(i1 Tatreme Ml fyrgty
() Comaderable dithicnlty
() e diffarutty
(4 Wth pase

(4) With comerdor sh e eaye
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SCon 1t
LLADERSHIP J0b TASK AMALISIS

On the verare, dbout how of ten B.
do you gerfort this task dur{ng

the tryining cycle of o pical

e,

() Rarely or Hever
(2] Occasionally
(3) Tafrly Often
) Ot
(5] Yery often

Check the one response that best — (

esor fbes bow imporlant doing this
tagk §5 o the guccess of
intratlor fafiTor,

(1) Ootrinenty)
(2} 0f o0 particular consequence
(4) 0 some Inportance
(4) Rather rgartant
3] Very foertant

. Dive students dndlvidual

fnstruct Ion

. Double cheek to ensure that o

studint thoroughly understends
s ned ditles

. Give top Sludents additiona] leadership

respons bl It ies ag bratning progresses

. Follov up on 2ssigned duthes to

see that Lhe f0b 15 done
satlsfactrily

. Use ideas Trom student critlque

sheels

. Tell students when they are dolng

2.0 Job

. MsIst o student who gets in

trasble

. Analyee ay class'sfundl's abillty

o ke 2 good tesn

, Check strengths and weaknesses of

individuals to see how 1o dest 1t
then into the growp” effrt

Encourage students Lo take parl o
orts acthvitles

. Ercourage competitlon heteen chasses

(8., current cliss ¥s, previous clasg
0r between barracks)
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For the asks with which you are faniliar
chock the e respanse that best doscribes
genora ] ease with which jou abdeosse the
Yask during the first fow classes you led
11 you have mever encountred the lagh
Ieaye blank,
(1) Crteone DIMficylty

() Canslderable difflculty

(3) Some dificulty
(4) With ease
(5) Wth consierable ease
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5,

5.

5,
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and il thes i, who e logy
capante

Locoyrage ¢ Dise/harr ks it o ey o
alue 108 prabduy befare comny
Lo me

[nunndqu Clasearracks amt to lrarn
pach individeal's steengtht gnd use
them to ther advantage

Asign prajects (duties) to small
groups and Wt group leadsr
a4sign respongibility

Let clasafunit pretty muh run 1tself
when 1015 doing y guod job

o Tell ey whoeipg?

Plan shadd soveral iy
for 3 ngw chassfunit

Ean g Hst of the most mportant
things to da farst

Mike entries 1 g notehook of
things that hapoen o that
it owill be vagivr L0

trawe my nert ¢lass/unit

. Decide which mihvtary areds/subjects

require tranng/romediation
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I the dierd oy about bow aften
Ay pectforn s Lask durmg
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ey,
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Pk the newyosponse ol beyt
it e b e band Do L,
Lk s Ly the taooesy of an
witrutor fadyyr,
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[or the tasks with which you are fynitigr
ek the ane response that best deserihes
ameral ease with which yog adiressod the
Lask duting the Farst fow olgssey you led,
IF you have nover ncountpred Dhe task
Jeave blank,
(1 Udrmme Ditfacutty
() Cons horable byl
(] Seee difticulty
(4] With nye
(%) With ranyiderable eqs0
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SECTION 1)
CEADERSHEF JOI TASK ANALYS(S
fheck the une respanse that best C, for the tasks with which you are faniliar

doscrbes how important doing this “ check the oae response that best describes
fask £ to the success of an qeneral ease with which yoy addressed the

Ao Onthe sverage, about how often i,
do you perforn this task durlug
the tratuing cycle of o typical

cliss. fnstructor falvisor. task during the first few classes you led,
11 you have never encountered the task
Teave blank,

(1) Harely or hever (1) Detrtmental (1) [xtreme Dfficulty

() Considershle difficully
(1) Some difficulty
(4} with ease
(5) With conslderable ease

(2} 0 no particular consequence
{1 1 sons Impartance
(4) hyioe feortant
{3, e iportant

(2) Gccastomally
(3) Farely Often
(4) Often
(5) Very often

8.
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8.

Bt

68,

¢1ass/barracks unit morade up

(0 o

113

. Planmy tnsteurtigng? day 1n blocks of Lime IRUEUROEG (1 0o s
¢ e ol heattoe ch 08 16 @3 e 1w @ W
dovole Lo varfous activities
. Anticipate major Jyst minle changes ({23 W0 () @) () () (5 (@0 o
to dyily schedule
Assist stulents in using theie time RN TRIELRURG IR RLRG
to the best advintage
. Arrange for other nstructor/adeisor 0 () (3 1) ) IRCRURORG RN
to take chirge of classfunit for pert
of the 4y
. Renlace stufent leaders when seler ted m o0 TRURURUNE) 0o
ones don't pan out
Match the job to the slulent's (@ (3w o IRRUED 0@ 0L
abllities/potentiy!
Encourage students to give me (2 (3@ 6 0y ) 0F W () INURORORE
foedback on problems they encounter
in fo) Towing my directions
Revise orders when individuals are RUENEURY TRCRIRIRG N RCRG
obious ly fat iqued
Detraie i cls ot 1 "red UNCLERORY 0@ @
. Pursue ativiliey that enhance my (o m o o) 0 00w
own mor e
Do something Spect!1c to kerp RN m 0o @ e
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CEADRRSI U TASK AWALYATS

A, U the average, dhont how often B Chork the e respnse that bed o T the sk with e pog e Pyl
W gou perforn (i Lask doring feser e Dow i tant o this thonk the o resgonse that best el es
the trvintig eycie af @ typieal tHl\'tntm‘tluﬁ,n'|ﬂ ] edse il whieh yon st f I
ol it rurbor fadv o bk during e Fiesl et o oo e,

1 you have newer en ountered the L
Teave hhardk,

6

(1} ety or Newer (1) fetrimenty] (1) T BTl
17} Tuegslunally (1) 0w particular camsequence () Tonsiderable doifrcalty
(0 Taiely Often (300 some wportance () T SF0Yy
e (A1 Byther ot [y th o
(%) Vory ufton (%) Very dnportyt (B Wit oo bl e e
. e el sthol ., it (0 f2) 1y NGRS i) oy
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Watch student bihgelor n oriee {0
mmmeMWMWWy
happendoccur

.memwﬁmmdmmn

to comand standards

Tol1 stulents hen | pleysed
vith their perfomonce

Mlor the use of speciric priviioges
19 Shufents based on neel ng
certaln definite standards

6o out of my way to comend 8
student for  good Job

ke ol recomendatng for
recopit o0 of grenplry stodenls

.mNﬂmmwmmummHm

WHM&MWWMMwMWM

Give advlce to lass eaperionced
nstractars/advisors

.%HMMWMMHwnmum

mmhanWWkum
talk to 2 studert a5 one dfulL to another

Listen 1o 1nd cathize with students
mwMWMWMMMHMHmm
vice §fving

.wmmammumlmw
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SARRSHIP Jon TASK ARACYSTY

On the averaje, ot b aften I
iyt porform ths Ak dor g

e bt o b f n typdy!
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(1) Harely or Never
() egounally
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1) Oiten
{8) Yory often
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A,

Senov
LEAGERSHIP JOB TASK AWALYSIS

On the average, dbout how often ]
40 you perforn this task during

the tradning cycle of 2 typleal

clase,

(1] Rerely or Hewer
(2) Decasiomlly
(3] Fately Often
(4) Often
(3) Very often

(hoch the one response that best "

describes how Important dolng this
task {5 1o the suegess of

fnstructorfadvTiar,

(1) Detrinental
(2} 0F o part feular consequence
(3) 0 some taportance
(4) Rather nportant
(8] Yery inportant

For the tagks with which you are fanilfar
theck the ane response that Lest describes
general ease with which you addressed the
sk during the Fiest few classes you led,
{1 you have never encounvered the task
Tease blunk,

{1} Eatrene Difficully
{2) Considerable difficulty
(3] Some dMfMculty
{4} Nith ease
(5] With cons derable ease

e e e = et et oy T AT

102, Condur! extra tough fnspections designed
to "shape up® the tlass/barracks unit

103, Cooperate and comunicate with
other (nstructors/advisors

1M, Attempl to see the studeat's
viewpoint in settling disputes

105, Advise students concerning thelr perceived
shortcanings fn the Navy and what ran be
done 13 work within Lhe system to fmprove
Ahings or o cope with reality

106,

=

Change my viewpoint after consider ng
the student's viewpoint

101, Change my way of doing sonething hen
other instructars/advisors or division

staff menbers show me & betler way

100, Cxplain future hardships af tralning/Navy
Tife to students and tell then the
difficutties they will encounter

109, Adnit ny mislakes ond explain vy
Ahey happened

.

=

Explatn correctfons to ay nistakes
35 "thanqes*

1!

. Analyre students' mistakes and
give comstructive eriticin

1.

Restrict my criticivm to what can
be used constructively
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F Py work oul step by step
pefare | proceeq

4, vaep notes on "lessans tearnad™ Lo
e dp when siilar problems arise
n future classes/bareacks wnils

115, Hak gn offort to gbve directions

i langge wnderstond by dhudnts,

{This may nean civilian oy well

16 Yy Leentoolpgy ol dHfferent

it in the classfunit cycle)

1,

=

Spesk and gL atharitatively in
order Lo denonstrate to sludents
my role 35 eader

11, Use *shew ang tel1" when greing
directions to students

18, Mabe an extra effort o yppesr
satfgnsured to gob tuonls 0
follor my irectfons

119, W Tistaning to others, "filter
et" information thal 15 At
important

170, Recognize vhen 3 student h1s 2
problem

121, Distinquish which incidents |
shogld pay attention to and ahich
ones are uningar tant

, Provide time far students 19 f50uss
thair prodiens with Fe

12

SFCTion 1

LEADERSRIP J0B 16S% MALKS]

Rl the aerage, bt ow often
gt petform ths Lask doring
e Lramming cyche of o typica)

i1,

() Rarely or beper
(2} fcassumally
() Taiely Often
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() (1
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(5 Yory often
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B Dail the one regpinge that bet
dosiribes hon wpartant dony i
Fask 15 to the surcens of
inatroctorfalfor.

(1) lete meatal
(2] 0F na particnlar consequenc
(1) 0 somp tpart gnce
(4) Rather impurtanl
(5] Vory important’
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(T the asks ot odlch o are i
thch U ane esponse I best e ey
mmumnmmmWMMMMM
sk g Ve st fow sy e,
1 you o nee encontere the sk
I,

1, Chck the one response {hat best
fsgrbes how igortan olng 405
bk 15 1y the sucess of
IractofiTr,

L o the dremge, thut Bow oftn
fo o gforn s Lk durng
the trahing el of 2
s

(1) e Diflulty
(1) Comfderable iff ety
13) Sone i ficalty
(1] with eae
[§) Wit gonsiderdble s

(] et menk
(2) OF o particular conseence
(1) F s lnrtnce
[4) fater beportae
() Yery imortant

(1) Rarely or heer
(1) Geesshnally
(1) Faiely Oten
[4) Oen
{5} Very oftm

vt i i o o T

————

1. faar the student Urugh Delre |
sl o ghie adelc

Db Sense* hen tere's sne proln
feting classfonft performnce

1%, "0 1o ut* for ny peopl i ey
need ny backing

WMWMNMMMWWMM
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18, Conproise ol neot ol e athr
fnstructors/adsors and | disagree

109, Feglre il o et e 1o
(1o nd bk over el dlagresets

11, Disctaag erssin of o1
htsen st feg, icer g

11, e 4 'l on e bk e 1
gy lesed it
stufent's performance

172, When e work schedle 1 beaey, 0
e of the stagent's work

lﬂhmumWwNmmMWmm
ylth astuden's behavfor
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Regct uessively durfng
sovents of extrene frustration

. Twach students not 1o auestion my '
arders ar Intent fons

Lo oy [ find it nersseary to
give 3 certaln urder

ke 1t plain to stydenty what the
consequenced are for disbeying
my orders

- Porsuxde students to see things
my wy

 Fake dectsions which may hyrd me
or the clags/harracks unit in the short
run but are the right thing to do
mvertheless

. Dtvide traning Tnag with another staff
monber on the basis of tralning ared
(0.9, barracks, covnseling,
tachnica! nstruction)

11, Give temporary contrp! of minor

fndivTdual andfor chass/mit
discipline to selected students

. Give advice to more enperienced
instructars/advisors
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SCTTON L {eont Tnued)

EADERSHIP JOU TASK ARALYS]S

147 (heck the frve wreds which cause yeu the most difficuity In counseling/advising students. Crecle those you counselfadvise on most often,

B Career planning e Hiomes fehness
fiied/hoyfriend trouhtes ... Mape/Rape Prevention
. VO Preventton e R
o ~ Financial Lo Abortion
Harr1age o Medteal

 Military Attitude Military Performance

_Uniform Appearance e hcodemic Performance
ftelrase from Navy ~__ Family Problems
Legat Problms

Drug Problems

Lack of Self.Confidence

__Sense of "Betrayal” by Recruiter

141, Check the five most important methods that you rely on to tell you that you are being successful a5 an instructor/advisor,
~_hcademic Performance Tests

__ Hilitary Inspection Results

*General Attitude of Class/Barracks Unit

_ Feedhack from Follow-on CTass Instructors/Advisors (e.q., "C* School [nstructors, Fleet Superyisors)
. Ulass/Barracks Unit Morale
e Yerba! Reparts from Indiyidual Students
_ Verba! Reports from Student Leaders

Division Leve) Feedback

~ Teedback from Other [nstructors/Afviso.s

_ hegdnack from Counterpart |nStlruft0r$"AdviS0rS of My Ctass
_Overa}l Impression of Tlass fe.g., Uniform/Barracks Appearance)

_ Flag Awards




SCCHTON TE (cont e )
LEADERSHIP JOW TAS, ANAT Y41
5. Wt 1 different about successludly Teading "A" school sbudenty (or "€ bl studonts who have cone dizectly Trom "A" wihal)

i compar tson Lo other Navy Teadership jobs you've had? {optional)
For example i the age, fneaperience of stutents more chatlenging - 5 the nature of the joly moreor Tess demanding !
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CONTACTS AN COMMURILATION'

SHTIN 111

Lt the average hout how of ten o you, s an- tnstraelor, talk to the following Tndiybhualst

At lpast e

Lach student individually

Other fnstructors /advlsors
ot assne dated with class/unit

The class counterpart
fnstructor/advisor

Division Officer
Diviston tevel Staff Personne]
Training Off icer

School Director /Department Head

Comnandnq Officer/Executive
Officer, SC

Gengral Medical Personnel

Dental Personnel

Chaplaing

Red Cross Personnel
HRM/CAAC/Orug Exenption
Psychiatric Service Personne]
Career Counselor

Department Level Staff Personnel
(e.q., LCPO, Adninistrative
Personnel )

(omnand Master Chief

(1) Dafly

(Chrcle the nusher that ndicates your bist aower )

(2) Weekly
(3) Lvory two weeks
(4) Cvery class/unit

(1)
1)
)

0)
()
1)
()
(1)

()
)
()
(1)
)
)
()
()

(1)

?)
(2)

2)

(2)
(?)
(2)
(2)
(2)
(2)
(2)
(2)

(2)

(5) Rarely or Never

(3) () )

1)

3)

()
(3)
(3)
(3)
(3)

(3)
(3)
(3)
(3)
(3)
(3)
(3)
(3)

3)

(¥)

)

()
(4)
(*)
(4)
(4)

(1)
(4)
(4)
4)
)
()
(4)

(4)

(4)

(%)

(5)

)
(5)
(5)
(5)
(5)

(5)
(5)
(5)
(5)
(5)
(5)
(%)
(5)

(5)
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[0ty often necessary forme To paplatn
drrectiony to students more than anre

In qeneral, my "counterpart® and | are
mpually respons ihle for the successtul
tratning of 4 clasy

s alright to o o task myself of
the stulent can't do 1

By the tine she/he qradustes, students have
bren tratned to accept full responsthiltty
for their actions as Navy peaple

| have qeneradly exper fenced posit dve resulls
when | Teave another staff mewber in charge
In my absence

. Class leaders have Loo much author ity for

thelr pxperience level
[ have enough author ity to do my job

Shipmates (staff andfor students) respect
ny wlvice

. Studenls don't seem to hesitate to come

to me with problems

Gengradly, | don't care about the quality of
students; [ can train them

[ usuatly treat students like sdults

It is important to me that my classes get
barracks flag awards

The quality of students isn't what 1t
used 1o be

. [motions sometimes interfere with my
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SECTION IV (cont inued)
PROFESSIONAL ATTITUDES AND BELIEFS

Strongly Strongly
Disagree Disagree Uncertaln Agree  Agree

m.lmmmmﬂwaNWMmMWmmm () () [} () ()
*ystudents' behavior and still maintain
my professionalfsm

41, 1t s unprofessional to let a student () () () () ()
know you are pleased with his success

by such behavior a5 sTapping him/her

on the back or showing excitement

8. My students know 1 wi1T support them no () () () () ()
matter what

0, 1 don't tolerate students questioningmy () () () (v ()
orders or fntent fons

M, 1 usully can persuade students to see I I O R B
things my way

45, Male students sometines misinterpret () () (] () ()
female staff members' profess fons!
attention/halp/discipline as persona!
friendship/interest

46. Extra tough "shaping up” nspectfons are () () () () ()
lmmumlnmenMMwof%'uMM
students

47, Student MAAs have too mich athortty for () () () L) ()
thefr experience level -

48. 1 may respond differently to the seme (ot 00
behavior depending upon the nddyidua!

W, 1 sucessful at fodingwas o reed () () () (1 )
students for dotng a good job

§0. ¥hen | first came here my comand presence | | () () () ()
needed poliching

km\
Ca
——

PST 340day jediLuyda)



Technical Report 154

APPENDIX D
COMPETENCY SCALE CONSTRUCTION PROCEDURES

Competency scales were constructed in two steps. In the first step,
survey items about RCC and "A" School instructor leadership behavior were
classified as representing one of 25 competencies. The frequency of
performance was used as the empirical basis for the competency scales. This
was based on the belief that behaviors that are part of the same domain of
leadership activity should occur with similar frequency. Thus, a priori
classifications of items were used to establish the initial version of the
scales. Scale frequency scores were calculated by taking the mean frequency
for all respondents of all the items constituting a competency scale and
assigning that mean value as the frequency of performance score for that
competency. Scales measuring the other attributes of competencies (i.e.,
importance and difficulty of performance) were computed in the same manner
based on responses to the appropriate questions.

In the second step, a step-wise item analysis was used to determine
which items contributed to the reliability of the scale. This procedure
involved first calculating Cronbach's (1951) coefficient alpha for the
entire a priori scale using the RELIABILITY procedure in Hull and Nie's
(1981) Statistical Package for the Social Sciences (SPSS Update 7-9). The
alpha for the scale with each of the items removed and the correlation of
each item with the sum of the remaining items were also calculated. The
rules for item exclusion were fairly simple. Any item with a negative or
jow positive correlation with the rest of the scale was excluded. Any item
whose removal increased the coefficient alpha of the scale appreciably was
retained. This procedure was repeated for the remaining sets of items until
no items seemed appropriate for removal or until the scale was determined to
be unsalvageable (i.e.,&did not achieve an alpha of 0.55 or greater).
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APPENDIX E

MISSION OF RECRUIT TRAINING, FOLLOW-ON BASIC TECHNICAL TRAINING
AND THE INTEGRATED TRAINING BRIGADE

RECRUIT TRAINING

The mission of Navy Recruit Training is to provide
indoctrination and orientation-in basic skills and know-
ledge for newly enlisted naval personnel which will
enable them to make the transition from civilian to the
Navy environment as dedicated and productive members of
the United States Naval Service, and prepare them for
follow-on specialized traim’ng.i

FOLLOW-ON BASIC TECHNICAL TRAINING

The mission of a Service School Command is to admin-
ister those schools assigned by the Chief of Naval Educa-

tion and Training...in order to prepare (personnel) for
early usefuliness afloat in their designated specialty...

INTEGRATED TRAINING BRIGADE

To provide the military organization traditional in
the Armed Forces of the United States and a General
Military Training Program for selected CNTECHTRA activity
students which will ensure that strong motivation for
Nava] Service at sea or ashore is “inculcated into each
student by enhancing and building upon the foundation of
discipline and military training laid in Recruit
Training. To this end, the Integrated Training Brigade
shall:

a. Foster patriotism and the desire for service
to the nation in the Navy.

b. Instill high standards of military bearing,
conduct, and personal responsibility. )

1Chief of Naval Techriical Training, Curriculum Outline for U.S5. Navy
Recruit Training, X777-7770, December 1981, NAS Memphis, Millington, TN.

2SERVSCOLCOMORLINST 5450.1A. Standard QOrganization Manual.

(Follow-on basic technical training occurs at a variety of :commands but the
mission statement of SERVSCOLCOM, Orlando, is considered typical of the
missions for follow-on basic technical training sites.)
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MISSION OF RECRUIT TRAINING, FOLLOW-ON BASIC TICHNICAL TRAINING
AND THE INTEGRATED TRAINING BRIGADE (continued)

c. Teach and develop the desire to observe naval
customs and traditions.

d. Develop pride in the Navy and unit.

e. Promote physical fitness.3

3CNTECHTRAINST 5453.2, Recommended Standard Organization and Regulations
Manual for the lntegrated Training Brigade, Chief of Naval Technical
Training, NAS Memphis, Millington, TN.
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APPENDIX F

FUNCTIONS AND DUTIES OF RECRUIT COMPANY COMMANDERS AND ITB
COMPANY COMMANDERS (AND "A" SCHOOL INSTRUCTORS PERFORMING
MAJOR LEADERSHIP ROLES)

RECRUIT COMPANY COMMANDERS!

When assigned to lead a company, the RCC is responsible
for the following duties and functions:

1. Receives and forms the company and provides an
initial indoctrination

2. Organizes the administration of the company;
selecting and instructing recruit petty officers;
instructing unit on proper watchstanding procedures,
liberty policy, and RTC/NTC regulations pertaining to
recruit activities

3. Conducts and supervises administrative
activities, including use of forms, records, and reports
required for the recruit training program ’

4. Monitors the current master training schedule,
ensuring that the company fis present for all scheduled
activities

5. Establishes company discipline, in accordance
with RTC standards of individual and group behavior, and
initiates corrective action in instances of violations
and deficiencies

6. provides individual and group instruction of
recruits in the following subjects: '

RTC watchstanding

Military courtesy

Personal hygiene

Barracks orientation

Barracks sanitation

Daily routine

Clothes folding/stowage
Uniform wearing

Basic military drill
Competitive system at RTC
Bunk makeup

Recruit training unit orientation
RTC/NTC rules and regulations

INAVCRUITCOMORLINST 5400.1, Company Commander's Guide, Recruit Training
Command, Orlando, FL -
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FUNCTIONS AND DUTIES OF RECRUIT COMPANY COMMANDERS AND ITB
COMPANY COMMANDERS (AND "A" SCHOOL INSTRUCTORS PERFORMING
MAJOR LEADERSHIP ROLES) (continied)

7. Conducts or supervises recruit physical
conditioning program.

8. Prepares the company for evaluations and
inspections.

9, Provides guidance and counseling for recruits,
referring them to appropriate activities for assistance
with personal problems as necessary.

ITB COMPANY COMMANDERSZ
The ITB Company Commander shall:

1. Execute the daily routine for the company as
prescribed by the Regimental Commander/0IC and higher
authority.

2. conduct the approved General Military Training
Program as planned and scheduled by the Regimental
Adjutant.

3. Maintain the military training records of
assigned company personnel.

4. Submit training reports to the Battalion
Adjutant.

5. Conduct the Physical Training Program for
assigned company personnel. Maintain the individual
records of physical training.

6. Muster, form up, and march assigned company to
and from classes, meals, and other evolutions prescribed
by the daily routine of the company. Submit muster
reports to the Batallion Adjutant.

7. Conduct personnel, unaccompanied enlisted
personnel housing (UEPH), security, sea bag, and other
inspections as directed by competent authority.

2CNTECHTRAINST 5453.2, Recommended Standard Organization and Regulations
Manual for the Integrated Training Brigade, 15 September 1980, Chief of
Technical Training, NAS Memphis, Millington, TN.

109 - 139




Technical Report 154

FUNCTIONS AND DUTIES OF RECRUIT COMPANY COMMANDERS AND ITB
COMPANY COMMANDERS (AND "A" SCHOOL INSTRUCTORS PERFORMING
MAJOR LEADERSHIP ROLES) (continued)

8. Participate in the administration of the
Uniform Code of Military Justice by screening company .
personnel placed on report and making recommendations
for disposition of offenses. Accompany assigned
personnel to Captain's Mast or Officer-in-Charge Mast.
The responsibility for screening offenses may not be
delegated to the Assistant Company Commander.

9. Assign Extra Military Instruction in accordance
with local directives on appropriate cases and record
EMI assigned. Authority to assign EMI may not be
delegated to the Assistant Company Commander.

10. Maintain a log of members of his company who
are assigned restriction and/or extra duty or EMI in the
company UEPH. -

11. Ensure the day-to-day cleanliness, storage,
and neatness of assigned UEPH spaces and exterior areas
assigned to the company.

12. Submit vandalism reports to the Batallion
Adjutant.

13, Promptly process special requests of assigned
company personnel. Action on request chits should be
completed and the requester notified of results within
twenty-four hours of submission.

14. Maintain a master log of theft reports.

15. Provide guidance and counseling on personal,
military, and administrative matters to assigned company
personnel, placing emphasis on preventing problems by
timely involvement when possible. The Company Commander
must continuously encourage assigned personnel to come
forward with problems before a disciplinary, academic,
or emoiional crisis ensues.

16. Present at all times the highest standards of
military integrity, appearance, bearing, courtesy, and
pride in service as a personal example to all student
personnel. '
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FUNCTIONS AND DUTIES OF RECRUIT COMPANY COMMANDERS AND ITB
COMPANY COMMANDERS (AND "A" SCHOOL INSTRUCTORS PERFORMING
MAJOR LEADERSHIP ROLES) (continued)

17. Maintain the master key for company berthing
spaces and a log of changes to room Jocks and new keys
cut.

18. Issue refund applications to. the company
member for money lost in NEX dispensing machines.

19. Initiate requests for unit-funds and special
services gear for company parties.

20. Visit all hospitalized trainees assigned to
the company.

21. Perform such other duties as may be assigned.
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APPENDIX G

NAVY OFFICERS AND SENIOR PETTY OFFICERS INTERVIEWED

Echelon
Chief of Naval Operations

Qeouty Chief of Naval
Operations (Manpower,
Personnel and Training)/
Chief. of Naval Personnel

Chief of Naval Education
and Training

Chief of Naval Technical
Training

Commander, Naval Training
Center, Orlando

Cormanding Officer, Recruit
Training Command, Orlando

Officers and Petty Officers Interviewed

Master Chief Petty Officer of the Navy

Director, Total Force Planning Division
Director, Human Resource Management Division
Fleet Master Chief for Shore Commands
Chaplain, Family Support Programs Branch

Principal Deputy, Chief of Naval Education
and Training and Chief of Staff

Force Master Chief

Special Assistant for Human Resource
Management

Assistant Chief of Staff for Recruit and
Special Training Operations

Recruit/Apprentice/Officer Indoctrination
and Warfare Training Officer

Chaplain

Other Selected Staff Members

Chief of Naval Technical Training

Command Master Chief

Assistant Chief of Staff for Air Warfare
and Recruit and Apprentice Training

Commanding Officer, Naval Management
Schools Group

Other Selected Staff Memberss

Commander, Naval Training Center

Command Master Chief

staff Judge Advocate

Marine Corps Liaison Officer,
Naval Training Equipment Center

commanding Officer
Executive Officer
Command Master Chief
Director, Military Training Department
Leading Chief Petty Officer,
Military Training Department
Military Evaluation Division Officer
Human Resources Management Officer
Leading Chief Petty Officer,
Company Commander School
Thirty Selected Company Commanders
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NAVY OFFICERS AND SENIOR PETTY OFFICERS INTERVIEWED (continued)

commanding Officer, Service commanding Officer
School Command, Orlando Executive Officer

command Master Chief

Director, Basic Electricity and
Electronics School

Torpedoman "C" School Division Officer

Career Counselor/Curriculum Instructional
Standards Officer

Sixteen Selected "A" School Instructors
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APPENDIX H
OTHER SERVICE OFFICERS AND NONCOMMISSIONED OFFICERS INTERVIEWED

Service Personnel Interviewed

Army Initial Entry Training Director and Staff,
0CS Training - ATTG, U.S. Army Training and
Noctrine Command, Fort Monroe

Operations and Training Staff,
U.S. Army Training Center, Fort Jackson

Company Commander, 4th Combat Support Training
Brigade, Fort Jackson

Battalion Sergeant Major, 4th Combat Support
Training Brigade, Fort Jackson

Drill Sergeant, 4th Combat Support Training
Brigade, Fort Jackson

Marine Corps Marine Corps Liaison Officer, Naval Training
Equipment Center, Orlando

Commanding Officer, Recruit Training
Regiment, Marine Corps Recruit Depot (MCRD),
Parris Island

Executive Officer, Recruit Training Regiment
MCRD, Parris Island

officer-in-Charge, Drill Instructor School,
MCRD, Parris Island

Sergeant Major, Orill Instructor School,
MCRD, Parris Island

Senior Leadership Instructor, prill Instructor
School, MCRD, Parris Island

Drill Instructors, Recruit Training Regiment,
MCRD, Parris Island

Air Force . Operations Officer, Basic Military
Training School (BMTS), Lackland AFB

Squadron Commander, BMT57 fackland AFB
Commandant, MTI School, BMTS, Lackland AFB

Military Training Instructors, BMTS,
fackland AFB
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APPENDIX 1
REVIEW OF MILITARY LEADERSHIP COURSES

Seven relevant military leadership courses, or course segments, were
identified and reviewed. They were the:

Leading Petty Officer (LPO) LMET course
Leading Chief Petty Officer (LCPO) LMET course

Past Recruit Company Commander school leadership training
materials

Human B?havior and Leadership Nonresident Career Course (NAVEDTRA
10058.8

U.S. Marine Corps Drill Instructor School leadership training
course segments

U.S. Army Drill Sergeant School leadership training course
segments

Computerized Evaluation and Training System (CETS).

Three of the:-courses were selected for further detailed analysis because
each met the condition of (1) systematic design and (2) focus on the
intended student population (mid and/or senior level Navy petty officers
and/or Navy recruit company commanders). Thase were the LPO LMET course,
the LCPO LMET course and the CETS. The LPO and LCPO LMET course were
grouped together in this analysis due to their similarity in curriculum and
method of idinstruction. Other service IET leadership training was examined
in order to determine general instructicnal techniques and the manner in
which Tleadership training was integrated with other job preparatory
training. :

LPO AND LCPO LMET COURSE REVIEW AND ANALYSIS. The LPO and LCPO LMET courses
are 10-day leadership and management courses specifically designed for Navy
petty officers or chief petty officers, respectively, who are en route to
fleet assignments as LPO/LCPOs. The instructional content is essentially
the same for each group but with application exercises and peer/student
milieu controlled to maximize learning. The instructional content is based
on the following set of sixteen competencies organized into five groups
which research (Klemp, Munger, and Spencer, 1977) has shown to be those
competencies which distinguish superior Navy leaders from the average
performers:

Concern for Efficiency and Effectiveness

Setting goals and performance standards
Taking initiative

Management Control
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Planning and organizing
Optimizing use of resources
Delegat ing

Monitoring results
Rewarding

Disciplining

Ski1l1ful Use of Influence

Influencing

Team building
Developing subordinates
Exercising self-control

Advising and Counseling

Expressing positive expectations
Expressing realistic expectations
Understand ing

Conceptual Thinking
Conceptualizing

The LPO/LCPO LMET course design followed systematic development
procedures’. One hundred eighty-two Navy leaders from mid-level petty
of“icers to senior ‘officers comprised largely of fleet personnel from both
Atlantic and Pacific fleets were interviewed extensively concerning their
own leadership behavior -- good and bad. Systematic analysis of interview
data produced 27 competency areas that accounted for much of the difference
in superior and average leadership performance of the individuals
interviewed. During the course design process the 27 competencies were
consolidated into the 16 cited above for ease/clarity/appropriateness of
instruction.

To help determine the relevance of the LPO/LCPO LMET course for
training unit leaders .involved in the early military training of new
sailors, 281 RTC, Orlando, RCCs and 89 SERVSCOLCOM, Orlando, instructors
were surveyed. Approximately 21 percent of current RCCs and SERVSCOLCOM
instructors had, at the had, at the time of the survey, completed the
LPO/LCPO course. Because of sample size considerations, an assessment was
made of the LPO/LCPO course only as it applies to RCCs. For this purpose,
peer and staff performance data for all RCCs were collected as presented in
the body of this report. Performance assessments were made of 281 RCCs.

Rate and gender data were collected in order to assess the interplay of
course completion and these variables on performance as RCCs.

Table I-1 presents the frequencies of RCCs who fall into one of the
three performance levels by gender, rate, and LMET course completion.
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From table 1-1, it appeare that a disproportionate numher of both men
and women PO?¢ who did not complete an LMET course are rated as helow
aver 4\()1.‘ N

TABLL 1-1. THE FREQUENCY OF THREE LEVELS OF PERFORMERS
AMONG LPO/L.CPO LMET COURSE COMPLETERS AND
NONCOMPLETERS FOR MEN AND WOMEN RCCs

LLMFT
Gender fate Course Levels of Performance
Completion
Relow Average Average  Superior
L e e S ——
WOMEN PO? NG 14 19 2
YES 2 8 1
POl and NO 6 30 9
above YES 0 8 2
MEN pO? (M4 10 8 0
YES 0 1 0
P01 NO 8 23 9
YES 0 8 1
~PQ and NO 7 46 12
above YES 2 21 4

The effect is statistically significant overall (X2 = 42.40 df = 18,
p<.001).

Thus, there is an indication that prior LMET course completion may
benefit junior or less experienced personnel, particularly by reducing the
number of below average performers. However, this study was not designed to
evaluate the effectiveness of LPO/LCPO .LMET. Therefore, the primary use of
these findings should be to assist in the design of an RCC and '"A" School
instructor LMET course. In particular, this finding suggests that the
primary benefits of LMET may be realized among less experienced Jjunior
personnel and that the competencies taught in the LPO/LCPO LMET course may
be relevant to the job of an RCC.

CETS REVIEW AND ANALYSIS. CETS was a multi-media self-paced computer
assisted training program designed to improve RCCs' leadership and human
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rejations skills. The CETS training was designed, tested and briefly
implemented at RTC, Orlando from 1975-1978. The conceptual framework of the
training was theoretical and involved a priori classification of effective
leadership behavior into three general job competencies.

setting goals
giving instructions
providing feedback

The methods for accomplishing those competencies were grouped into two
basic areas for instruction. ' A

" being clear
being motivating.

Being clear involved teaching those behaviors designed to help subordi-
nates overcome deficiencies in knowledge and emphasized being concrete,
timely, and clear.

Being motivating dinvolved behavior formulated o help subordinates
overcome ceficiencies in execution and included being reasonable, relevant,
considerate and human.

The course design contained principles of industrial/organizational
Jeadership judged by the course developer to be important skills for the RCC
to possess. Considerable adaptation of materials to the particular student
group was made after extensive interviews with job incumbents. Some
conflict between students' perceptions of role success and course design
perceptions was evident and acknowledged. '

Student performance was extensively evaluated on the basis of training
skill performance, on-the-job performance and company performance. Based on
test results, the skills taught to a group of RCCs with CETS techniques were
learned to a higher level than a control group in 14 of the 19 modules. No
significant differences were found between graduates and nongraduates in
actual on-the-job performance and in the performance of their companies on
standard training measures. Measures of recruits' attitudes toward and
perceptions of their RCC's behavior did reflect positive differences (better
recruit attitudes and higher reported frequency of trained behavior in RCCs)
in companies whose RCCs had received the training. The data did suggest
that some erosjon of RCC leadership training effects may have occurred as
RCCs came into contact with nonCETS-trained but more experienced RCCs.

Subsequent instructional design jmprovements in CETS contained
extensive use of video tapes of actual RCC-recruit interactions displaying
‘'use/nonuse of the skill under instructior. In addition, an experimental
individual RCC diagnostic and remedizl fraining capability was developed
through the use of computers based on company performance and attitude
data.

while the efficacy of the course in terms of improving standard
measurable performance of RCCs was not established, the course assessment
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did demonstrate that computer assisted instruction in some areas of
leade ship or human relations training can effectively teach behavioral
<kills which carry over into the recruit company environment. An important
observation was that training designed from a Targely theoretical framework
can run into "acceptance" problems among prospective RCCs.

OTHER SERVICE IET LEADERSHIP TRAINING. Two features of other service IET
staff leadership training were noted. Reqular use is made of short
videocaped vignettes of typical, leadership problems for students' reaction
and discussion. In addition, other service IET staff leadership training is
a regular segment of the required job preparatory training and is taught by
regular trainers who teach other segments of the training as well.

SUMMARY . Prior complietion of an LMET course, even with its fleet
orientation, may be helpful to Jjunior RCCs. Consequently, the 16 basic
competencies taught in the LPO/LCPO courses may comprise a rough benchmark
for development/specialization of an LMET course for RCCs. The CETS
training demonstrates that instructional systems/media such as computer
assisted instruction and video tapes can be effective in teaching RCC
Jeadership techniques. The problems associated with student acceptance of
CETS training material points to the requirement to use materials designed
to teach successful performance as defined by actual successful performers
and approach importation of theoretical leadership constructs from outside
(i.e., nonmilitary) sources with care. Other service IFT staff leadership
training supports the use of videotapes of leadership rroblems as a teaching
technique.
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APPENDIX J°

DEMOGRAPHIC PROFILES OF MEN AND WOMEN RECRUIT
' COMPANY COMMANDERS AT RTC, ORLANDO
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DEMOGRAPHIC PROFILES OF MEN AND WOMEN RECRUIT

COMPAiiY COMMANDERS AT RTC, ORLANDO

Rel. Rel.
Rate Men Frequ. (%) Women Frequ. (%)
P02 19 TI1T.0 BEYE 183
POl 54 31.4 48 45.3
CPO 56 32.6 9 8.5
SCPO 30 17.4 0 0.0
MCPO 12 7.0 0 0.0
Missing/Unknown 1 0.6 2 1.9
Total 172 T00.0 106 100.0
Rel. ” Rel. ”
Rating Group Men Frequ. Women Frequ. (%
ﬁEEF-Q—” ’ 37 18.6 3 2.8
Ordnance 15 8.7 2 1.9
Electronics 1 0.6 2 1.9
Administration 7 9.9 69 65.1
Engineering 53 30.8 3 2.8
Construction 6 3.5 0 0.0
Aviation 29 16.9 14 13.2
Missing/Unknown 19 11.0 13 12.3
Total 177 100.0 106 100.0
. Rel. Rel.
Age Men Frequ. (%) Women Frequ. (%)
75 or younger 16 9.3 248 22.6
26-30 35 20.4 51 48.1
31-35 47 27.3 20 18.9
36-40 54 31.4 8 7.5
41 or older 20 11.6 3 2.8
Total 172 100.0 106 100.0
Years In Rel. Rel.
Service Men Frequ. (%) Women Frequ. (%)
1 or less T 0.6 q 3.8
5-8 34 19.8 71 67.0
9.127 31 18.0 17 16.0
13-16 30 17.5 6 5.7
17-20 46 26.7 7 6.6
21 or more 30 17.4 1 0.9
Total 172 100.0 106 [00.0
121
151




Technical Report 154

DEMOGRAPHIC PROFILES OF MEN AND WOMEN RECRUIT
COMPANY COMMANDERS AT RTC, ORLANDO (continued)

p———

Months of Duty Rei. Rel.
at an RTC Men Fregu. (%) Women Frequ. (%)
-6 13 . 6 5.7
7-12 17 9.9 18 17.0
13-18 32 18.6 35 33.0
19-24 52 30.2 27 25.4
25-30 16 9.3 7 6.6
31-36 29 16.9 9 8.5
37-42 5 2.9 2 1.9
43-48 4 2.3 0 0.0
49 or more 4 2.3 2 1.9
Total 172 100.0 106 100.0
Years Rel. Rel.
Sea Dut Men Fregu. (%) Women Fregu. (%)
0 -1 . 78 .
1-2 1 0.6 15 14.2
3-4 27 15.7 11 10.4
5-6 31 18.0 1 0.9
7-8 27 15.7 0 0.0
9-10 - 30 17.4 0 0.0
11-12 20 11.6 0 0.0
13-14 24 14.0 0 0.0
15-16 6 3.5 0 0.0
17 or more 5 2.9 0 0.0
Missing/Unknown 0 0.0 1 0.9
Total 172 00.0 106 100.0
Months Rel. Rel.
Combat Duty Men  Frequ. (%) Women Frequ. (%)
0 87 50.6 105 99,
1-12 45 26.1 1 0.9
13-14 28 16.3 0 0.0
15-25 12 7.0 0 0.0
Total 172 100.0 106 100.0
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DEMOGRAPHIC PROFILES OF MEN AND WOMEN RECRUIT
COMPANY COMMANDERS AT RTC, ORLANDO (continued)

Number of
Persons Previously Rel. Rel.
Supervised Men Frequ. (%) Women Fre%u. (%)
0 3 1.7 15 B .
1-2 0 0.0 8 7.5
3-6 13 7.6 43 40,7
7-10 17 9.9 14 13.2
11-1% 22 12.8 8 7.5
16-20 15 8.7 8 © 7.5
21-30 27 15.7 6 5.7
31-50 32 18.6 1 0.9
51 or more 43 ~25.0 3 2.8
Total 172 T00.0 106 100.0
Number of Rel. Rel.
Companies Lead Men Frequ. (%) Women Frequ. (%)
0 -2 1.2 -0 .
1-2 13 7.6 13 12.3
3-4 69 40.1 62 58.5
5-6 56 32.6 21 19.8
7-8 14 - 8.1 6 5.7
9-10 15 8.7 1 0.9
11 or more , 3 1.7 3 2.8
Total 172 160.0 106 00.0
RCC : Rel. Rel.
Volunteer Men Frequ. (%) Women Frequ. (%)
Yes 146 84.9 75 70.8
No 26 15.1 31 29.2
Total 172 100.0 106 T00.0
Rel. Rel.
Family Status Men Frequ. (%) Women Frequ. (%
Married, living
w/family 132 76.7 32 30.2
Married, not
1iving w/family 16 9.3 9 8.5
Single, not living
w/dependents 22 12.8 54 50.9
Single, 1iving )
w/dependents 2 1.2 11 10.4
Total 172 T00.0 106 T00.0
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DEMOGRAPHIC PROFILES OF MEN AND WOMEN RECRUIT
COMPANY COMMANDERS AT RTC, ORLANDO (continued)

Number of Rel. Rel.
Childern Men Frequ. (% Women Frequ. (%)
0 34 . 70 66.0
1 27 15.7 23 21.7
2 60 34.9 11 10.4
3 - 28 16.3 2 1.9
4 17 9.9 0 0.0
5 3 1.7 0 0.0
6 2 1.2 0 0.0
7 1 0.6 0 0.0
Total 172 T00.0 106 T00.0
Number of
Community Rel. %) Rel. )
Activities Men Frequ. (% Women Frequ. (%

0 107 62.2 79 78.5

1 38 22.1 17 16.1

2 14 8.1 4 3.8

3 6 3.5 5 4.7

4 5 2.9 0 0.0

5 2 1.2 1 0.9
Total 172 100.0 106 00.0
Level of . Rel. Rel.
Education Men Frequ. (%) Women Frequ. (%
Less Than High ‘

School 13 7.5 0 0.0
High School

Diploma 98 57.0 44 41.5
Some College 54 31.4 52 49.1
Associate Degree 5 2.9 10 9.4
Bachelor Degree 0 0.0 . 0 0.0
Some Graduate

School 2 1.2 0 0.0
Total 172 T100.0 106 100.0
Current Participation
In Part-Time Rel. : Rel.
Education Men Frequ. (%) Women Frequ. (%)
Yes 11 6.4 20 .9
No 160 93.0 85 80.2
Missing/Unknown 1 0.6 1 .9
Total i7 100.0 106 100.0
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DEMOGRAPHIC PROFILES OF MEN AND WOMEN RECRUIT
COMPANY COMMANDERS AT RTC, ORLANDO (continued)

Rel. Rel.
LMT Course Men Frequ. (%) Women Frequ. (%
yes 96 . 55.8 38 35.9
No 75 43.6 67 63.2
Missing/Unknown 1 0.6 1 0.9
Total 172 T100.0 T06 100.0
ReT. Rel.
LMET Course Men Frequ. (%) Women Frequ. (%
Yes 37 21.5 22 .
No 124 72.1 82 77.4
Missing/Unknown 11 6.4 2 1.9
Total 17 100.0 106 00.0
Spouse Active Rel. Rel.
Qutside Home Men Frequ. (% Women Frequ. (%
Yes 91 52.9 0 28.
No : 53 30.8 -8 7.6
Not Applicable 19 11.1 61 57.5
Missing/Unknown 9 5.2 7 6.6
Total 172 100.0 106 100.0
Necessary to
Have Rel Rel.
Second Income Men Frequ. (% Women Frequ. (%
Yes 59 .3 40 37.8
No . 108 62.8 56 52.8
Missing/Unknown 5 2.9 10 9.4
Total 172 00.0 106 100.0
Physical Fitness Rel. Rel.
(Sself Report) Men Frequ. (%) Women Frequ. (%)
Excellent 46 26.7 19 17.9
Good 82 47.7 57 53.8
Satisfactory 36 20.9 17 16.1
Fair 8 4.7 10 9.4
Poor 0 0.0 2 1.9
Missing/Unknown 0 0.0 1 0.9
Total 172 100.0 106 100.0
Within Rel. Rel.
Weight Standards Men Frequ. (% Women Frequ. (%)
Yes 153 89.0 97 91.5
No 19 11.0 9 8.5
Total 172 100.0 106 100.0
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APPENDIX K

OEMOGRAPHIC PROFILE OF "A" SCHOOL INSTRUCTORS
AT SERVSCOLCOM, ORLANDO

126

15¢6




Technical Report 154

DEMOGRAPHIC PROFILE OF "A" SCHOOL INSTRUCTORS
AT SERVSCOLCOM, ORLANDO

s e R R
Rate Frequency Relative Frequency (%)
PO3 1 1.1
pO? 27 30.3
POl 36 40.4
cPO 18 20.2
SCPO 5 5.6
MCPO 2 2.2
Missing/Unknown 0 0.0
Total 9 100.0
Rating Group Frequency Relative Frequency (%)
Deck 16 18.0
Ordnance 35 39.3
Electronics 10 11.2
Administration 2 2.2
Engineering 15 16.9
Construction 0 0.0
Aviation 6 6.7
Missing/Unknown 5 5.6
Total 89 100.0
Age Frequency Relative Fregquency (%)
25 or younger 23 25.8
26-30 23 25.8
31-35 27 30.3
36-40 11 12.4
41 or older 5 5.6
Total 83 T00.0
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DEMOGRAPHIC PROFILE OF "A" SCHOOL INSTRUCTORS
AT SERVSCOLCOM, ORLANDO (continued)

Years In
Service - Frequency Relative Frequency (%)
.4 or less 2 2.2
i 5-8 41 46.1
; 9-172 18 20.2
13-16 12 13.5
17-20 10 11.2
21 or more 6 6.7
TJotal 89 100.0
Months of Duty
at SFRVSCOLCOM Frequency Relative Frequency (%)
6 or less ‘ 29 32.6
7-12 17 19.1
13-18 16 18.0
19-24 8 9.0
25-30 2 2.2
31-36 15 . : 16.9
37-42 - 2 2.2
43-48 0 0.0
49 or more 0 0.0
Total 89 T00.0
Years Sea Duty Frequency Relative Frequency (%)
0 5 5.6
1-2 5 5.6
3-4 23 25.8
5-6 27 30.3
7-8 11 12.4
9-10 9 10.1
11-12 4 4.5
13-14 2 2.2
15-16 3 3.4
17 or more 0 0.0
Total 89 100.0

128 158




Technical Report 154

DEMOGRAPHIC PROFILE OF “A" SCHOOL INSTRUCTORS
AT SERVSCOLCOM, ORLANDO (continued)

Months
Combat Duty Frequency Relative Frequenty (%)
0 69 77.5
1-12 12 13.5
13-24 7 7.9
25 or more 1 1.1
Total 8 100.0
Number of Persons
Previously Supervised Frequency Relative Frequency (%)
0 1 1.1
1-2 4 4.5
3-6 12 13.5
7-10 16 18.0
11-15 , 16 18.0
16-20 6 6.7
21-30 11 12.4
31-50 9 10.1
51 or more 14 15.7
Total 89 100.0
Number of
Classes Taught Frequency Relative Frequency (%)
0 25 28.1
1-2 9 10.1
3.4 14 15.7
5-6 2 2.2
7-8 4 4.5
9-10 3 3.4
11 or more 32 36.0
Total 89 160.0
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OFMOGRAPHIC PROFILE OF “A" SCHOOL INSTRUCTORS
AT SERVSCOLCOM, ORLANDO (continued)

Instructor
yglunteer

Yes
No
Total

Educational
Level

Less than High School
High School Diploma
Some College
Associate Degree
Bachelor Degree

some Graduate School
Total

Current Participation
In Part-Time Education

Yes
No
Total

LMT Course
Completion

Yes
No
Tota)l

LMET Course
Completion

Yes

No
Missing/unknown
Total

S

Frequency

75
14
89

Frequency

b
40
28 -
13

2

0
89

Frequency

18
71
89

Frequency

29
60
89

Frequency

18
69
2

89

Relative Frquengywj%)

84.3
15.7
100.0

Relative Frequency (%)

6.
44.
31.
14.

2.

0.

100.0

OO WO

Relative Frequency (%)

20.2
79.8
106.0

Relative Frequency (%)

32.6
67.4
100.0

Relative Frequency (%)

20.2
77.5
2.3
T00.0
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DEMOGRAPHIC PROFILE OF "A" SCHOOL INSTRUCTORS
AT SERVSEOLCOM, ORLANDO (continued)

Physical Fitness
(Self Report) Frequency Relative Frequency (%)
fxcellent 21 23.6
Good 55 61.8
Satisfactory 9 10.1
Fair 3 3.
Poor 0 0.0
Miss ing/unknown 1 .
Total 69 100.0
Within Weight
Standards Frequency Relative Frequency (%)
Yes ' 77 86.5
No 12 13.5
Total 89 T00.0
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APPENDIX L

RESULTS OF STATISTICAL CALCULATIONS REQUIRED FOR AN ANALYSIS
OF THE RELIABILITY OF SURVEY COMPETENCY SCALES
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This appendix consists of two tables. Table L-1 contains Cronbach's
coefficient alpha values for 16 RCC 1leadership competency scales, while
table L-2 presents the same values for 17 "A" School instructor competency

scales.
TABLE L-1. CRONBACH'S COEFFICIENT ALPHA FOR 16 RCC
L EADERSHIP COMPETENCIES
Coefficient Alpha 4‘1
Competency Frequency Importance Difficulty

Taking Initiative .68 .60 .73
Planning and Organizing .67 .71 .86
Optimizing Use of Resources 17 .74 .89
Delegating Authority : .68 .63 71
Monitoring Results .61 .63 .81

Maintaining Control of
Assigned Unit 74 .75 .88
Influencing 71 .80 .86
Developing Subdrdinates .67 .70 .83
~eam Building .65 .72 .84
Projecting Realistic Expectations .56 .57 .65
lInderstanding | .67 .70 .83
":rding .63 .70 .79
I ey Counse 1in 77 .79 .82
b i .69 74 .82
Res~: /i 9 Qpnf1icts .69 .65 .81

Compelling .66 .57 .83

=163
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TABLE L-2. CRONBACH'S COEFFICIENT ALPHA FOR 17 "A" SCHOOL
INSTRUCTOR LEADERSHIP COMPETENCIES

Coefficient Alpha

Competency Frequency Importance Difficulty
Taking Initiative .70 .69 .76
Planning and Organizing .85 .86 .86
Optimizing Use of Resources .88 .87 .91
Delegating Authority .81 .77 .88
Monitoring Results .80 .86 .83
Maintaining Control of

Assigned Unit .86 .86 .87
Influencing .76 | .85 .90
Developing Subordinates .82 .83 .88
Team Building i .86 .86 .85
Projecting Realistic Expectations .70 .70 .76
Understanding\h .81 .83 .85
Conceptua]fg}ngu .66 .70 77
Advising and Counseling .80 .84 .07
Helping 77 .77 | .89
Resolving Conflicts .87 .90 .92
Compelling 77 .78 .85
Projecting Positive Expectations .73 .68 77
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APPENDIX M

COMPETENCY DEFINITIONS AND éEHAVIORAL INDICATORS
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| quratiungl definitjons of the competencies Tisted in the body of this technical report are contained
in this appendix, Dehavioral indicators of these competencies for the RCC and/or "A" School instructor are

also provided,

COMPETENCY
Taking Initiative
(Acting on one's awn responsibility,
self-starting, anticipating
situations rather than reacting
to them, initiating new action
or plans without being told to
40 50, accomplishing tasks
resourcefully and persistently.)

Planning and Organizing
(Identifying action steps,
resources, or obstacles
involued in reaching an
objective, preparing
schedules, setting priorities,
getting a unit organized, managing
tine. )

SELECTED BEHAVIORAL INDICATORS

Try new training techniques

Make decisions on one's own when management quidelines are
not Clear

Make alternative plans in case last minute changes occur
Request transfer of militarily troublesome recruits/
students to other companies, special companies, or

other units

Call to division staff's attention any problem areas
with which experiencing trouble

Recommend changes to command procedures

Take a chance for the qood of assigned recruits/students
Plan ahead several days for a new company/class/unit
Make 3 Tist of the most imoortant things to do first

Make entries in a notebook of things.that happen 5o that
it will be easier to train the next company/class

Decide which military subjects to teach first and which
require remediation

Plan the dav in blocks of time

Fiqure out ahead how much tine to devate to various
activities
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LET

Ontimizing Use of Respurces

(Matching subordinates and jobs

to get the best performance,

using the human resources
available, determining the optimum
relationship between training
requirements and unit morale,
avoiding unit burnout.)

Delegating Authority

(Assigning responsibility for

task accomplishment, and
commensurate authority, to
subordinates; using the chain-

of -command to require

subordinates to share in task
mandagement, encouraqing
subordinates to seek responsibility
Without waiting for direct orders.)

163

Anticipate major Tast minute changes to daily schedule

Assist recruits/students in using their time to the best
advantage

Divide work time with partner or arrange for other
instructor /advisor to take charge of class/unit for
part of day

Replace recruit petty officers/student leaders
when certain ones selected do not pan out

Match the job to the recfﬁit's/student's abilities

Encourage recruits/students.to qive feedback on
problems they encounter in following directions

Revise orders when individuals are obviously fatiqued
Do something specific to keep one's morale up

Do something specific to keep company/class/barracks'
morale up

Think about and analyze overall company discipline

Evaluate recruits/students to see when they can take on more
responsible jobs

Divide authority and responsibility for specific
training areas with partner/other instructor/advisor

Give temporary control of minor individual and/or company/
class rewards to recruit petty officers/student leaders

DeTeqate more authority to recruit petty officers/selected

students based on readiness for greater responsibility and
policy limits

Divide training load with partner fother staff member on the
basis of training area (e.q., barracks, covnseling,
technical instruction)

169
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SET

Monitoring Results
[thecking unit progross by
seeking information reqarding
progress or by direct observation,
checking on results of own and
sutordinates' actions, evaluating
indiv. fual and unit performance
anainst a standard of
nerformance. )

Maintain Control of Assigned Unit
(Clicit desired unit
behavior through use of authority
to reward and discipline and
otherwise maintain accountability
for subordinate performance. )

ERIC

Full Tt Provided by ERIC.

Give temporary control of minor individual and/or company/
class discipline to recruit petty of ficer(s)/selected
leader(s)

Analyze feedback on company/class progres:

Inspect recruit/student progress in the interval between
compet itive/reqular inspect ions

Watch recruit/student behavior in order to anticipat
problems before they happen/occur

Compare progress of assianed company/class to command
slandards

Enforce requlations

Maintain accountability; ensure that all necessary tasks
are performed

Discipline recruits/students

Recoqnizé early cues (2.q., low inspection scores, students
taking over class discussion) that control of the
company/class is slipping

Award specific privileges to recruits/students based on
meeting certain definite standards

"Bend over backward" to-reward a good job

Make official recommendations for recognition of exemplary
recruits/students

Tell recruits/students when pleased with their
performance

Tighten company/class discipline when control
is perceived to be slipping

Under unusual conditions, sometimes exceed limits of
author ity in order to deal strongly with undesirable
recruit/student behavior

+GI 3IA0day LedLuyssi
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Lot the comany as a whole know how well it is doing in
training

[nfluencing . Set an examle for assigned recruits/studonts in military
(Persuading and convinging Appearance
others up, across, and down the
chain-of-command concerning Motivata assiqned recruits/students to do wiat s wanted
mtters required to accomplish without exceeding the Vimits of one's authdrity
company/class goals, using
military bearing, position, and Devise rewards and disciplinary procedures which are
rank as a role model to within the 1imits of authority

subordinates, peers, and seniors. ) | .
i Fncouraqe recruits/students to relate their problems

Project one's voice in order to be heard

&6ET

Aruitoxt provided by Eic:

ﬂ
M
Make an effort to maintain a good attitude,about 3
recruits/students >
V1]
Show the recruits/students their Teader can do what hefshe
tells them to do o
. ‘ _ 0
Developing Subordinates Bive recruits/students individual instruction o
(Coaching subordinates toward r
improved performance, helping Double check to ensure that a recruit/student thoroughly A
subordinates to be more understands assigned duties
responsible in getting the job
done at a quality standard.) Give top recruits/students additional Teadership
| responsibilities as training progresses
Followup on assigned duties to see that the job is done
satisfactorily
Tell recruits/students when they are doing a good job
Tean Building | Analyze the company's ability to make a good team
(Promoting teap work and
cooperation within your own Check strengths and weaknesses of individuals to see how
company/class or with other units.) to best fit them into the "group" effort
Encourase recruits to take part in sports activities
| - ‘Encourage recruits to compete with recruits in other ;
Q .
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Projecting dealistic Fxpectations
(Maintaining an awareness
that some instructions will
not be followed or carried out
offectively; expressing
displeasure, disappointment,
and concern ghout shortcomings
of an individual or qroup.)

avi

Understanding
(Accepts the feelings of
mother person, responds to
persons appropriately in order
ty et the job done, fiqures out
other people's difficulties
With rational expianation,)

Ecourage recruits fstudents Lok together god hely
Uhedr Tdbfies who ave desy capab e

[each sections faateh secLions foommany to Ty 1o solve i1y
problens hefore coming Lo the company commandor /insbruclor

s ign projocls (dutios) to
Ieader assign vesponsibility

smll qroups and Iet groip
Let company protiy mich vun itself when it f5 doing o
qood job

lell "sea storing”

Lealuate strenqths and weaknesses of recruils/students in
determining one's own expectations for the company/class

Remind oneself that recruite/sludonts are just adolescents

femind recruits/students nf negative consequences if they
fail inspections

- Recognize that some comanies/classes cannot score the highest

Attemnt to see the recruit's/student's viewpoint in
settling disputes

Advise recruits/students concerning their percoivnw (ort -
comings in the Navy and what cn be done to work h\n
the system to improve things or to cope with realit

Change one's viewpaint after considering the
recruit's/student's viewpoint

(hange one's way of doing something when othar compu
commanders/instructors/staff members show me a better way

Ceplain future havdships of training/Mavy 1ife to recruits/

students and tell them the difficulties they will encounter

et uy>3 .t
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Concentualizing

et

(Thinking critically,

thinking clearly, searchiog for
and identifying relevant facts,
orqarizing facts, and dr.wing
COnC Ty ivits. )

Advising and Counseling

(Advising: Giving specifc
information/quidance to achers
about opportunities, alternatives,
0r recommended courses of sction
that will help solve ther
problem, understinding legal
limits of resporsibility for
consequences of advice.
Counseling: Helping. subsrdinates
explore, becter unserstand, and
possibly find solutions for a
problem; keaping cie's own prefev-
ences secondary while a subordinate
takes care of his/her problem.)

{76

Admit crie's own mistakes and explain wh Appened

Arclyze recruits'/students' mistakes and G
constractive criticism

Rostrict criticism to what can be used constructively
PTan work out step hy step before proceeding

neep notes on "lessons Jearned” to help when similar
oraolens arise in future companies/classes

Reconize wien stress may be clouding thinking

’

~{€.0., personal/family problems, not enough rest,

oent up frustration)

Take wactical steps (e.q., turn over company/class
to ancther company commander/instructor, take a walk,
talk to division officer) to clear up or prevent
"middied" thinking .

Assess recruits'/students' personal problems and give
advice concerning best solution(s)

Give advice to less experienced company commander/
instructor

Set aside temporarily some aspects of company commander's/
instructors role as an authority figure and talk to a
recruit/student as one adult to another

Listen to and empathize with recruits/students concerning
personal problems with Timited advice gqiving

Approach a recruit/student when it is sensed she or he'haé 3
problem

 Determine whether a recruit’s/student's problem is serious

enough to need one's attention

Conduct discussions with groups of recruits/students having
similar problems
171
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Refor veceni,s/students to other counselors {e.q., chap]aiﬁ,
psyetalogist)

Give advice to other company comanders/instructors

ol
(Making time avaiTable to talk "Sense" when g rocruit/student has a problem
to subord nates, "Fighting" for
your penfs o, assessing the nature Distinguish which incidents to pay attention to and
of subordinates’ prohlens and which ones are unimportant
mak ing appropriate dispositinn, )
Make tine for recruits/students to discuss their problems
Hear the recruit/student through before starting to give
advice
"Sense" when there is some problem affecting company/class
performance
"o to bat" for your people when they need backing up
[wt
N Resolving Conflicts Attenpt to see the recruit's/student's viewpoint in settling
(Halping subord:-ates, as well disputes
a5 peers, resolve disputes/
conflicts/behavior problens to a Negotiate conflicts between recruits/students
successful resolution so that both
nartic; are relatively satisfied.) Compromise and/or negotiate with one's partner or other
| instructors
Compe1ing Teach recruits/students not to question orders or
(Using the authority inherent seniors' intentions
in military rank to point out
negative consequences of non- Make it plain to recruits/students what the consequences
performnce or substandard ~are for disobeying one's orders
perforance in order to feel
assured 200t subordinate Persuade recruits/students to see things my way

performal: /odedience.
Use extra teugh inspections to set the-tone for unit

- discipline

{7
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Projecting Positive Depoctat jone
(Showing subordinates that
you are convinced they are fully
carah'e of doing qood work when
Jien a chance, expressing
nositive feelings aboul other
people's work, Lreating subnrdinates
50 that they believe you need then
and that they are a valuahle
resource. |

Telt students "You can make it through'

Encourane class in its cometitinn for flags

Offer rewards for desirable uerformance

Treat students as one would want to be treated if

positions were reversed

Treat students Tike adults,

181
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APPENDIX N

RESULTS OF sTATISTICAL CALCULATIONS REQUIRED FOR REGRESSIGN
ANALYSES OF PERFORMANCE LEVEL/GENDER ON COMPETENCIES FOR
RECPYIT COMPANY COMMANDERS AND “A" SCHOOL " INSTRUCTORS

182
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fhis appendix consists of tables N-1 through N-6. Tables N-1 thro.qh
N-4 present the  competencies resulting  from regression analyses of
performance on competencies for groups or RCCs. Tables N-5 and N-6 contain
thee  competencies  resulting  from  regression analyses of gender on
competencies, Because of the way in which gender was coded, a negative
re tationship between gender and a competency in tables N-5 and N-6 indicates
that women perform that competency more frequently, while a positive
relationship indicates that men perforu thal competency more frequently.

TABLE N-T1.  STEPWISE REGRESSTGi OF °TRFORMAHCE ON COMPETENCIES FOR RCCs

Competencies BETA t SIG
Monitoring Results 14 2.2 .03
Delegating Authority  -.15 2.4 .02
Taking Initiative .14 2.3 .02

Lo e
N = 281
0% = .05
o= 4.4, df = 3, 277, Sig = .005
TABLE N-2. STEPWISE REGRESSION OF PERFORMANCE ON COMPETENCIES
FOR "“A" SCHOOL INSTRUCTORS

{umpetencies BETA t SIG
Planning and .24 2.5 .03
frganizing

N = 89
RZ = .05 ‘
F = 4.9, df =1, 82, Sia = .03
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TARLEF N-3. STEPWISE REGRESSTON OF PERFORMANCE ON COMPETENCIES
FOR MEN RCCs

Competencies BETA t SIG

Taking Initiative 0.25 3.2 .002

Deleqating Authority -0.19 -2.3 .00?

Conceptualizing 0.76 3.0 .003 ’

Understanding -0.25 2.7 .008 }

No- 177

0? = 17
o= 5 7, df o= 4, 167, 510 F .002

TAS f N-4. STEPWISE REGRESSION OF PERFORMANCE ON COMPETENCIES
FOR WOMEN RCCs

Competenci~s BETA i SIG

Monitoring Resuits .19 1.9 .05 }

106
.04
3.8, df =1, 104, Sig = .05

- 02
non

H
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TABLE N-5. STEPWISE REGRESSION O uwENDER ON COMPETENCIES
FOR ALL RCCs

l Competencies BETA f SI1G

= Plann?ﬁq aned -.30 =45 | .0001

l Organizing

E Team Building .35 5.0 .0001

% Foaneepetas Ty 27 3.9 .0001
Deve loping -.20 -2.8 .005

Subardinates

Deleqgating -.19 -2.3 002
Aunthority

No= 281
R” = .18

F o= 11.8, df =5, 275, Siq = .0001

TABLE N-6. STEPWISE REGRESSION OF GENDER ON COMPETENCIES
FOR SUPERIOR RCCs

Competencies BETA t ‘ SIG
Planning and -.31 -2.3 .03
Organizing

Conceptualizina .50 3.3 .002
Developing -.37 -2.4 .02
Subordinates

RZ = .31
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APPENDIX O

RESPONSES TO ATTITUDINAL/BEHAVIORAL ST, HENTS BY
LEVEL OF PYRFORMANCE, GENDER, AND LPO/LCPO LMET COURSE COMPLETION

Table 0-1 cuctaing the responses of RCCs and "A" School instructors to

sttitude/behavioral statements in cection IV onf the Recruit Comp any
Comnander and "A" School Instiuctor Leadership Course Development Survey.
Data are prosented by performance level and gender. Responses are also

presented on the basie of previous completion of an LPO/LCPO LMET ccurse.
Entries are mean scores on a scale with values from 1 to 5. In all three
comparisons, significance of differences between each group was determined

by an analysis of variance with the level of significance required at the
.05 level,
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famh -1, MrAx SCALE RESPONSES TO ATTITUDINAL /BLHAVTORAL STATEMENTS BASED ON
Livit OF PERFORMANCE, GLEDER AND LPO/LCPO LMET COURSE COMPLETTON

finlow Average Performers Tpo/Leen LMt

Average Performers Womenl Hongraduates
Ctatementy Superinr Performers Men Graduates
: ReC Inst RCC Inst
1. [ am usually sataitied with (R)2 (1)3 1.8 3.9 4.1 a1+ 4.3
How L lead my company inoorder q.? 4.3 4.c 4.4 1.3
o w heeg Succens in compptition : 4.6 aAh
2. 1 can wors comfortably in a (Ry (2) 3.8 4.? 4.0* 4. 1% 1.1
meampetitive and con, vrative” a.? 4.2 4.3 4.5 [
paviromaent with aother company 4.6 4.3
¢ omngndeer ©
1, I am willing to “stick my neck (R) (3) 3.7 3.7 3.6% 3.3 3.9
out' for ay recruits 3.3 3.9 3.2 3.3 a.1
3.5 3.8
4. Physical *handling” of 2 recruit  (R) (&) 3.6 1.8 3.9+ 3.6 2.3
{5 oometimes unavoidable 3.6 2.5 3.4 3.5 2.7
3.6 2.1
5. My benavar is a good model for (R) (5 q.2% 4.5 4.4 4.3*% 4.3
my recruits to follow 4.4 4.1 4.4 4.6 4.3
46 4.5
| 6. There are thes when 1 find i% (R) (6) 3.5 2.2 3. 3.5 "1
impossible to control my emotions 3.5 2.1 3.0 3.6 2.3
around recruats 3.7 1.8
i 7. It ig sometimes very difficult Ry (1) 3.5% 2.3 4.0 3.8* 1.8
‘ to devote my 11 attention to 3.9 2.2 3.8 4.2 2.2
my work becduse of family problems 1.0 1.6
8. I am comtortable when talking te (r) (8) 4.0% 3.0 4.3 4.3+ 3.9
larqe aroups of recruits 4.4 3.9 4.4 4.6 4.2
4.6 4.4
a.  Admanishing recruits is somettaes  R) (9) 3.6 3.4 3.6 3.6 3.5
an unfortunate necessity : 3.6 3.7 3.5 3.8 4.1
3.7 4.0
0. My attitude is & ‘s or (D)4 3.7+ 4.2 4.1
better than .t R0s at nis 3.2 4.1 4.3
command 4.6
11.  ©a-h new recruit ts an impouitant (r) (10) 4.0 3.6 3.9 3.9*% 3.6
“Navy persun” ang T tel! ner/him 4.0 3.5 4.1 4.3 3.3
L_‘ 50 right ¢°* 4.2 3.6

1 pata separated by gender tor RCCs only
2 »p» indicates this statement was revised slightly for survey administration to “A" School instructor
3 «a" School instrucior version survey ftem number, see appendix € for actual wording

4 «pn indicates this statement was deleted from the “A" School instructor version

« Significant difference p < 05 )
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AT (00 ), MEAN SCALE RESPORSES TO ATTITUDTHAL ZRUHAVIORA
Pt 0F PERFOEMANLL , GENDER AND ERO/LCERO EMET L0k

Statenenty

120 1 aet upset when things
det g as planned
13, 1 reward my company for good (R) (12)

perfarmance every chance 1 get

14, 1 often find L necessary to make
changes in my darly schedule

15. It is often necessary for aw (R) (14) 5
to expla:n directiony to &
3

recrutts e than once

16, 1 may restond differontly to
| the sime tohavior depending
! upon the ndiyidual

17, 1 general, my pertner and 1 (R} (15)
X e oequally responsible far
N geressful training of
1 COTRany
I *
149, dan’t nesitate to do a4 task (R) (16)

ayself §f the recruit can't do
)

19. 3y the time she/he graduates, (R) (17)
recr i1ts have been trainec
to taxe full responsibility
f r their actions as Nevy people

20. 1 am generally comfartable (R) (18)
when 1 leave my partner in
charge in my absence

144

Below Average Yerformers
Average Pertormers
Superyor Performers

RCC
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*Significant difference p ¢ .05
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At U 1, MEAN SCALE RESFORSES 1O ATTITUDINAL Zi HAVIORAL STATEMENTS BASED ON
LEVEL OF PLREORMANCE, GENDLR AND 1 PO/ 2P0 IMET COURSE COMPLETION (continued)

Below Averaqe Performers LPO/LCPO EMET
! ' Averaqe Performers Woinen | Nongraduates
: SUatements Superior Performers Men Graduates
‘, B e e e A dm i e e e .. - .
Re.C Inst Ree Inst
o S hayve too pas o anthor ity (R)y (1 2.0 7.4 2. VAl 2.1
i b e pxperdence leeed 2. e 2.0 1.8 L7
2.0 2.7
.1 have enough authority to 2.ax 3.2 3.7 3.2 3.7
do my job 3.2 3.8 3.3 3.4 3.7
; 3.7 3.8
2301 am surcesnful at fanding ways (RY (49) 4.0+ 3.5 4.1 4.1* 3.7
to reward recruits for doing a 4.? 3.7 4.2 4.4 3.6
nood job 4.4 3.9
24, Shaipmates {(staff and/or recruits) (R) (1) 3.7+ 4.0 3.7+ I/ 4.0
usually take my advice 3.7 3.9 3.8 3.9 4.1
4.0 4.2 :
05, Staprates (staff and/or recruits) (D) 3.6* 3.7 3.7
frequently ask for my advice 3.4 3.7 3.8
4.2
6. Recruits don't hesitate to come (R) (22) 4.1 4.0 4.0 3.9* 4.0
to me with problems 4.0 4.1 4.0 4.2 4.2
4.0 4.1
?7. Generally, | don't care about the (R) (23) 2.7 3.3 2.9 2.9 2.9
quality of recruits; | can train 2.9 3.0 3.0 3.2 2.8
them 3.5 2.6
?8. 1 usually treat recruits like (R) (24) 4.0 4.2 4,0 3.9 4.2
adults 3.9 4.1 4.0 4.0 3.9
4.1 4.2
9. 1 always strive for flag awards (R) (25) 2.5*% 2.1 2.8 2.9*% . 6
3.0 2.7 3.1 3.3 2.5
3.5 2.5
30. The guality of recruits isn't (R) (26) 2.5 3.2 2.4* 2.7 3.4
~hat 1t used to be 2.7 3.4 2.9 2.8 3.2
3.0 3.5

*Significant difference p ¢ .05
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TABLE 0-1. MEAN SCALE RESPONSES TO ATTITUDINAL/BEHAVIORAL STATEMENTS BASED ON
LEVEL OF PERFORMANCE, GENDE:, Auﬁ LPO/LCPO LMET COURSE COMPLETION (continued)

Below~ Average Performers

LPO/LCPO LMET _-_1

150

Average Performers wWomen Nongraduates
Statements Superior Performers Men Graduates
RCC Inst ReC Inst
31. I've gotten into diffi- (D) 3.2% 3.4 3.4
culty as a RCC because of 3.4 3.5 3.5
decisions I have made 3.9
32. Emotions sometimes get in the (R) (27) 3.9 2.1 4.0 4.0 2.0
way of my handling problems ) 4.0 2.1 4.0 4.1 2.1
4.3 1.5
33. Sometimes I'm too tired on the (R} (28) 2.9% 2.2 3.2 3.1 2.1*
job to think clearly before 3.1 2.1 3.1 3.3 2,2
I act ) 3.6 1.9
"134. 1 think my command'presence is (R) (29) 3.6 3.7 3.8 3.9% 3.8
an important tool in recruit 4.0 3.7 4.0 4.1 3.8
training 4.0 4.1
35. Recruits understand my directions (R) (30) 2.8 3.6 3.0 2.9 3.4
without needing to be told more 3.0 3.1 2.9 3.1 3.5
than once 2.9 3.2 :
36. When I first came here my 2.6* 3.1 3.0 2.9*% 3.2
command presence needed polishing 2.9 3.1 2.9 3.2 3.3
3.4 3.5
37. My own feeling of self-confidence - (R) (31) 4.1* 4.1 4.3 4.3 4.1
affects how successful my 4.3 4.3 4.3 4.4 4.1
recruits are 4.6 4.1
38. I am the first to discipliine my 4.3 3.9 4.3 4.2 4.0
people if they make a mistake 4.2 3.9 4,2 4.4 3.7
4.4 a.4
39, My word is the last word when (R) (33) 3.8 3.5 4.0 4.0 3.6
recruits can't get along 4.0 3.6 4.0 4.2 3.8
) 4.0
40. Sometimes other RCCs come to me (R) (34) 2.8 3.1 3.1 3.0 3.2
to help them solve their conflicts 3.0 3.3 3.0 3.2 3.6
with their superiors 3.3 3.5
*Sigrificant difference p < .05
Ty
¢ .
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TABLE 0-1. MEAN SCALE RESPONSES TO ATTITUDINAL/BEHAYIORAL STATEMENTS BASED ON
' LEVEL OF PERFORMANCE, GENDER AND LPO/LCPO LMET COURSE COMPLETION (continutd)

Below Average Performers . LPO/LCPO LMET
Average Performers Women Nongraduates
Statements Superior. Performers Men f/Graduates
: {
A ;
RCC Inst \RCC Inst
{
41. Most problems will solve 3.5 2.4 3.5 3.5 2.3
themselves, if you give them 3.6 2.1 3.6 YA 1.9
time 3.8 2.4 . 2
42. Recruits might lose their (R) (36) 4.0 2.3 4.0 4.0 2.4
tempers if 1 force them to talk 4.1 2.2 4.1 4.2 2.1
out their differences with each 4.0 2.5
other; therefore, | usually .
let things alone. for awhile
43. You generally have to give more (R) (37) 3.7 2.1 4.1+ 3.8 2.2
consideration to women recruits 3.8 2.4 3.6 4.0 2.5
because women are more emotional 3.8 - 2.5
144, Off duty social interaction (R) (38) 3.3 2.5 3.8% 3.6 3.2
N between staff members and recruits 3.6 3.6 3.4 3.4 2.8
‘\ (of a personal nature) should not 3.9 - 2.8
N affect training and/or discipline
45, Staff member's dccasionally doing (R) (39) 4.2 1.9 - 4.3 4.2 2.1+
some of a slow recruit's work for 4.2 1.8 4.1 4.3 1.6
him/her does not appreciably 4.2 1.9
affect training and/or discipline
46. 1 can express my pleasure/dis- (R) (40) 4.2 4.2 4.3 4.3 4.2
pleasure with a recruit's behavior 4.3 4.3 4.3 4.4 4.3
and still maintain my profession- 4.4 4.0
alism ' .
47. It is unprofessional to let a (R) (41) 3.6 4.2 3.4 3.4 4.2
recruit know you are pleased with 3.4 4.3 3.6 3.6 4.3
his success by such behavior as 3.6 4.0
slapping him/her on the back or
showing excitement
48. My recruits know I will support (R) (a2) 3.6 2.9 3.6 3.4 3.2
them no matter what 3.4 3.3 3.4 3.6 3.1
3.3 2.7

*Significant difference p < .05
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TABLE 0-1. MEAN SCALE RESPONSES TO ATTITUDINAL/BEMAVIORAL STATEMENTS BASED ON
LEVEL OF PERFORMANCE, GENDER AND LPO/LCPO LMET COURSE COMPLETION (continued)

r .
Below Average Performers LPO/LCPO LMET
Av2rage Performers Women Nongraduates
Statements Superior Performers Men Graduates
RCC Inst RCC Inst

49. 1 don't tolerate recruits - (R} (43) 3.7 3.1 3.7 3.7 3.2
questioning my orders or 3.7 3.1 3.7 3.6 3.2
intentions 3.7 3.6

50." 1 usually can persuade recruits (R) (44) 3.8+ 3.5 3.9 3.9 3.8
to see things my way 3.9 3.8 4.0 4.1 3.6

4.2 3.7 _

51. Male recruits sometimes mis- (R) (45) 2.6% 2.9 2.4 2.6 2.9
interpret female RCCs' profes- 2.7 2.9 2.6 2.6 2.8
sional attention/help/discipline 2.7 2.6
as personal friendship/interest

52. "Stand Tall" inspections are (R) (46) 3.0 3.6 2.9 3.1 3.5
important in the training of 3.1 3.6 3.2 3.1 3.8
recruits 3.0 3.6

53. RMAAs have too much authority (R) (47) 2.1 2.6 2.1 2.1% - 2.3
for their experience level 2.1 2.3 2.0 1.8 2.3

1.7 2.1

*Significant difference p ¢ .05
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APPENDIX P

RECRUIT COMPANY COMMANDER AND "A" SCHOOL INSTRUCTOR
COMMUNICATION PATTERNS ANALYSIS
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five groups of ‘personnel with whom
RCCs/instructors communicate. Within each group of these personnel, RCCs/

instructors report similar frequencies of ~communication, as determined by
- principal components factor analysis. Table P-1 presents the compositions
of these groups for both RCCs and "A" school instructors.

This appendix presents

The correlations between an RCC/instructor's frequency of communication
with these groups and the performance of RCCs/instructors, gender of RCCs,
and prior LMET attendance are shown in table P-2. PosSitive correlations are
associated with higher performance levels, male gender and prioP LMET course

comp]et1on
_p§.05 level.

None of the correlations are stat1st1ca]1) significant at the

TABLE P~1. COMPOSITION OF FREQUENCY OF COMMUNICATION FACTORIAL GROUPS
FOR RCCs AND "A" SCHOOL INSTRUCTORS
TYPE INSTRUCTOR
Communications

A

Factorial Group

RCC

Commanding Officer

Executive Officer

Military Training 0ff1cer

Assistant Military Training
Officer

Division Officer
Division Leading Chief
Petty Officer
Other Division Staff Members
Partner CC
Other CCs

Command Master Chief

Chaplain

Psychologist _

Human Resource Management
Counselor -

Red Cross Representatives

Medical Personnel
Dental Personnel

Basic Mi]itary'Training Officer

Testing Personnel
Instructors

"A" School Instructor

Commanding Officer
Executive Officer
Command Master Chief

Training Officer
School Director
Division Officer
Division Staff
Personnel

Chaplain

Medical Personnel

Dental Personnel

Psychiatrist/
Psychologist

Red Cross Represen-
tative .

Human Resource
Management Counselor

Other Instructors
Students

Department Level Staff

Administrative Person-
nel

Career Counselor
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TABLE P-2. CORRELATION OF FREQUENCY OF COMMUNCIATION AND RCC/"A"
SCHOOL INSTRUCTOR COMPARISON GROUPS AND COMMUNICATIONS
FACTORIAL GROUPS . S '

Comparison Grodbs
Communications : D)
Factorial . Performance. . LPO/LCPO LMET
Group Level Gender Completion
RCC/Instructor RCC RCC/Instructor
A . -.04/.01 .01 .05/-.11
B -.10/-.08 -.10 ' .11/-.16
. C -,05/-.Oé -.10 : .09/-.09
D -.03/-.01 .07 .09/-.15
E -.05/-.04 -.12 -.03/—.62
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