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FOREWORD

This report describes the results of an assessment of the feasibility and desirability of extending
the time that field-grade officers spend in battalions as either the XO or the S3 (and, thus, as part
of a command team) from 12 to 24 months. In light of the fact that longer tenure has been
associated with individual skill acquisition and team-building, the Army's Chief of Staff directed
ARI to investigate the matter further. In order to explore the issue, two sets of research questions
were posed: (1) Were the leaders able to serve the full term in their assigned positions within the
command team? If not, why were they unable? and (2) Did increased command team tenure
improve individual and/or unit performance? Did it affect cohesion or work relations?

Seven battalions (3 FORSCOM, 2 TRADOC, and 2 USAREUR) were originally selected for 24-
month stabilization of key battalion staff positions (CDR, CSM, and XO [plus S3 in TO&E
units]). Matched, non-stabilized battalions at each location were selected as controls. Survey
and interview data were collected from battalion, brigade, and company levels over the two-year
period.

Due to organizational and personnel impediments, none of the battalions started stabilization on
schedule, and only one maintained stabilization throughout the investigation. Findings revealed
that increased time together as a battalion command team was associated with higher ratings of
leadership skills and abilities. However, because of the case-study nature, results are not
intended for generalization to the Army-at-large.

The findings were briefed to Deputy Chief of Staff for Personnel (January 19, 2000) and
Commanding General, PERSCOM (January 14, 2000).

N

a M. Simutis
Technical Director
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THE EFFECTS OF BATTALION STAFF STABILIZATION ON INDIVIDUAL AND
UNIT PERFORMANCE: A PRELIMINARY INVESTIGATION

EXECUTIVE SUMMARY

Research Requirements:

The Chief of Staff of the Army requested that The U. S. Army Research Institute for the
Behavioral and Social Sciences (ARI) conduct an analysis of the feasibility and desirability of
having field grade officers serve a longer time on battalion staff and, thus, longer together as the
command team. The specific positions considered for extended tenure were Executive Officer
(XO0) and, in the non-training units, the Operational Officer (S3). The extension was to be from
an average of 12 months to 24 months. The ARI analyses were to focus on the impacts of such
extensions on performance of the individual, the team, and the unit.

Procedure:

The research was designed to contrast the attitudes and opinions of pairs of similar units
(i.e., units that were the same type and, for the most part, were at the same location and reported
to the same brigade headquarters): a “stabilized” unit (where the command group served together
for 24 months) and a “contrast” unit (where the staff turned over at the normal Army rate). Units
were considered to be “stabilized” as long as all battalion command team members (i.e., the
Commander, Command Sergeant Major, Executive Officer and, for non-training units, the
Operations Officer) continued to serve in the same position in the same unit for the designated
time. Seven paired battalions (3 FORSCOM, 2 TRADOC, and 2 USAREUR) were selected for
the investigation.

Surveys and interviews were conducted at four equal intervals over the 24-month period.
They investigated the relationship between stabilization of battalion staff and individual and unit
performance, cohesion, communication, and command climate. Both the surveys and interviews
explored what was happening in the battalion’s command team from the perspectives of the
brigade headquarters (the supervisors), the command group (the peers), and the company
leadership which they oversaw (the subordinates).

Findings:

Feasibility. None of the command groups for the seven designated “stabilized” units
started serving together as a team at the planned start date for the investigation. One “stabilized”
unit from FORSCOM never achieved stabilization and therefore was dropped from the review.
In fact, at the end of the 24-month inquiry, only one (a TRADOC unit) of the original seven
command teams was still together (i.e., “stabilized”).

Desirability. The conclusions that can be drawn are rather limited given the small
number of units involved, the fact that almost all of the units broke stabilization, and the




problems encountered in getting the units to participate in a timely manner (consequences of the
real-world missions these units were directed to accomplish during this period).

For the units where data could be collected (two FORSCOM and two TRADOC), there
were no differences between stabilized and non-stabilized battalions. However, analyses of
surveys showed that increased time together as a battalion command team, regardless of
stabilization status, was associated with higher ratings of leadership within the command team.
Most of these ratings were command team members’ assessments of XOs, S3s, and CDRs in
FORSCOM units.

In addition, there was general agreement among leaders we interviewed that battalion
stabilization could have a definite effect. It could improve family life by reducing PCS moves,
and improve the performance of battalions by enhancing command team’s communication, job
commitment, and job performance. However, respondents also identified potential drawbacks,
such as staff burnout, stagnation of ideas, and decreased performance and satisfaction if
personality conflicts emerged within the command team.

Utilization of Findings:

Implications of a practical nature can be formulated from this research. First, due to
movement of personnel (transfer, promotion, retirement, etc.), stabilizing battalion staff is laden
with potential organizational and personnel policy difficulties. With increasing OPTEMPO and
PERSTEMPO, the difficulties are magnified and feasibility of implementation at an Army-wide
level further questioned. Second, although findings reveal a benefit in extended tenure for leader
development of battalion staff, the exploratory nature and small sample size of the inquiry limit
generalization to the Army at-large. These results were shared with Army leaders during
briefings to the CG of PERSCOM and the DCSPER on 14 January 2000 and 19 January 2000,
respectively. A copy of the briefing is shown in Appendix F.
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Introduction

The ability of Army battalions to accomplish their wartime missions is largely dependent
upon the skills and teamwork of the key battalion staff. Having individuals serve in the same job
for an extended period of time enhances their job skills. Having staff members serve together in
the same battalion for an extended period helps to build teamwork. In recognition of the fact that
both the battalions and Army leaders benefit from relatively long tenures in the battalion, the
Army requires that the battalion commander serve a two-year term. The other key leader (the
battalion command sergeant major) is not required to serve for a fixed interval but, by tradition,
normally serves for a three-year period. However, the other key staff positions which are
considered to be sufficiently important that they are staffed by field-grade officers (i.e., the
Battalion Executive Officer [XO] and, in operational units, the Battalion Operations Officer
[S3]) are usually staffed by the same individual for a shorter period, usually only 12 months.

Such short tenure in the XO and S3 positions is the Army norm for the following reasons.
The recent downsizing of the Army has resulted in a reduction of the number of battalion staff
positions available. The long queue of majors waiting for those positions means that very few
individuals get to stay beyond the minimal 12-month tour. Thus, by policy, the Army mandates
"branch qualification" (a career step that all field-grade officers must accomplish to remain in the
Army) to be only a 12-month stay as a battalion XO or S3.

With the advent of the Army's new personnel management system (i.e., Officer Personnel
Management System XXI), XOs and S3s may have the opportunity to serve longer, especially in
operational units. The possibility for this extended tenure is the result of OPMS XXI policy that
permits only 40% of the force to be in the "operational branch," thus opening up more time in
position for XOs and S3s of line battalions.

At the direction of the Army’s Chief of Staff, a research project was started in June 1997,
to explore the feasibility and desirability of extending the time that field-grade officers spend in
battalions (especially line battalions) and with their command teams as either the XO or the S3
from 12 to 24 months.

To explore these issues two sets of research questions were addressed. (1) The first set of
questions inquired about the feasibility of stabilizing command teams (i.e., CDR, CSM, XO and,
in some units, S3). In other words, were the leaders able to serve the full-term in their assigned
positions with the command team? If not, why were they unable? (2) The second set examined
the desirability of keeping individuals longer in the same job and, thus, maintaining intact teams.
Specifically, does increased tenure improve individual and/or unit performance? Does it affect
cohesion or work relations? Details of the methodology and the research findings are described
in the sections that follow.




Method

Overview

To assess the effects of stabilizing battalion command groups for 24 months, a quasi-
experimental design was contrived in which the staffs of seven battalions were to remain in place
for 24 months while those of seven “matched” battalions were allowed to fluctuate as usual. The
effects of stabilization were to be assessed using questionnaires and interviews that measured
such qualities as job motivation, team effectiveness, and leadership ability. To explore different
perspectives on the consequences of stabilization, survey and interview data were to be gathered
from the “stabilized” and “non-stabilized” battalion command groups, their parent brigades, and
their companies/batteries. To explore the impact of stabilization over a 24-month period, four
phased data collections were planned, with the last one scheduled to occur after the stabilized
teams had departed (see “Procedure” toward the end of the Method section). Though this
research was designed following a quasi-experimental structure, it is more appropriately defined
as a case-study, due to the small number of units investigated.

Participants
Units.

Seven battalions were originally selected for stabilization of key battalion staff positions.
In each "stabilized" unit, the CDR, XO, and CSM (plus the S3 in TO&E units) were to serve
together for 24 months. All units were selected by the DCSPER staff to reflect a range of
battalion types, including a cross-section from CONUS and OCONUS and from TRADOC,
FORSCOM, and USAREUR. For each stabilized battalion, a matched "non-stabilized" battalion
was selected by ARI as a control unit. All seven battalion pairings consisted of a stabilized and a
non-stabilized unit of the same general type (e.g., AV, IN). In six of the seven pairs, the two
battalions were from the same division and brigade. The exception was two OCONUS battalions
that were from different divisions. To maintain the anonymity of the units participating in this
research, stabilized units are identified in this report as FORSCOM-1, FORSCOM-2, TRADOC-
1, TRADOC-2, USAREUR-1, and USAREUR-2. Non-stabilized units are referred to as
FORSCOM-3, FORSCOM-4, TRADOC-3, TRADOC-4, USAREUR-3, and USAREUR-4.

Individuals.

Data were collected from the following individuals:

Battalion. From each of the paired battalions, seven battalion-level leaders (CDR, XO,
S3, CSM, S1, S2, and S4) were asked to judge, along several dimensions, the probable effects of

stabilizing a battalion in the manner indicated.

Brigade. At the brigade level, four leaders (CDR, XO, S3, and CSM) were asked to
comment on and evaluate the performance of that brigade’s participating battalions.




Company. At the company level, two leaders from each company within the
participating battalions (CDR and 1SGT) were asked to judge, along several dimensions, the
probable effects of stabilizing a battalion in the manner indicated.

Data Collection Instruments

Two types of instruments, namely questionnaires and interviews, were developed for this
investigation.

Self-administered questionnaires.

Battalion-level leaders. This questionnaire was administered to battalion-level leaders
(CDR, X0, S3, CSM, S1, S2, and S4) in each of the participating battalions. It contains
questions on background information of the individual, as well as items to measure unit
cohesion, communication, climate, performance, etc. It also includes items from the “360-
Degree Leader Assessment” instrument developed by the Center for Army Leadership (CAL)' to
investigate the leadership skills and behaviors of the command team. A copy of the Battalion-
level Survey is shown in Appendix A-1.

Brigade-level leaders. This questionnaire was administered to brigade-level leaders
(CDR, XO, S3, and CSM) and, in addition to requesting individual background information, asks
them to rate each of their participating battalions (i.e., stabilized and non-stabilized) using the
360-Degree Leader Assessment instrument developed by CAL. A copy of the Brigade-level
Survey is shown in Appendix A-2. '

Company-level leaders. This questionnaire was administered to company-level leaders
(CDRs and their 1SGs) in the participating battalions. It is nearly identical to the battalion-level
instrument, differing only in the following respect: Wording is varied in several items to make
them appropriate for the level of the soldier responding (that is, company vs. battalion). A copy
of the Company-level Survey is shown in Appendix A-3.

Interview guides.

Interview guides were developed at the beginning of the inquiry and used for Phases 1, 2,
and 3. For Phase 4, the guides were revised to include questions about the transitioning of new
individuals into the key battalion staff positions.

Battalion-level leaders. In each participating battalion the leaders (CDR, XO, S3, CSM,
S1, S2, S4) were individually interviewed. They were asked questions designed to obtain their
judgments of the probable effects of stabilization on several variables of interest (unit cohesion,
battalion performance, retention, their own jobs, etc.) and to elicit their opinions of the major

' CAL developed this instrument for use in assessing leadership capabilities in recent appointees to leadership
positions. The “360-degree" designation or title comes from the fact that the instrument asks individuals who are
occupationally related to the specified "assessees” in one of four possible ways (supervisor, subordinate, peer, or the
"assessees” themselves) for assessments of these individuals with respect to their leadership capabilities.




pros and cons of stabilization. The Battalion-level Interview Guide for Phases 1-3 is shown in
Appendix B-1; the guide for Phase 4 appears in Appendix B-3.

Brigade-level leaders. These interview guides include questions designed to obtain
(among other things) individual judgments from the brigade staff (CDR, XO, S3, and CSM) of
the performance of their stabilized and/or non-stabilized battalions, and the considerations that
influenced their judgments. The Brigade-level Interview Guide used in Phases 1-3 is shown in
Appendix B-2; the guide for Phase 4 is presented in Appendix B-4.

Company-level leaders. These guides include questions designed to obtain judgments
from groups of company-level leaders (CDRs and their 1SGs) of the probable effects of
stabilization in participating battalions using the same types of variables that the battalion leaders
were asked to consider. The guide for Phases 1-3 is similar to the Battalion-level Guide (refer to
Appendix B-1); the Company-level Interview Guide for Phase 4 appears in Appendix B-5.

Supplemental questionnaires.

A supplemental questionnaire was developed after Phase 1 of interviews with leaders in
order to allow for quantifying ideas that repeatedly emerged in those conversations. Battalion,
brigade, and company-level respondents completed identical questionnaires during Phase 2 and
Phase 3 of data collection. A copy of this instrument is shown in Appendix C-1.

A second page was added to the supplemental questionnaire prior to Phase 4, to collect
information about the individual’s experience during the transitioning of battalion command
positions. Battalion-level respondents completed questionnaires similar to, but more detailed
than, those completed by brigade/company-level respondents. Both versions of this instrument
appear in Appendix C-2.

Measures

Self-administered questionnaires.

The scales (with their associated individual items?) found in the battalion, company, and
brigade self-administered questionnaires that were used to measure the variables of interest for
this investigation are identified below.

The battalion questionnaire contains all of the individual items and the scales. The
company questionnaire contains the same items and scales, but with a different point of
reference. The brigade questionnaire contains only the 360-Degree Leadership Assessment tool.
The following is a list of scales with their associated items:

Communication. Organizational communication was measured using a five-item scale
with a Cronbach alpha of .72. Items contained in the scale assessed the effectiveness of meetings
and information flow between organizational echelons. Respondents rated the items on a 5-point

2 The items came primarily from previous surveys and/or were developed by the research team.




Likert scale from strongly agree to strongly disagree. This scale was composed of items lato le
in the Battalion-level Survey located at Appendix A-1.

Team Effectiveness. Three items related to the battalion’s team effectiveness. These
items included questions about the leaders’ agreement on their work priorities; the ability of the
battalion to perform its primary mission; and the ability of the battalion to solve any problem it
encountered. The reliability of the three-item scale was .72. Respondents rated the items on a 5-
point Likert scale from strongly agree to strongly disagree. This scale consisted of items 1fto 1h
in the Battalion Survey located at Appendix A-1.

Unit Pride. The two-item unit pride scale measured soldiers’ pride in their battalion and
their belief that soldiers play an important part in accomplishing the unit’s mission. The index
was based on the Siebold Unit Pride Scale (Phelps & Farr, 1996, p. 245). The reliability of the
two-item index was .59. This scale was made up of items 1i to 1j in the Battalion Survey located
at Appendix A-1.

Combat Confidence. The two-item combat confidence scale assessed soldiers’
confidence in their units’ combat skills. The measure had been previously used in DA pamphlet
600-69 as part of a unit climate survey. The reliability of the two-item index was .93. This scale
was composed of items 1k to 11 in the Battalion Survey located at Appendix A-1.

Learning Climate. The seven-item learning climate scale assessed the battalion’s
learning atmosphere. Some of the items asked if the respondents were given a lot of
responsibility in their work; if they were helped to learn from their mistakes; if leaders had
confidence in their soldiers, etc. The scale was previously used by Siebold in an investigation of
Multinational Force and Observers (MFO) (Phelps & Farr, 1996, p. 243). The reliability of the
seven-item index was .87. This scale included items 2a to 2g in the Battalion Survey located at
Appendix A-1.

Army Values. The seven-item values scale assessed the extent to which senior leaders
encouraged the Army core values. The reliability of the seven-item scale was .95. This scale
consisted of items 3a to 3g in the Battalion Survey located at Appendix A-1.

Quality of Training. The two-item quality of training scale assessed leader development
and collective training at the battalion level. The measure had been previously used in DA
pamphlet 600-69 as part of a unit climate survey. The reliability of the two-item index was .57.
This scale included items 4e and 4f in the Battalion Survey located at Appendix A-1.

Unit Training. This four-item scale assessed battalion physical training, MOS training,
common task training and equipment maintenance training. The reliability of the four-item scale
was .71. This scale was made up of items 4a to 4d in the Battalion Survey located at Appendix
A-1.

Leadership Cohesion. The four-item leadership cohesion scale assessed how well the
command group worked together as a team. The measure was previously used by Siebold in the




MFO research (Phelps & Farr, 1996, p. 243). The reliability of the four-item scale was .93. This
scale was composed of items 6a to 6d in the Battalion Survey located at Appendix A-1.

Command Group Coordination. This is a new three-item scale that assessed the battalion
command group’s ability to coordinate with the brigade. The reliability of the three-item scale
was .83. This scale consisted of items 6e to 6g in the Battalion Survey located at Appendix A-1.

Vertical Influence. The six-item vertical influence scale assessed the battalion command
group’s ability to influence the brigade’s attitude toward and decisions about them. It assessed
the battalion command group’s reputation, rapport with the brigade, and ability to get resources
from the brigade. The scale was adapted from the Upward Influence scale previously used by
Mael (1989). The reliability of the three-item scale was .87. This scale included items 8a to 8f
in the Battalion Survey located at Appendix A-1.

Affective Commitment to the Military. This four-item scale is based on previous work
by Meyer and Allen (1984; Allen & Meyer, 1990). The scale assesses the emotional attachment
a respondent feels for the military. A slightly reduced version of the original affective
commitment scale is used in this investigation. The reliability of the four-item scale was .82.
This scale was composed of items 114, ¢, i, and j in the Battalion Survey located at Appendix A-
1.

Affective Commitment to the Battalion. The three-item scale was modified to assess
affective commitment to the battalion. The reliability of the three-item scale was .88. This scale
consisted of items 11q, r, and s in the Battalion Survey located at Appendix A-1.

Continuance Commitment. This four-item scale is also based on previous work by Myer
and Allen. It assesses the cost to the person of leaving the military. The reduced four-item scale
used in this research originally contained eight items. The reliability of the four-item scale was
.88. This scale included items 11f, g, h, and k in the Battalion Survey located at Appendix A-1.

Job Motivation. The five-item job motivation scale was adapted from the work of
Siebold (Phelps & Farr, 1996). It assessed soldiers work ethic by evaluating their willingness to
perform extra duties; willingness to do a good job; feelings of involvement in the job; looking
forward to the start of the work day; and feelings about how well things worked in the
battalion/brigade. The reliability of the five-item scale was .78. This scale was composed of
items 14a to 14e in the Battalion Survey located at Appendix A-1.

Morale. The two-item morale scale assessed morale by asking respondents about their
current level of morale and the current level of the battalion’s morale. Reliability for the morale
index was .74. This scale was made up of items 16a and 16b in the Battalion Survey located at
Appendix A-1.

Leadership Style. Fifty-three items adapted from the Multifactor Leadership
Questionnaire (Bass & Avolio, 1991) comprise nine scales describing the leadership style of the
command group. The scales are as follows: Idealized Attributes (e.g., respect, trust, faith),
Idealized Behaviors (i.e., living one’s ideals), Inspirational Motivation (inspiring others),




Intellectual Stimulation (stimulating others), Individual Consideration (coaching and developing
others), Contingent Transactions (setting expectations, goals, and rewards), Management-by-
Exception — Active (correcting others), Management-by-Exception — Passive (If it ain’t broken,
don’t fix it), and Laissez-Faire (hands-off). Respondents rated the items on a 5-point scale
ranging from “not at all” to “frequently, if not always,” indicating how often the command team
does each item. The reliability estimates of the scales range from .77 to .93 (with the exception
of the scale measuring Management-by-Exception — Active). The scales were composed of
items from 9a through 9aaa in the Battalion Survey located at Appendix A-1. (For a description
of each scale, see Appendix D.)

360-Degree Leadership Assessment. These items were adapted from the Azimuth leader
assessment instrument developed by ARI and the Center for Army Leadership (CAL). Each
member of the battalion command group (CDR, XO, S3 , and CSM) was rated on a number of
variables to assess his/her leadership skills and leadership behaviors. These variables addressed
skills in the following areas: technical, people, tactical, conceptual, communication, decision-
making, motivating, developing, building, learning, planning, organizing, executing, and
assessing. These scales were composed of items 10a to10m in the Battalion Survey located at
Appendix A-1.

Supplemental questionnaires. .

Prior to Phase 2 of data collection, supplemental questionnaires were developed to be
used as an addendum to the original self-administered questionnaires. The supplement contained
15 items that elicited soldiers’ opinions on the effects of battalion stabilization, addressing such
issues as job factors (e.g., job performance, work relations, and job satisfaction), personality
considerations, family concerns, battalion consistency, and implementation procedures. For
Phase 4, items were added to the supplemental questionnaires to address issues related to the
manner in which command team members were transitioned into the unit.

Interview guides.

In addition to individual and unit demographics, the interview guides were designed to
obtain opinions from battalion, brigade, and company levels regarding battalion stabilization.
The questions posed to each respondent addressed the following: pros and cons of “hypothetical”
battalion stabilization; the manner of implementing stabilization and suggested ways of
transitioning new individuals into the unit; and potential effects of stabilization on the individual,
the unit, and the Army.

Procedure
To assess the evolving effects of stabilization over a 24-month period and to identify the
impact of a stabilized command group on the individual and the unit, four phased data

collections were planned, as follows:

Phase 1: May 1998 11 months after stabilization began




Phase 2: November 1998 17 months after stabilization began
Phase 3: May 1999 23 months after stabilization began

Phase 4: October 1999 28 months after stabilization began, at which time stabilized
teams would have been replaced

During each data collection, interviews were conducted and questionnaires completed by
battalion, brigade, and company command staff.

Analyses

The original data analysis plan included comparison of self-administered questionnaire
outcome measures across Phases 1, 2, 3, and 4 to identify any stabilization effects. Phase 1 was
to be contrasted with Phase 3 to identify trends that might support stabilization. Phase 4 was
collected to document changes in battalion climate as a result of the assignment of a new
battalion command group after the stabilized group had departed. For this purpose, Phase 3 was
to be contrasted with Phase 4. In addition, our plan was to examine differences in attitude and
behavior by echelon (that is, brigade, battalion, and company) to see if there was any variation
by level. Any differences in responses by TO&E and TDA would also be noted.

Because the supplemental questionnaire was developed after Phase 1 of the interviews,
the data were to be compared between Phases 2 and 3. Phase 4 information was collected to
identify transitioning process and procedures.

Interview data were to be qualitatively examined for differences across the four phases
of data collection and across echelons. The interview sessions were designed to supplement the
quantitative data from the self-administered questionnaires by adding explanations and
identifying other relevant issues.

Limitations of the Investigation

The investigation presented various limitations. One limitation was the very small
sample size (i.e., the small number of units involved). Another limitation of the research was the
number of other variables that were not controlled. For instance, because members of the
battalion command groups were not randomly assigned to the stabilized and non-stabilized
conditions, there was no way to estimate the probability that any observed effects were due to
stabilization and not to something else, like one’s prior experience. The same held true for
factors such as personality or style of the commander. In fact, in some cases when stabilized
groups were rated more positively than non-stabilized groups on certain variables, interviewees
specifically told us that the difference was due to some characteristic of the leader and not due to
stabilization.




Another significant, though unavoidable, limitation was the investigation’s inability to
control the scheduling of deployments. Because of operational deployments in the battalions, we
were not always able to collect data at the planned times, if at all. As a consequence, certain
battalions (i.e., OCONUS) had to be dropped from final quantitative data analysis.

Lastly, the inability to control personnel movement presented challenges. For various
reasons (e.g., transfer, retirement, promotion, training, etc.), battalion staff members were unable
to continue in their positions and, therefore, stabilization was broken in many cases.




Findings
Battalion Stabilization: Is It Achievable?

The first order of business in the investigation was to track the "stabilized" battalions for
adherence to the research design. Because of indications of flux (OPTEMPO, PERSTEMPO,
staffing changes, etc.) in the units, we were concerned about their sticking to the time schedule
for data collection and the possibility of their prematurely breaking stabilization. We found early
in the inquiry that adherence to the original design proved a major obstacle. The schedule of
data collection could not be maintained, and by the end of the 24-month period, nearly all of the
designated units had broken stabilization.

Tracking the Breakdown of Stabilization

Battalion stabilization was scheduled to begin in June 1997, but it wasn't until January
1998 that all six of the participating battalions became stabilized (see Figure 1). The seventh
battalion that was to participate was unable to stabilize its positions due to other commitments,
so it (and its matched non-stabilized battalion) had to be dropped from the research.

In addition to the late start, early in the investigation units began to break from the 24-
month stabilization guideline (see Table 1). The first was FORSCOM-2, which broke
stabilization in April 1998 (after being stabilized for 4 months) when the battalion CSM became
the brigade CSM. The two USAREUR units broke stabilization in June 1998. USAREUR-2
broke stabilization after 9 months by replacing the XO. USAREUR-1 broke after 11 months
when the XO was re-assigned to work on a MACOM staff, the S3 was moved to the XO
position, and a new S3 arrived. In October 1998 (after 9 months), FORSCOM-1 broke
stabilization when the battalion CSM retired. And finally, in April 1999, TRADOC-2 broke off
entirely from the investigation (after 20 months) because their units were disbanded to make
barracks available for incoming troops. '

In sum, stabilization was broken in six of the seven units that were designated to be
stabilized for 24 months in this research. Because stabilization was not maintained for the
designated 24-month duration, we needed to re-examine how to test for possible effects of length
of time battalion command teams remained together. This required the development of a new
time measure and the design of a new plan for data analysis.
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Table 1.
When and Why “Stabilized” Battalions Destabilized

Stabilized When Months
Installations Destabilized | Stabilized Reason for Destabilizing
TRADOC-0 Never 0 —
(non-participating) stabilized
FORSCOM-2 4/98 4 BN CSM became BDE CSM
(BRIGADE CDR decision)
USAREUR-2 6/98 9 XO DA selectee for training with
industry (DA, DMPM approved)
USAREUR-1 6/98 11 XO transferred to a MACOM
(DA, DMPM approved)
FORSCOM-1 10/98 9 CSM retired
TRADOC-2 4/99 20 Units disbanded for incoming troops
TRADOC-1 * 6/99 24 CDR & XO left
*only unit stabilized
for 24 month period)

Developing a New Time Metric for Stabilization

Obviously, the stabilized and non-stabilized experimental design would not work because
only one unit remained stabilized throughout the investigation. Hence, we decided to analyze the
battalions based on a new time metric: the length of time a command team (CDR, CSM, XO, and
S3) stayed together. This was calculated as the number of months between the latest start date
and the earliest end date for team members. The new time measure for each TRADOC and
FORSCOM installation is presented in Table 2.

To calculate this measure, we focused exclusively on Phase 3, the phase with the
potential for command teams having the longest time together. Because data could not be
collected from the USAREUR units during Phase 3 (due to troop deployments), they were
dropped from our quantitative analysis.

An examination of this time metric shows variation by type of unit. The stabilized
TRADOC units spent considerably more time together as a complete command team than did the
stabilized FORSCOM units (21.5 months versus 10.5 months). Likewise, the non-stabilized
TRADOC units had more command team time together than did non-stabilized FORSCOM units
(8.5 months versus 6.0 months). The indication is that there is a greater likelihood for
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stabilization to be implemented according to plan or to occur naturally in a TRADOC setting
than in a FORSCOM environment. ’ ‘

Table 2.

Average Number of Months Command Team Members Were Together
As a Team at Each TRADOC and FORSCOM Installation during Phase
3 of Data Collection

Months Together
Unit Installation As Team
TRADOC
Stabilized TRADOC-1 23
TRADOC-2 20
Non-stabilized TRADOC-3 12
TRADOC-4 5
FORSCOM
Stabilized FORSCOM-1 : 11
FORSCOM-2 10
Non-stabilized FORSCOM-3 7
FORSCOM-4 5

What Are the Benefits of Stabilization? Is It Useful?

We used the newly created time variable (time spent together as a command team) to
further analyze the effects of stabilization on the unit and individual. The unit and individual
outcome measures we explored included metrics of performance, cohesion, communication,
command climate and officer career development.

Using bivariate correlation analysis (namely, Pearson product-moment correlation
coefficients), we examined the relationship of the time that battalion staff members spent
together as a team with individual and unit outcome measures. We hypothesized that team
longevity would be positively correlated with such measures as cohesion, communication, and
performance. We also postulated that greater time together would lead to higher individual and
unit performance and better command climate. A correlation matrix of the results is presented in
Table 3.
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Table 3.

Significant Correlations between Time Together as a Command Team and
Leadership Ratings of FORSCOM and TRADOC Battalion Command Team
Members

Time Together as a Command Team

Rating Scales of Leadership
Skills and Behaviors FORSCOM TRADOC

CDR X0 S3 CDR

Brigade-level Ratings (n=8)*
People-skills 79

Battalion-level Ratings

(n=14%/19%%*)
Decision-making .62 .65 .55
People-skills .64 .68
Motivating .61 .64 72 .50
Communicating 54

Developing subordinates .54 54
Building teams 50
Executing plans and missions 61 - 46

Planning and organizing 58
Assessing one’s unit .73
Tactical skills 77
Technical skills .62

Company-level Ratings (n=14)*

Executing plans and missions 53
Building teams 53

*FORSCOM
**TRADOC

Although these findings are statistically significant, one must keep in mind the size of the
sample in this exploratory investigation (N = 14). Therefore, we emphasize that these
quantitative results are only those of a pilot investigation and not intended to be generalized to
the population at large.
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Benefits of Extended Tenure: Development of Leadership Skills and Abilities

After computing correlations on all the measures and scales defined in the method
section, we found that only the 360-degree leadership assessment items were correlated with the
new time variable. Moreover, the significant relationships for the XO and S3 appeared in the
FORSCOM units only. As shown in Table 3, the longer that their teams were together, the
higher the XOs and S3s were rated on their motivating (i.e., supporting, inspiring and affirming
others) and decision-making (i.e., making sound decisions and generating solutions) abilities by
the battalion command team. With reference to XOs only, the longer their team was together,
the higher they were rated by the battalion command team on tactical skills, assessing their units’
strengths and weaknesses, developing plans to achieve organization goals, executing plans and
completing assigned missions, and developing (e.g., teaching and counseling) their subordinates.
Distinct to the S3s, the longer their team was together, the higher the battalion command team
rated them on people-skills and technical skills.

Likewise, findings from evaluations at brigade level suggested that the command teams’
staying together longer led to improvements in S3s’ people skills, namely, interpersonal
relations. As viewed by company level, the longer the tenure of the S3s’ command team, the
higher they were rated on executing plans and missions to standard and on building cohesive
teams.

For the battalion commanders within FORSCOM and TRADOC units, leadership
attributes (mostly personal dynamics) emerged as significantly related to time together when
evaluated by battalion-level respondents. The longer their teams remained together, the higher
FORSCOM CDRs were rated on certain personal dynamic items (such as motivating,
communicating, and people skills), as well as decision-making. For TRADOC CDRs, the
benefit of longer time together with the command team was higher evaluations on other personal
dynamic items (such as team building and motivating), as well as executing plans.

As the only statistically significant correlations to emerge from analysis of the
questionnaire data, these findings suggest that the greatest benefit of increased team tenure for
both the FORSCOM XOs and S3s, and for FORSCOM and TRADOC CDRs, was the
development or improvement of leadership skills and abilities. Different dimensions of
leadership appeared, relevant to the different requirements of each position. With reference to
the XO position, findings revealed that increased time led to improvements in their performance
and cognitive abilities (e.g., unit assessment, tactical planning, and execution of mission). For the
S3s and CDRs, improvements were seen mainly in personal dynamics (e.g., people skills,
motivating soldiers and team building).
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What Individuals Think the Advantages of Battalion Stabilization Would Be for the
Individual, the Unit, and the Army Overall

Using interviews and supplemental questionnaires, we investigated the “hypothetical”
situation of battalion stabilization. We asked individuals at battalion, company, and brigade
levels questions such as: What would you say to having stabilization happen in your unit, or
Army-wide? Would it work? Do you think it is a beneficial thing to do? Are there any
drawbacks? Would you want to be a part of this plan? How should it be implemented? Should
all key individuals assume their positions at the same time? Should their arrival to the unit be at
staggered time intervals? Should there be an overlap between incoming and outgoing position
holders?

We further investigated whether views toward battalion stabilization would vary by level,
rank or position. For example, do battalions see the situation differently from brigades or
companies? Do current or prior XOs or S3s have greater insight and, therefore, different
attitudes because of being in or having been in those positions? Is this issue something that
mainly affects MAJs or do other ranks (e.g., LTCs, COLs, CPTs, or CSMs) have stock in the
decision or outcome? Is the attitude of FORSCOM different from that of TRADOC? How does
USAREUR evaluate the situation? These are some of the dimensions and aspects of stabilization
that were explored.

Soldier Opinions Regarding Stabilization

First, using the supplemental questionnaires, we investigated soldier opinions regarding
the effects of battalion stabilization on various aspects related to the leader, the battalion and the
Army environment in general. Individuals were asked to rate their level of agreement or
disagreement with 15 statements (refer to Supplemental Questionnaire in Appendix C-1.)
Although there was similarity across units and levels in response to several items, there were
some distinctions. Table 4 below presents statements for which there was agreement by a
majority (2/3 or greater) of the respondents in FORSCOM units. (For results from TRADOC
- respondents, see Appendix E).

Within both FORSCOM and TRADOC units, and across battalion, brigade and company
levels, respondents agreed with the statement: “Stabilization helps families by reducing PCS
moves.” In the interview sessions comments supported this finding. Soldiers stated that
stabilization helps by keeping families in one place longer and offers them more comfort in
knowing where they will be and for how long. In addition, soldiers commented that the Army
would save money because of less frequent PCS moves.

Within FORSCOM units at all levels, soldiers saw battalion stabilization as beneficial in
terms of fostering greater consistency, implementation, and commitment. Respondents agreed
with the statements: (1) “There is greater consistency in battalion SOPs and philosophy,” (2)
“AAR recommendations are more likely to be implemented in stabilized battalions,” and (3)
“Stabilization fosters job commitment rather than ‘ticket-punching.”” In open discussions
respondents stated that longer time together would foster continuity of behavior and a more
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predictable work environment. As involvement with team members increased, familiarity with
individuals and jobs would increase. And, the teams that developed would cultivate trust and
commitment among their members. Respondents stated that, especially within TO&E units,
stabilization would also allow more time for the implementation of new ideas and follow-
through on lessons learned from various training exercises.

An interesting finding that surfaced only at battalion level related to the impediments
created by personality conflicts. A majority from both FORSCOM and TRADOC units agreed
with the statement that with extended time in unit morale might suffer because of inescapable
personality conflicts. In qualitative comments, respondents identified personality clashes, poor
team dynamics and inferior individual performance as obstacles to deal with, especially in long-
term positions. In fact, they stated that personalities of the command group were more important
factors than the length of stabilization itself. They considered the strengths of the battalions to
be largely attributed to the qualities of leadership and the unique characteristics and experiences
of the individuals within the unit. Because of their direct day-to-day interpersonal involvement
with staff, battalion level may be more able to see the evidence of personality conflicts and its
impact on morale.

From the brigade perspective, longer tenure was seen as beneficial in terms of job factors,
namely, job performance, general work relations, and job satisfaction. Within the FORSCOM
units, battalion stabilization was viewed as improving the command team communication and
their attitudes toward and behaviors on the job. Soldier comments supported the idea of
stabilization aiding in team building and fostering cohesion. They explained that in coming
together as a group, team rapport and trust is cultivated among members. In addition, with more
time to learn the job and get to know the staff, individual and unit performance improves.

At the FORSCOM company level, we see the same job factors being identified by the
respondents. Interview comments also supported their belief of battalion stabilization as
fostering better team functioning, performance and satisfaction. In addition, the majority of
company respondents did not see the potential for negative effects from stabilization. They
disagreed with the statements: (1) “Longer job tenure results in fewer new ideas” and (2)
“Stabilization leads to stagnation and staff burnout.” Possibly because of their distance from
direct exposure to the effects of stabilization, the company respondents could not see the
potential pitfalls.

As with the survey findings, the results from the supplemental questionnaires must be
considered with caution due to the small number of respondents from each echelon.
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Table 4.
Supplemental Questionnaire Items on Which A Majority (67% or more) of the FORSCOM
Respondents Held Similar Opinions

Supplemental Questionnaire Item  Respondent's Agree %  Neutral % Disagree %
Level
Stabilization helps families by reducing BN * 79 14 7
PCS moves BDE ** 100 0 0
CO #xx 67 33 0
There is greater consistency in BN SOPs BN 79 7 14
& philosophy BDE 100 0 0
CO 100 0 0
AAR (CTCs and other evaluations) BN 71 29 0
recommendations are more likely to be BDE 80 20 0
implemented in stabilized BNs CO 93 0 7
Stabilization fosters job commitment BN : 71 7 21
rather than “ticket-punching” BDE 100 0 0
CO 87 7 7
Morale suffers because of inescapable BN 79 14 7
personality conflicts
Longer tenure improves job performance BDE 100 0 0
CcO 93 7 0
Communications & working BDE 100 0 0
relationships within the command team CcO 80 13 7
is improved
Longer service in XO and S3 positions BDE 80 20 0
increases job satisfaction of the CcO 67 20 13
individuals in those positions
Longer job tenure results in fewer new - CO 0 20 80
ideas (fresh blood)
Stabilization leads to stagnation and CO 0 27 73
staff burnout
* BN (n=14)
** BDE (n=5)
*** CO (n=15)
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Overall Pros and Cons of Stabilization

Although a wide range of responses was represented in the interview data, the opinions
did not vary across time, unit, or level. After reviewing comments from Phase 3 data, we
compared them with those of Phases 1, 2 and 4. No differences were found across time. Next,
we explored responses from FORSCOM units and compared them to TRADOC and USAREUR
units. Again, comments were very much alike across units. And last, respondents from
battalion, brigade and company levels addressed similar issues although the perspective varied
by the amount of exposure each level had to the situation. The potential benefits and pitfalls of
battalion stabilization as identified by our respondents are presented below.

A number of our respondents stated that stabilization could be a good thing. The
following are some examples of their comments.

Pros

It would allow more time to learn the job, the style of the individual members,
and how to function as a team. As a result, individual and team performance could
improve.

More experience and skill development as Majors would result in better
commanders.

Longer tenure would allow more time for implementation and follow-through
with lessons learned from earlier AARs and CTC rotations.

Stabilization could be viewed as a career enhancement by giving Majors an extra
ticket-punch at branch-qualifying positions.

Longer time together means less time spent training new officers and adapting to
new leaders and changing SOPs. This translates into more time available for planning,

mentoring, and training in the field.

Stabilization adds regularity and consistency to one’s environment. A more
predictable work environment can lead to less stress and higher job performance.

More time together provides more opportunity to learn brigade, as well as
battalion, policies.

Increased team building and improved communication foster a greater sense of
trust and cohesion.

Fewer PCS moves could lead to better soldier and family morale and, thus,
improve retention.
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Conversely, some respondents addressed potential problems with stabilization. Their
comments are reflected below.

Cons

Stabilization may be difficult, if not impossible, to implement Army-wide.
Factors, such as frequency of deployments, would need to be reckoned with. In
USAREUR units especially, OPTEMPQO would have to be controlled, which probably is
not possible. A change (such as holding certain positions constant) in one part of the
system affects the Army as a whole.

Twenty-four months is too long for an XO or S3 to serve in these positions. It
could lead to stagnation or boredom for some officers, coupled with fewer fresh ideas and
new perspectives coming into the battalion. For others, it could lead to burnout and
higher stress, depending on the pace associated with the job.

Stabilization could have negative results for officers having to stay too long with
the "wrong" team. If you were unfortunate enough to get a poor commander or
unproductive team member, it could mean too much time in a bad situation.

The situation has potential to create a “have” and “have-not” environment, where
some reap the benefits while others suffer. Because there would be fewer opportunities
to become branch-qualified in an operational unit, officers may end up leaving the Army.

Too long in one position means officers would lack training and experience in a
variety of positions, thus, resulting in commanders who are less flexible and adaptive.
Therefore, the Army’s effectiveness could be reduced because leaders would be less
cross-trained and, hence, less qualified.

Some respondents saw no effect from stabilization or noted other factors as being more
important. These are identified below.

No Effect or Other Factors

Unit effects depend more on the personalities of the command group than on the
duration of time together. Individual skills and competencies and quality of leadership
are the main contributors to unit cohesion, communication and performance.

If OPTEMPO is high, stabilization will be difficult to maintain. In TO&E units,

especially, there will be a problem with frequent deployments. Therefore, the real issue
is whether it is possible to maintain stabilization in the current OPTEMPO environment.

Personnel transfers, promotions, and retirements will affect battalion stabilization.
These actions cannot be restricted for the sake of stabilization.
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The intensity of the interaction needs to be considered. When leaders come
together for CTC exercises, they quickly bond as a team to maximize group performance.
This short-term behavior can prove as beneficial, or more so, than long-term day-to-day
interactions.

Stabilization appears to be less of an issue in TRADOC units because the
environment is more structured than in FORSCOM. XO functions in TDA units are not
as dynamic or intense, therefore stabilization is not as critical for this position.

OPMS XXI might change the situation. When OPMS XXI is implemented, it
may markedly reduce the number of Majors on the Operational track. Then this
stabilization plan could be implemented more easily and completely.

For officers who have been in for 12 years, this will have no effect on retention.
They have already made their decision to stay. Officers’ decisions to stay or leave are
based on numerous reasons, many of which are more important than stabilization.

The effect of stabilization depends on whether its application is rigidly enforced.
If it is, stabilization may work. If its application is not rigid and systematic, stabilization
may benefit the individual but not the organization.

Overall, it won’t make much difference. In the real world, things are always
changing. You don’t know what situation you will be expected to react to, so having to
adapt is how you operate anyway.

Method of Stabilization

Rather than transferring all command team members at once, staggering the arrival of
officers into a unit appeared to be the method of choice. Suggestions for the manner in which
the staggering should occur varied by individuals. Some saw the XO and S3 transferring in
alternate years. Others saw the commander and XO transferring together and the S3 and CSM
transferring together in the alternate year. Still others recommended a two-year tour of
combined S3 and XO experience. That is, one year the officer would serve as S3 and the next
year as XO within the same battalion.

Respondents identified benefits from staggering, namely, retention of institutional
knowledge within the battalion, maintenance of consistency within the command group, and less
disruption for the troops. Transfer of knowledge would be smoother if one command team
member remained in position to transfer information to other replacement command team
members. Moreover, the level of unit functioning would remain more constant, and the unit
would experience fewer disruptions.

In addition to staggering the arrivals and departures of different battalion staff members,

overlap in each position was identified as necessary. Otherwise, respondents felt that command
teams would end up with untrained replacements and/or officers playing dual roles.

21




Implications

The purpose of this research was to explore the feasibility and desirability of extending
the time that field-grade officers would spend in battalion command teams as either the XO or
the S3. As a means of exploring this issue, two sets of questions were posed using
questionnaires and interviews. The first set addressed the aspect of feasibility of extending
battalion staff tours; the second set addressed the desirability of stabilization by looking at
benefits for the individual, the command team, and/or the unit.

Feasibility

Our initial research design was to be an experimental application to test for the effects of
stabilization. Early in the investigation, all designated "stabilized" battalions, except one, broke
with the stabilization design and, therefore, the experimental application was abandoned. The
reasons for breaking stabilization were many and varied, including the transfer, promotion, or
retirement of battalion staff members during this time period. Regardless of the reason, the main
point is that stabilization could not be maintained for the duration defined in the investigation.
This finding yielded an unanticipated yet very important discovery, that is, that stabilization of
battalion staff is a challenging undertaking. The implication of proposing the implementation of
this plan Army-wide is that it may meet with similar obstacles as were encountered in the pilot
investigation. With increasing frequency of deployments and personnel transitions, such a plan
may prove difficult, if not impossible. Comments from respondents in interview sessions
supported this notion. They questioned whether stabilization could be maintained, especially in
units with high OPTEMPO.

Desirability

In order to explore the issue of the desirability of battalion stabilization, a new time
measure (i.e., time with command team) was created and its relationships with outcome
measures (e.g., performance, communication, and cohesion) were investigated. We found that
the longer individuals served together as a command team, the higher they were rated on certain
leadership skills and abilities. These findings were mainly self-evaluations by the battalion staff
itself. For the S3s in FORSCOM units, the staff saw more time related to higher ratings on
decision-making, technical, and people skills. Brigade- and company-level respondents saw
benefits to the development of people skills and team building with greater time together. For
the XOs in FORSCOM units, more time with command team meant higher battalion ratings in
the areas of assessing, planning, executing, decision-making, and tactical skills. The implication
is that more time may benefit S3s in dealing with troops (namely, in interpersonal skills and team
building) and XOs in dealing with daily operations (namely, assessing, planning, executing). For
CDRs in both FORSCOM and TRADOC units, more time together as a command team meant
improvements in interpersonal dynamics.

When asked their opinions about the proposed "hypothetical" battalion stabilization,
leaders identified pros and cons. They saw it reducing PCS moves for the soldier and family,

decreasing stress, improving morale, and saving the Army money. The benefit of greater unit
consistency and higher likelihood for implementation of recommendations yields a more
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predictable environment and broader learning experiences. Respondents saw a positive influence
on job performance, work relations, and job satisfaction, as well as a potential negative influence
on unit climate if personality conflicts arose. Stagnation and boredom were a consideration, as
well as burnout and high stress, especially in high OPTEMPO units. Some foresaw a reduction
in the variety of positions officers could hold, thus, resulting in less adaptable, versatile future
commanders. Still others envisioned limited opportunities for Majors with the decreased number
of branch-qualifying positions available.

The practical implications of this research are as follows. First, stabilizing XOs and S3s
within battalion staff for 24 months has potential organizational and personnel policy difficulties.
With increasing OPTEMPO and PERSTEMPO, the difficulties are magnified and feasibility
questioned. Second, results reveal a connection between time together as a command team and
development of or improvement in battalion staff members' leadership skills and abilities
(mainly interpersonal and unit operations). Although benefits are gained from increased time,
the duration of that time is not clear. Twenty-four months may not be the magic number, but the
exact number is still open for investigation. And third, opinions from respondents indicate that
stabilization can have both positive and negative consequences for the individual, the unit, and
the Army. Although it may increase predictability and opportunities for implementation of
lessons learned, it has the potential to heighten burnout or stagnation, depending on the
environment. The potential benefits as well as the shortcomings need to be considered when
evaluating the desirability of an Army-wide plan.
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Appendices A-1 through A-3
Self-administered Questionnaires
Please note: Appendices A-1, A-2, and A-3 present battalion, brigade, and company-level

surveys administered to FORSCOM respondents. The corresponding TRADOC surveys
were similar, except for the omission of references to the S3 position.
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Appendix A-1
Battalion-Level Survey

Form FORSCOM
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PT 6011

November 1998

FORM FORSCOM

Battalion



Instructions

Purpose: This questionnaire was designed by the U.S. Army Research Institute to obtain
information on the battalion functions of key unit personnel.

USES: All information collected in this questionnaire is confidential. It will be used for
research designed to inform program and policy decision-making.

PRIVACY: Under no circumstances will any information that identifies individuals be
released to anyone. If you are providing ratings about someone eise, your input will be
absolutely confidential. No one outside the research team will have access to individual
data. Although we ask you to identify your duty position and rank, the purpose in doing so
is to learn more about the way leaders in different positions perceive each other. Your
answers will be combined with answers from many others and used to show how different
groups perceive the functions of key personnel in the battalion.

Your participation in this Survey is voluntary, and you will not be penalized should you
decide not to respond. You may skip any questions to which you object, but please
answer questions honestly. Your answers are very important because they represent
many other individuals like yourself.

AUTHORITY: Public Law 93-573, called the Privacy Act of 1974, requires that you be
informed of the purpose and uses to be made of the information collected. The
Department of the Army may collect the information requested in this survey under the
authority of 10 United States Code, Section 2358.

* Use a No. 2 pencil only.

* Do not use ink, ballpoint, or felt tip pens.

* Make solid marks that fill the response completely.
|+ Erase cleanly any marks you wish to change. = |
* Make no stray marks on this form.

CORRECT: @ INCORRECT: K@ ®




2

S

YOUR BATTALION AS A WHOLE

battalion.
&
X
&
& &
: & &
a. In my battalion, the meetings I attend accomplish their objectives. OO
b. 1get all the information I need about what is going on in other elements
of my battalion................. cereernsta s R AR bR OO
c. Information that comes up to me from comp_any level though formal
channels is almOst AlWays ClEAT.........ccvvvereeemereeremsrensmsscisssssssansaessens <o O
d. The information that comes up from company level through formal
channels is almost always aCCurate...........ocveureeeresrersenes cetrerreeeasaesenneen OO
e. My battalion is willing to try new or improved methods of doing things. o0
f. Leaders in my battalion are in agreement about their work priorities. OO
g. My battalion is capable of performing its primary mission right now. (0 O
h. My battalion can solve almost any problem it eNCOUNETS.........ovrvvvesnreres O O
i. The soldiers in my battalion believe they play an important _
part in accomplishing the MISSION............rermrrsrsemsissssssssssssssssssssssssssesnes o O
j. Soldiers are proud to be in my battalion............ verveenaens cerreesans s st sne e o O
k. IfIhad to go into combat, I would feel good about going w1th
my battalion................ ereveaeensrereaens ceeeereresaererss e aassaes rerereresaersaesraees o O
1. Iwould trust my life to the combat skills of the soldiers in my battalion, (> O
2. In my battalion:
a. Iam given a lot of responsibility in my work............. reteereseesaesarennanes v O
b. 1am encouraged to do things on my own even if I sometimes
make mistakes.......... reeevenes reetereeseenssaeneresaearenes veerterensenenssenaes crevreeenennas OO
c. Igetfeedback from my leaders on how well I am doing........... verrenrerenenas OO0
d. The emphasis is on getting things right, and not just on
looking good........... e vt ceesten et et o0
e. Iam helped to learn from my mistake........c.coevverecensnees verreeaersnenenesnenens OIS
f. The leaders have confidence their soldiers will do their jobs right. o O
g. 1am provided with guidance and direction when assigned new duties. {3

1. Indicate your agreement or disagreement with the following statements about your
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|
3. To what extent do senior leaders in this battalion 2
encourage the following Army values:
a. Loyalty....ccccorvveennnns creerreeeerenanerennens
b, DUty
c. Respect........ccuuuu.ee. et
d. Selfless service..........ccuu.u.. erennes cereas
€. HONOI....cccoviiiiereiectticieeeceeceeeeaeenne
f. Integrity............. rreerear e e sressnraeseneans
g. Personal courage.........ccccerecrnrnenncee.
4. Indicate how you rate each of the following types of training in
your battalion.
& 5 s
S £ & 3
Fofesdyd
S Sy 8S
& F 8 o &
A 35° L TS
AY ,é, %\ 3
a. Physical Training (PT) ;’ {j ( \” 4
b. MOS Training.........ccevevnincriniisnerinnissssissenn. veneenes O G O (; OO
c. Common Task Training (CTT) .......................................... OO O {;} O ;’T}
d. Equipment Maintenance Training..........cecoeeeeueirevinnvencnnes OO0 O ¢
e. Leader development..........cccoeveccirreencnne. ettt SOOIV
ive train | SRR RS
f. Collective training...........ccuene. ST cerereeeeanns vreeerneeneens o0 000
5. Describe how well prepared your battalion is to
perform its wartime mission?
~{Very well prepared - ”
{JWell prepared
{“Moderately prepared
{ONot well prepared
e prep
{/Not at all prepared
.




N .

MY BATTALION COMMAND GROUP

This section asks about leaders in the following battalion-level positions: CDR, XO, S-3 and CSM.
These four individuals are referred to in this questionnaire as the battalion command group.

Please mark below how well you think the Command Group in ybur battalion has been functioning.

&
&
& § &
6. The members of my battalion command group (Cdr, XO, S-3 §‘ .é,;z' ‘g" § f
and CSM): fFEF LSS
a. work well tOZEther a8 & tEAM......vumrurnsussussssssssenssensessnsssssnessenss OO O O
b. pull together t0 get the JOb dONE.....covuwuuuserimriirmmmssrmsssserisscennasces O C O OO
c. really care about €aCh OhET..........vvvvrersssseereseressmsssmssssssssassssssssssssss OO OO
A, TUSE €ACH OtHET.u.vureerrecrreceerseneeenmessssssssissenssassssssssssssssssssassassness o OO0 O 0
e. get along well with brigade headquarters............. SR OO O O O
f. keep the battalion in good standing with the brigade _
HEAAGUATETS ccvvvereeevssssnrensssssssssssssssssssrsssssssssmssssssssssssassssssssssesees OO0 C O OO
g. get what they want (e.g., resources) from their brigade................ OO0 C e o

7. Listed below are some activities on which your battalion command group might find
itself spending more time than when you first joined the battalion and other activities on
which it might find itself spending less time now.

-cé,
S
&
)
e & o
& F$
$ § &
a. Revising established unit SOPS......cooowveeeeemerusrisssiinsnsssessisssiesec. oS00
b. Observing COMPANY EVENLS.......cocriiisinsiusesssssssssssessssssssisissasasanens S Oe
c. Interacting with "outside agencies" that affect the welfare
or productivity of the battalion.........cceemisisssssenssieninssinsinnen. SO NY
d. Engaging in "fire fights" generated by outside taskings................. oD O
e. Planning for upcoming complex training exercises or
Other 1arge-Unit EVENLS.....cc.veereeeeuscrscrsisiirensisssssssssisensessesasinennes o OO
~f. Solving 1eCUITiNg PrODIEMS.covuusevvvusrivisssimsesimsssrisssers e eess o0 G
g. Training its MEMDETS.....ccovueunsmaresuermsuacs veseesaresressisasessssnesaesassserasans OO0
h. "Staffing" problems that arise from the COMPANIES.......coovvueerssecesss SO S
i. Trying to understand what the commander wants done......cccevurnnene o0 0
j. Working mainly inside the headquarters building.......ccovvereenruenens o0y 0y
L aad s




e mm

- 8. My battalion command group (Bn CDR, XO, S-3, CSM): 4
[

- .

L]

]

e

-l

- a. Performs effeCtiVely.......covirimrniiineneiireneecsccserciee e .

- b. Is known as a high-performing group........cccocccenvvivrnrencnniicnennnnas

- c. 'Can solve any problem it ENCOUNLETS........ccccevrerreererreeseenseesernaeeenees

- d. Gets along well with its brigade headquarters.........c..cecevvevrennirnnenne.

- e. Keeps the battalion in good standing with the brigade

- headquarters.......ccoeevreeueirniiniennnn cerereebe b s ae OO .
- f. Gets what it needs (e.g. resources) from its brigade..........c.cccueuvenune. Oy O Oy
L

- .

- 9. For the questions below, indicate how often you think the members of your command group
- (BN CDR, XO, S3, and CSM) do the following things:

-

- K
- S
- 2 &Qa'
- s S ¢ &8

- RN N

‘- § & ‘95 &

- a. set high standards............... ceteeererenteesanesnes reterereenenre e S0 0 000

- b. are proud to be associated with each other....................... S0 000

- c. allow performance to fall below minimum standards

- before trying to make improvements..........ccoveevverenererens SOOI S

- d. emphasize the importance of being committed to the

- battalion’s beliefs........vivvivesccicvsceee. 5y O O O

-— e. focus attention on mistakes, exceptions, and deviations

- from standards................... cerererneeneee vrerasens reereentenasiane OO0 000

]

- ST TR TR D G——ee o S O SN O BN O BE O

- g. clearly communicate what each member needs to do

-— to complete assignments.........oceeeeveveencncs reersteneraesetsaeas o000

-— h. emphasize the value of questioning each other's ways

- ~ tosolve prob]elps........ ............... reesreerre et snns o0 0

- i. avoid dealing with problems............ veereenresaaenes ceereenieenens SO0

a j. listen to each other's concermns...........covvvvvireccciinnnnnen. SO S

-

L k. delay taking action until problem becomes serious......... o000 0

- 1. go beyond their own self-interests for the good of the

- DAttAlioN. .....vverereererererneeeererevenenes O e aenes SIROIRY

- m. closely monitor each other's performance for errors........ OO

- n. display conviction in the Army's ethics and values............ s OO

- o. work out agreements about what's expected of each other. {3 {3 (3 3 (O

-

- & &




- --
L)
.
]
L
L]
-
-
— p. generate exciting future PoSSIDIILES......occovivinmmimmiemsssisssiiseninens
- q. motivate each other to do more than they thought they
- could do.......... feeeetetereetere s ettt eteae et be et bR a s R e R e b et e
— . encourage each other to rethink ideas.......c.coveneee veeesresseesnns
- s. fail to follow-up requests for assistance from each other...........
— t. focus on developing each other's capabilities.........cocovvcncnnn.
-
- u. talk about what we've done wrong but not what we've
- done right............. eevertesteeseesseesseeseessessesseestessestessseeraeeseestenseraerene SIS NG IS
-— v. display extraordinary talent and COMPELENCE. ...cvuurmsermsersscrsesens. OGO
- w. spend time dealing with immediate Cerises...........co.cou.s rerenenens O C C O U
- x. clarify the core reasons for our existence and purpose
- S AN ATTIY....cocovciniiririnniiiresissnssesessesssenesesssssssssases rrereeeeeeseees OO0 0 0
- y. provide each other with assistance in exchange for each '
- MEMDET'S €ffOTT..ieeetreirerrreeesriererresesenesseesessssssesssensssssssssssssenass SO GIRGERS
-
- z. talk optimistically about the future............... cernnanians e OO0 0 ¢ O
- aa. heighten our motivation t0 SUCCEEM.....cocuremeremcsesisusinuiinnreninisnnnnns SO O OIS
- bb. try to find better ways to do things...........eeveucueens reesenereneen e SIOOIRS.
—-— cc. avoid making decisions................... R ceeetee et as SO \
- dd. spend time teaching and coaching each other..........ccccceverunen. SOOI S
-
- ee. wait until things have gone wrong before taking action............ o000 0
- ff. behave in ways that build respect for one another.........c...c...... o000 0
- gg. track each other's MiStakes.........coceeveurmcsieccininninisssinnnnisnnnes o000 0
- hh. talk about how trusting each other can help overcome our
- ) d%fﬁcu]ties ...... vesesssesesnsasasaersassrsnsasasonssntase veussesnissansssressnsnsesstsanis oo 0o Coo
- ii. discuss the level of performance they expect from each other. (5 v 9
-
- jj. talk enthusiastically about how the Battalion achieves its
- mission.......... eveeeereeeteseseaseaeeaseeasaseasaenaesnenesasasasae b ssaebesasanantes OO O 00
. kk. encourage each other to do more than they expected they ,
- * could do.......eeven. coerveereeeans ceeeseasseesaeens eereeeesenesasssssas e s sansansans o0 000
3 - 11, seek a broad range of views when solving problems................. o0 O 0O
== mm. delay responding to urgent requests from each other OO0 O OO
- nn. treat each other as individuals with different needs, abilities,
- “and aspirations.......... cersrereeenas reerreretaenerreseaes ceverersereeneaneans OO OO G
L
]
]
L]
L]
L]
-




0o. show that they are firm believers in "If it ain't broke, don't fix it."
pp. display confidence in €ach Other........covirinieininnnnisininnee,
qq. direct attention toward failure to meet standards...........cccoeevveve
1. emphasize the importance of having a collective sense of
TUSSION.ceveeeureereseeeneseresersestensssasseisasssaeanessas s s st s st sttt
ss. recognize member and/or battalion accomphshments....... .....

tt. provide each other with a positive view of
the fUtUre...coccveiivinirnectrerneeeneeaene rrereeesteset e raes
uu. look at problems from many different
ANGIES...ovviirnrirrernininieee e ceerersaenaeens reeteeente e eaeaanaes
vv. help each other learn new sKills.......cccocevevervenininnnnnnes SN
ww. have confidence in €ach Other.........oeueinmiiieniicnncniciie
XX. expect us to be a high performance battalion................... veeeeennens

yy. can solve problems they enCOUnter.........ocovieinemensisensinnne e
zz. can face unexpected problems and handle them...........ccccccoceeuee
aaa. work hard to fulfill the battalion’s responsibilities............cceueu..

W




- 1
o THE BATTALION COMMAND GROUP--INDIVIDUAL MEMBERS 7
L]
— 10. This section asks you to provide your honest ratings of the effectiveness of the members of your
- command group in "leadership skill and "leader behavior'' areas.
- Please compare the members of your command group to others that you have known in similar
- command or staff positions.
- If you have not worked with the individual(s) listed below enough to form an opinion of their
- performance, please mark (Don’t Know).
— If you are a member of the command group, the answer you provide for your position will be
- treated as a "'self-assessment''.
L}
- &
- &
- ©
- 5
- a. Handling the technical-skills parts of the job (fully 5
- understands the capabilities and limitations of N A
- equipment in the unit; demonstrates knowledge of PO 4,5 f oéf
- basic soldier skills). AP S
- & o & &
voL& A
- Battalion Commander PO GGG IS
= Battalion XO.......covrverecernneninnrenieniessenesrasessessnissnisssssossessassseses O 000
- BAHAION S-3.vvvvevnmsmessssrrsssssssssssssmssssssssssesseereseessssssssssssesssssssseses OO0
- - Battalion CSM......ocvieeiirereenrenrerenersssesnssensesesssesesssssesessessessesssnes OO OO0 0
-
|
- b. Handling the people-skills parts of the job
- (demonstrates effective interpersonal
- skills, listens attentively, demonstrates concern
- for individuals).
L}
- Battalion Commander OO OIS oI OIS
m BAHANON XOuerooroosorsossors o sosossesrs s 585588388
- Battalion S-3..eeveceiereierreerietessesesssssessssssessesssssensessessesasssssesareses N NN N oy >
mm Battalion CSMo.meeseseeesssssseesesree s 5 O O O OSSO
3 - % B s - S’ e Sl
L]
-
b ]
-
L
L
L]
L}
-
L
L}
L]
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mm
c. Handling the tactical-skills parts of job (applies
appropriate tactics, techniques, and procedures
(TTPs), knows how to integrate and synchronize

tactical assets).
Battalion Commander...........ccocovvuviereviiercrinninnnes
Battalion XO.......... reeteteet ettt st e reate veerersesesesees
Battalion S-3.......ccceeviiinmrincnrieen et
Battalion CSM.......cooceininiiinninriicicnienieesnessneanans creeenens
d. Handling the conceptual-skills parts of the job (thinks

through decisions, recognizes and balances competing

requirements, uses analytical techniques

to solve problems).
Battalion Commander.........cccccenirniiniciineenninencinsnens R
Battalion XO............. N reerereere et
Battalion S-3......c.ccccciimeiiniinieceessssa s
Battalion CSM.......cccceomvvirrrerncnnnnene creereeesnasesaens rersessreeneniins
e. Communicating (provides clear direction, explains

ideas so that they are easily understood, listens well,

keeps others informed, and writes well).
Battalion Commander..........cccvvvvinnnnnnieiinensensenns cesereaeeaa
Battalion XO............... v veeeeenns rrereee ettt ae e
Battalion S-3.......cccoeueee ceereeeeeesennes R teeererserarereaes eeeevsnneens
Battalion CSM.......cocevevivennenrenreniennnnnenne eereneenennes vreseernesnenaes

. Decision Making (makes sound decisions in a timely

manner, includes all relevant information in decisions,

and can generate innovative solutions to unique problems).
Battalion Commander.................... reetese et reeas
Battalion XO........... vt renes v creerereneeneasans
Battalion S-3.......... v et rrenesereentete e
Battalion CSM.......ccecuninirivinicnnnsnnnnecisnsinesssssessenns
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g. Motivating (creates a supportive work environment,
inspires people to do their best, acknowledges the
good performance of others, and disciplines in a firm,
fair, and consistent manner).

Battalion COmmEander.........cccvvrueerrerrreeerieeereesscsnsssosssesssnensanes ‘
Battalion XO...oveeeereieirrnrnreeinencneerieessseeneesesesses reeereensennnsnssesens

h. Developing (encourages the professional growth of

subordinates, is an effective teacher, uses counseling
to provide feedback, provides the opportunity to learn, and
delegates authority).

Battalion Commander.........cccocceererverveereneecnee teerrereeenssrrsnienses
Battalion XO....cccciveirenerrecrnnnees vereeeres eteeereeessssnnsansnnnnaens verreees
Battalion S-3....ccccvveiiicinniennnns rerrrrerrensarrreeaeene tererasesnnrerranenrenes
Battalion CSM....ccccoeeunns terrerrersesssntasesnrraneesenn cverereeeeseans -

i. Building (builds cohesive teams, gains the cooperation
of all teammembers, encourages and participates in
organizational and unit activities, focuses the unit on mission
accomplishment).

Battalion CommAaNAer.......ccoceeevierieerieersieeescessesssersesssans eeenee
Battalion XO.....ccceee.. teeevereesnrerasreesseneneresnnnes tereeesreresansnssssnens
Battalion S-3...ccicicrerrererereeccecssreneeesosennernnee revnmessistsenerasenreaees
Battalion CSM...cccveveieerrerrrisennerennreesnseens reeresnsnerenns vereeerreenne

j. Learning (encourages open discussion that improves
the organization, willingly accepts new challenges, helps
the unit adapt to changing circumstances, recognizes
personal limitations).

Battalion Commander.........ccccveveeerreeerereecerneeeecssseressessssssesssnns
Battalion XO.....cccouverennnns teerererrssrereesarenissesnrnnes veeveene veerennaneeens
Battalion S-3.....cccceverenene cereerenes S ceeeeaeaaenea
Battalion CSM............... reenreeeresrecasraessarnaraees reerereenreeesensesenns
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k. Planning & Organizing (develops effective plans to
achieve organizational goals, anticipates how different
plans will look when executed, sets clear priorities,
willingly modifies plans when circumstances change).

Battalion Commander..........c.ceccuveeeeerueerene trereseeserarrereeanennns
Battalion XO......ccceveverivivveerienns reererreererenaeerane verrreeseesrnraenanns :
Battalion S-3.....coveeerreneeereecreeeeeneens rereesereresreeeeeeraeeenees
Battalion CSM.......ccvvmeereeeiirnnenneeerereeenees teeeeesesssnrerseressrnneanans

1. Executing (completes assigned missions to standard,
monitors the execution of plans to identify problems,
capable of refining plans to exploit unforeseen
opportunities).

Battalion Commander.................... treesesaeneene tevresssnresasaens eereees
~ Battalion XO....... ererreererseeseseressresennenne ereereeenas verenernenens ceeerenes
Battalion S-3....cocceveereeeerereeenrrereneeenersansens reesesersanrnreerenserarraaias .

Battalion CSM......ocevevieiieeeeerereeeessssresssssssssassessesasssssesasassrssssns

m. Assessing (accurately assesses the unit's strengths and
weaknesses, conducts effective in progress reviews
(IPRs) and after action reviews (AARs), takes time to
find out what subordinate units are doing).

Battalion Commander.........cccecvvurereirreeecrrninesessesessenssassosnessnne
Battalion XO....... ceereeeesnnees vereeerenneranes reeresnns erereererereennnearnes
Battalion S-3......cccccceeuene crereteeeereeesaeenanne veeesseessanessieseesnnrasanens
Battalion CSM......cccoeceeevvinnnenne. ceereeeseeseren terrereesesseneraneerisene
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YOU AND YOUR SITUATION

How strongly do you agree or disagree with the following
statements?

My skills and abilities equal or exceed those of

MY CO-WOTKETS.coocuiteteitinnienististseiseasnsisessiasis s sasessescnss
1 did not experience any problems adjusting to my current job........
I have all the technical knowledge I need to perform my job............
I feel like "part of the family" in the FIET] V12t OO
The military has a great deal of personal meaning for me.................
It would be too costly for me to leave the military in the

NEAT TULUTC. cevevereeeeeeereeieenesseestrsestesreneissssessessessassensssesansassssasanns
I am afraid of what might happen if I quit the military without
having another job lined up.....ccc.ccvevemninniiiinininnnnenes vessrrsrenaees
Too much in my life would be interrupted if I decided I wanted

to leave the MIlitary NOW.......cocvceeervecnnininnennninnienssnesssssencsnsssssnnenss
I feel a strong sense of belonging to the military.........coevvueveennnene
1 feel emotionally attached to the military........ccoeveemeicncnniinninn
One of the problems of leaving the nnlltary would be the

lack of available alterNatiVeS......ccoevierirmereresivinnscsesomisisnncsieceane
When someone criticizes my bngade it feels hke a

PETSONAL TNSUI . vvoreeeeineiaiineeieet st

. When I talk in my workgroup about my brigade, I usually

say "we"instead of "they"......cmmimmirecii
My brigade’s SUCCESSES are MY SUCCESSES...cuuuiuiurrrmmmnmsmsessessnsatsrasas
When someone praises my brigade, it feels like a personal
COMPUIMENL.ccreriitiietrenttennserees sttt s
I feel little commitment to my brigade.........ccceveerenrennresisnnniinininnens
1 feel like “’part of the family" in my battalion.........ccocoenieininninninnns

_1feel emotionally.attached to. my battalion..........cccereemsersiesneniienne

I feel a strong sense of belonging to my battalion.........ccceeeveeuennnnn.
SKIP THIS ITEM......coniierenrncctsismssnisssnssssssssssssesssesssssnesssiess
My values and my brigade's values are similar........c.oeeeuresenceneene.
Information that comes down from brigade level through

formal channels is alMOSt AIWAYS ClEAT.......cceurerecuremsersrsemssnsessessscen:

. The information that comes down from brigade level through

formal channels is almost always inaccurate.........coeerceseesenssrsinienens
When orders come down from battalion level in a collective
training exercise, I understand my (battalion) "commander s
intent" almost immediately........cccovirrniiiiiiicnnneesnnnennnieiieienee
My brigade is a really g200d brigade..........cocvsuniuriunermmsnnssissessiscncenes
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12. Compared to previous Army duty assignments, how would you rate the amount of
personal stress associated with your present assignment? (Fill in only one)

{_Very high

{Higher than average
{ JAverage

{“Lower than average
{Very low

13. Compared to previous Army duty assignments, how would you rate your
satisfaction with your present assignment? (Fill in only one)

{OVery satisfied

{OSatisfied

{")Neither satisfied nor dissatisfied
{"Dissatisfied

(SVery dissatisfied

14. To what extent do you agree or disagree with the following statements? 45?

a. Idon’t mind taking on extra duties and responsibilities

in my work with this battalion...........c.cocvevevicvnncncnnnncsiieccnnennne OO0 O 01

s
b. Iwork hard and try to do as good a job as possible...........ccocreueneeen. O 0 0O C O
c. Ilook forward to starting work every day........c.coceeeeueerereesersencnne o0 O G
d. Iam very personally involved in my Work........cccceniirriinecrrvnennne. OO0
e. My battalion staff and the brigade staff work well together............ o0 O o O

15. If a person is doing a good job, how many months should s/he serve
in the position you currently hold?

{0-6 months

{¥7-11 months

{312 months

{313-18 months
{"319-23 months

{24 months

{Omore than 24 months
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16. How would you rate:

a. Your current level of morale?...................
b. The current level of morale in my battalion

17. How long did it take you to learn the main duties of your current job?
(CIRCLE THE LETTER IN FRONT OF YOUR ANSWER)

{sa. 0-3 months

{b. 4-6 months

{"xc. 7-9 months

{"d. 10-12 months

{"e. More than 12 months
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BACKGROUND INFORMATION 14

18. Which of the following best describes your current duty position?

{Battalion Commander
{’Battalion XO

{ JBattalion CSM
{_’Battalion S-1
‘{"’Battalion S-2
{Battalion S-3
{Battalion S-4

e

19. Which of the following duty positions have you held in the past?

{_Battalion Commander

{Battalion XO
(’Battalion CSM
(OBattalion S-1
(SBattalion S-2
(Battalion S-3
{ Battalion S-4
(A similar position on the Brigade staff
(’None
20. What is your rank? 21. What is your marital status?
{COmitted {OOmitted  {Omitted (> a. Single (never married)
PV {Oowol O2LT > b. Married ‘
{PV2 {OCwW2 OILT (> c¢. Divorced
Oprc  Ccw3  OcCPT O d. Legally separated
Ccpuspc Cw4 (OMAJ O e. Widowed
{JSGT {JLTC
{08sSG coL
{JSFC
{OMSG/1SG
{JSGM/CSM
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22. YOUR CHILDREN 15
Dependent children are unmarried children who depend on you for over half of their
support. This includes adopted children and stepchildren. A dependent child must also be
in one of the following categories:

Not yet 21 years old
Attends college and is not yet 23 years old
Has mental or physical handicap and is any age

a. As defined above, how many dependent children do you have?

{"JNone

{7One

{Two

{"yThree or more

b. How many dependent children are now living with you?

{>None

{0ne

{Two

{"YThree or more

23. When did you assume your present position?

Mos. Year
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THANK YOU FOR YOUR HELP. 17

26. If you would like to make any comments, please use the space below (and the back, if
needed). :




Appendix A-2
Brigade-Level Survey

Form FORSCOM
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PT 6011

ovember 1998

| FORM FORSCOM
Brigade




Instructions

Purpose: This questionnaire was deSigned by the U.S. Army Research Instltute to obtain
information on the battalion functions of key unit personnel.

USES: All information collected in this questionnaire is confidential. It will be used for
research designed to inform program and policy decision-making. '

PRIVACY: Under no circumstances will any information that identifies individuals be
released to anyone. If you are providing ratings about someone else, your input will be
absolutely confidential. No one outside the research team will have access to individual
data. Although we ask you to identify your duty position and rank, the purpose in doing
so is to learn more about the way leaders in different positions perceive each other. Your
answers will be combined with answers from many others and used to show how different
groups perceive the functions of key personnel in the battalion.

" Your participation in this Survey is voluntary, and you will not be penalized should you

decide not to respond. You may skip any questions to which you object, but please
answer questions honestly. Your answers are very important because they represent
many other individuals like yourself.

AUTHORITY: Public Law 93-573, called the Privacy Act of 1974, requires that you be -
informed of the purpose and uses to be made of the information collected. The
Department of the Army may collect the information requested in this survey under the

‘authority of 10 United States Code, Section 2358.

« Use a No. 2 pencil only.
* Do not use ink, ballpoint, or felt tip pens.
« Make solid marks that fill the response completely.
« Erase cleanly any marks you wish to change
| *Makeé o stray marks onthisform. " e

CORRECT: @ INCORRECT: @;810(3.
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Your Stabilized Battalion

1. The current assignments of all of key battalion staff members (i.e., the Cmdr, CSM, XO, and
S3) of the battalions listed below have been stabilized for 24 to 36 months as part of the CSA
directed study in preparation for OPMS-21. Please mark which of the following "stabilized"
battalions listed below report to your headquarters.

2. This section asks you to provide your honest ratings of the effectiveness of the members of your
command group in "leadership skill* and "leader behavior" areas. '

Please compare the members of your command group to others that you have known in similar
command or staff positions. : _ ‘
If you have not worked with the individual(s) listed below enough to form an opinion of their
performance, please mark (Don’t Know).

If you are a member of the command group, the answer you provide for your position will be

(4]
treated as a "'self-assessment"’. ' .°~e°°
. @é‘ﬁ
a. Handling the technical-skills parts of the job (fully N
~ understands the capabilities and limitations of N sg‘ é‘é? ‘f $=?
equipment in the unit; demonstrates knowledge of . .éb S F S & &
basic soldier skills). g & e c; & & &4
& ¢ & ¢ & &89
Battalion COMMEANGET..iuewereririmmmmemsssssssssssasssssasssssssssssssassssissss OO0 00000
Battalion XO..euewueeeeserssesscrssmsasmissessirssssssssssanssssssssasassasassasaasses OO0 00000
- BAttAliON S-3.iieiiuens s nesiitieesisise s s e OO0 000 0.0
Battalion CSMu.euuruesresecesesssessmmssssssssssesssssssssasssssssasess rnnnenenne OO0 000000
b. Handling the people-skills parts of the job
(demonstrates effective interpersonal skills, listens
attentively, demonstrates concern for individuals).
o 0000000
Battalion COMMANMET......cuueimrmmmmmssssssssismmsssssissssssisasesnessssssssesss oS00 00 00 O
Battalion XO...ceemsesrersnnesnsccassnsesssssssassssnsnsasasnsnnes rreeressessiesnns OO0 00 OO
Battalion S-3..eeceererssescrsmssrasassersscsssssssnssssssssssasssssssssaisasssasises OO CICIEO IS Oy G

Battalion CSM......... iR R




c. Handling the tactical-skills parts of job (applies
appropriate tactics, techniques, and procedures
(TTPs), knows how to integrate and synchronize
tactical assets).

Bat‘ta]ionCommander ............ tereeerseereesassanas reereeeresseeneresann
Battalion XO......ccceeene eereesssnveneeeressane veerenneee reevveeerneenes reveaene

Battalion S-3....vvicevrerereenerensersererenns revererseens rererreserernenerens e

Battalion CSM....... teeeesreessesaesssssssserenserasenaane ceeennee terereeesennerersanes

d. Handling the conceptual-skills parts of the job (thinks
through decisions, recognizes and balances competing
requirements, uses analytical techniques -
to solve problems).

Battalion Commander.............. reeetseeeereanersenserannses
Battalion XO.....c.veerernmrerererenerecsans tresessssesassessrannen eerrnsenensensees

Battalion S-3...ueueeeerrreeireierssessnesssessssesssassssessssssssssasssssasssnsessssasens

Battalion CSM.............. crebnaennens vrevvaesnennanns crerenenans
e. Communicating (provides clear direction, explains

ideas so that they are easily understood, listens well,
keeps others informed, and writes well).

Battalion XO....cceoeereeisiscrcrnsnenees reeeseeeeennnen eeeereerenes reeerreerssnenns

Battalion S-3.......... veeveesserssarenessesne teseesesessssssssanere teresreeesesseneneren

Battalion CSM....cccvvreerrnrreerrrecessesssesssssesssssesssssseessssssnsssssssssnnes

_f. Decision Making.(makes sound decisions. in a timely o

manner, includes all relevant information in decisions,

and can generate innovative solutions to unique problems).

Battalion Commander.......... veereersesessersesasssserans reeereresanesnasansane
Battalion XO...c.ceevereerrereecrnerreseessiseessesssnsssnssssssesssssssassassens

Battalion S-3......ccceeeeneee RSO RRIEPOTRRROR

Battalion CSMau.svveererevesessressesssssssssssssssssees eeeeesessssessenen
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3
0
sﬁ
§
S
g. Motivating (creates a supportive work environment, °,§
inspires people to do their best, acknowledges the _ > sc? §“ ; _?&“
good performance of others, and disciplines in a firm, & SE o P &
fair, and consistent manner). & S8 8 & \5‘&& £
‘ A . Oé) & ¥ ‘eo A9 Q<>
Battalion Commander.........oo....... erereessrar e cennreenasiecnens OO0 000 0oo0
Battalion XO....oruusresssrmmasssssssns eeeeees s ssrssseseeeaeaasta s OO 000000
Battalion S-3....ccoreeereeeres evessesmeeeeeeees e S 0.0 000000
Battalion CSM....ccoeceune. S e v seeessasssaer i S SO C GGG NG IS
h. Developing (encourages the professional growth of
subordinates, is an effective teacher, uses counseling to provide
feedback, provides the opportunity to learn, and delegates
authority).
Battalion Commander........... reerereneaeneranas reveereeseessane N il OO 0O C OGO
Battalion XO.oeuueurmersessesersssssssssssssssessssssssssssasssssssssssasssssssss OO0 O COo o000
Battalion S-3...c.ceereeeeceecens oo s s ee e se s sa AR ea R rts OO0 OO0 OO
Battalion CSM...coniineenrnnencencs reeereseuensrenenans veeverenes veverenenens o000 C OO
i. Building (builds cohesive teams, gains the cooperation
of all teammembers, encourages and participates in
organizationa] and unit activities, focuses the unit on
mission accomplishment).
Battalion Commander................ e R st sea e SO0 00000
Battalion XO....cocouverennrserscnccneniiinns G SRS SO I G IR 6 N O 2N O N O
Battalion S-3....ccceceveuees reerrerereasssssssesns teeseeerssssnnsenaasesasanen eevens IO IC G IO IR OO
Battalion CSMunu.vummeereessersisssseceesssessssssmmssssnsssssssssssnsssssssnse L OO O SO IOINS
j. Learning (encourages open discussion that improves
the organization, willingly accepts new challenges, helps
the unit adapt to changing circumstances, recognizes
personal limitations).
Battalion COMMANAET......cccrrerrsersesnussonsesisnsasnsssssnssnsasasasasaes - 0000000 ¢
Battalion XO...mesmmseesssenmusessssssessssssnssanse s 3 0 O G O O O O
Battalion S-3...eeceeesreescssnsinsnssnnsssssescssssssssssssnsssnssnesssssscssees SOOI ECIRG.
Battalion CSM..urccirinrisiuernmsirssisssnsssssssssisssssssssssassasssssssasases oS00 C 000

)

.




e

k. Planning & Organizing (develops effective plans to

achieve organizational goals, anticipates how different
plans will look when executed, sets clear priorities,
willingly modifies plans when circumstances change).

Battalion Commander.......ccoeovevunnencensnenneins resvresevennesses -
Battalion XO........ verseeneneaes rreereeeassessssersasasr e s asnsas Rt saes N
Battalion S-3....cccevverveeennes e reveresessaeareessnnnns

Battalion CSM....... eererereereeeenns reessssssssrsvenen rerveteeeeiananens ereverees

1. Executing (completes assigned missions to standard,
monitors the execution of plans to identify problems,
capable of refining plans to exploit unforeseen

opportunities).
Battalion Commander........ .........
Battalion XO..cooeeerrrerrennerninecsenens cenvnnees teeeseevasssstesevasensnrsnsassrass
Battalion S-3..ccccreeecesreneriniisnnneeas rersessessensane teeeeeeresessnsessrarensanes
Battalion CSM.....cvvereerivnseserssisissesessssssasessssesssssssssissasssnsscsns

m. Assessing (accurately assesses the unit’s‘strengths and

weaknesses, conducts effective in progress reviews
(IPRs) and after action reviews (AARs), takes time to
find out what subordinate units are doing).

Battalion Commander............. tereesneesrarenaates rereeeressanaaseressane
Battalion XO.....cccovveneeenns resveeressesneneassastens
Battalion S-3....... rerersesesaressneeasanesenasse revesreeeessersane eereresessrnes
Battalion CSM......cccoece. veerreeressnssessaesanenas cerreneeenenssesasasranes
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Your Non-Stabilized Battalion

3. Mark the non-stabilized battalion in the ”Stabilization Study* which reports to your
headquarters. '

-~
¥
L N

NV

ol s

THE BATTALION COMMAND GROUP--INDIVIDUAL MEMBERS

4. This section asks you to provide your honest ratings of the effectiveness of the members of your
command group in "leadership skill* and "leader behavior' areas. '
Please compare the members of your command group to others that you have known in similar
command or staff positions. ,
If you have not worked with the individual(s) Jisted below enough to form an opinion of their
‘performance, please mark (Don’t Know). ‘
If you are a member of the command group, the answer you provide for your position will be

(2]
treated as a "self-assessment''. Q-é““
S;ﬁ
S? .
. 8
a. Handling the technical-skills parts of the job (fully | g
- understands the capabilities and limitations of ' . se? $5? ‘?69 f
equipment in the unit; demonstrates knowledge of . I F 8 e 5 &
basic soldier skills). 3 g”*‘ é:; d?b & S‘\' §F ¥
S & ) (3 & By o &
$ 9 S & &4
Battalion COMMANGAET......ccueererersesssmssisemisssrsssssssssssesssassassssens oGO O 0 O O 0
Battalion XO..e.cueveereersssesersensesssenssssssemssssssssssssessssssssssssssssssssass CHCIEC OGO IO IRG
Battalion -S-3.c.curereeeesssersesissasmrssesssnesssssnsssssssasassesssssssssssssans . OO OO C O C O
Battalion CSM....crereeeeiemsennsnivsssssmssssssssssssssssstessassssssssassasassssess o000 00 00
b. Handling the people-skills parts of the job
(demonstrates effective interpersonal
skills, listens attentively, demonstrates concern
for individuals).
Battalion COMMANGET.....wvvvererereremseermsssssssrsssssssssssssssssasessss e OO0 00 C OO0
Battalion XO.....oereerereeermssssisesassrnsesssssassssasasasssssssssssssssasssasass o000 0000
Battalion S-3....cererereesesesrensuessansmsissussansssassessssissasisanensasasssacsasaas OO0 00000
Battalion CSMu..ceececnmreisisisssnstsssisssssnsssssssssessssssmsasssassnessanessasas o0 0000 ¢ 0




C B

c. Handling the tactical-skills parts of job (applies
appropriate tactics, techniques, and procedures
(TTPs), knows how to integrate and synchronize
tactical assets).

Battalion‘Commander .......... veerererecosaesenennns rereerreneeneses rerrreesenres
Battalion XO....cccoeseserensnsisinsusinsasaenns vereresnenennas vereeerreenaenns

Battalion S-3...ccceeeeeeereniernirenenennns rerserreesessesssnnenes reeereneens
Battalion CSM...ceueeververrcssssaseens terereeenaesensesensenens reeeeenesenns T

d. Handling the conceptual-skills parts of the job (thinks
through decisions, recognizes and balances competing
requirements, uses analytical techniques
to solve problems).

Battalion Commander......ccoueeeeireirarensarannnee erererres cerereenens
Battalion XO....ceviererrrreeensiseisisivemssnsissessasansanes terveseesresennnnes .

Battalion S-3....ceereerererrseressnsseseensosmsmssessssnssessassnssssssnssssassasns

Battalion CSM.....cceveeeeens teeersnsesenseressanes T

e. Communicating (provides clear direction, explains
ideas so that they are easily understood, listens well,
keeps others informed, and writes well).

Battalion Commander........cccceveierivenereesennennas reeeeunrennans eereeees
Battalion XO...oveereeeresrsscsssessrensenes R rereeesenennes

Battalion S-3............ ceeeereeessneensenesananns rereeraeeeenreeenee S

Battalion CSM....cererrrmereercreeresenns rerseeesssatesseesasnsan

_f. Decision Making (makes sound decisions in a timely
manner, includes all relevant information in decisions,

and can generate innovative solutions to unique problems).

Battalion Commander......... ressrenetnneeeseassessasasaen renaneen R
Battalion XO....cccceersveererenes verrensnessre reevevaneas teernnssesssnsnsnnsenaraes
Battalion S-3....c.coervreereeransseeseesasestsssssessssssnsssnensossssasssnssssassness

Battalion CSM...covuereeeesensinsmsesnnsiasansnans ettt nns
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7
4
on
&
S
S
Y
K]
3
. 3
. . S
g. Motivating (creates a supporuve work environment, 0;
inspires people to do their best, acknowledges the > so'} ’?&” &
good performance of others, and disciplines in a firm, F g & 5 §
. . N
fair, and consistent manner). & s 55' (95’ &0 R
J) (3 3 >
g % ¥ £ A
. . 3 " Is "\" e ,”\ '/’\ i,
Battalion COMMANAET......rvverreesscrmssreresssssssssecsssssssmssssssssssss OO0 000
Battalion XO....cevereeeurenninenerssnsnsass cererersaeeeas cereeuesansrsaseenees OO0 0o C O
Battalion S-3....ccceiurerrerennnisnenenes reveeevetsteseaseseaeaeaen st R anes OO0 0 O C O
Battalion CSM.....cocvmmmmrsissssssssssssssess eeeesseseeseesasesnenesenenaens o000 G O

Developing (encourages the professional growth of
subordinates, is an effective teacher, uses counseling to provide
feedback, provides the opportunity to learn, and delegates authority).

=

Battalion Commander............ reevenseeserenessaeseaanses ereeeeeeeserns ., OO0 0O OC O C OO
Battalion XO...cceereinsressssssssnusessssnssssnassasesess reereeernensseanaseneaes OO0 0000 C o0
Battalion S-3....ccccrevmienisennrnnaenes reeeessssesssebenatsasrsnsas . OO0 O O CC OO
Battalion CSM..ccevucrimisemiensinssnsensessinsisensansnscssasesss rrereenneens L 000000 C D
i. Building (builds cohesive teams, gains the cooperation

of all teammembers, encourages and participates in

organizational and unit activities, focuses the unit on

mission accomplishment).

i Ao S Y Y OO
Battalion Commander....c..oocceuiiemsnnneseaces veesessisenesennrassnasas OO0 000 0 00
Battalion XO.....ccoeeenurune rertereesesaestssesneaebea e e a e s s R s b s OO0 000000
Battalion S-3...cccveerseemecnsscscsuinsesnesans veveereneenenes ceeuresunssanennnss OO G C GO O IRY

1 T ™y N ™y | 2N
Battalion CSM........... vt ans veertrenenstaasensaees OO OO0 O 00
j. Learning (encourages open discussion that improves

the organization, willingly accepts new challenges, helps
the unit adapt to changing circumstances, recognizes
personal limitations).

_ R N = T
Battalfon COMMANAETe.eecvreevrierrssssensersaensnenmmsnsessessnssensnnns {3 L3 L3 (20 OO0

FNES Y N Yy oy Y
Battahon XO...oerierrsrenennennene cerennes JES RSP TUPPPPRPPPT PN D R R R O O L Y

i - e N N ;Y Oy Oy Oy

Battailon 2831.\2....-................................................................... PEROIEOIRGIRS, {\'_} O O
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k. Planning & Organizing (develops effective plans to
achieve organizational goals, anticipates how different
plans will look when executed, sets clear priorities,
willingly modifies plans when circumstances change).

Battalion COmMMAanAer......coereereeriieieninerenenseissneeesesessenas
Battalion XO.....coeereeemsrsirinnnsannans cerererersrensaenenanaas verersreensaenns
Battalion S-3.....ccceerrereccssannenseerscsnes reeeresreneesessnraesarann

Battalion CSM....... reresesesseeneenarnses trrsessssseesansssaressannen rereeserneeeens

1. Executing (completes assigned missions to standard,
monitors the execution of plans to identify problems,
capable of refining plans to exploit unforeseen

opportunities).
Battalion Commander............ eeeeeeess s
Battalion XO.......... reereenanens ceveeeenans ceveerseeeane cereeerene revrveessseresnnee
Battalion S-3.....cccccvierinrrmnennseeannicscncans veesesresassnssaseaasesasanes
Battalion CSM......cveererrersusseessnssnssnssssassssssesassassssssssssesseosassnses

m. Assessing (accurately assesses the unit's strengths and
weaknesses, conducts effective in progress reviews
(IPRs) and after action reviews (AARs), takes time to find
out what subordinate units are doing). '

Battalion Commander......ccccverueereeesversanasasesenes ceevareeennrennnenes
Battalion XO....eooveerereeseessrssssasssesssssasssssasssssesessesasssessesaes
Battalion S-3....... reseaesnansaeaeses reeeverrnaeenases vevarereeeenan cecrennreennes
Battalion CSM.....ccceveevuvrnneee reveesseeessesnessseernesarasaansns
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BACKGROUND INFORMATION o

5. Which of the following best describes your current duty position?

{’Brigade Commander
{OBrigade XO
{OBrigade CSM
“(OBrigade S-1
{Brigade S-2
- {UBrigade S-3
- OBrigade S-4

% H
Ko

6. Which of the following duty positions have you held in the past?

{"'Battalion Commander
{’Battalion XO
{Battalion CSM
{Battalion S-1
OBattalion S-2
{Battalion S-3
{"Battalion S-4

{_A similar position on the Brigade staff

Py
L./ None

. What is your rank?

(Omitted (Omitted
CPVI Owol
Opv2 Ocw2
Cprc - Qews
Ccpuspc w4
CsGT

/SSG

USFC

- LMSG/1SG
{JSGM/CSM

‘;/ Omitted
(JaLT
Q1L
CcpT
(/MAJ
CLTC

L/COL

8. What is your marital status?

I

» a. Single (never married)
S/ b. Married

L/ c. Divorced

L/ d.Legally separated

.~ e. Widowed




%

2.

9. YOUR CHILDREN 10
Dependent children are unmarried children who depend on you for over half of their

support. This includes adopted children and stepchildren. A dependent child must also be
in one of the following categories:

Not yet 21 years old

Attends college and is not yet 23 years old

Has mental or physical handicap and is any age

a. As defined above, how many dependent children do you have?

- {ONone
{One

-
&

&N
{ Three or more

b. How many dependent children are now living with you?

{ONone

{JOne

{Two

{JThree or more

10. When did you assume your present position?

Mos. Year




¥

11. When do you expect to leave this position?

Mos. Year

12. When did you join this unit?

Mos. Year
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THANK YOU FOR YOUR HELP. 12

12. If you would like to make any comments, please use the space below (and the back, if
needed). '




Appendix A-3
Company-Level Survey

Form FORSCOM
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Instructions

Purpose: This questionnaire was designed by the U.S. Army Research Institute to obtain
information on the battalion functions of key unit personnel.

USES: All information collected in this questionnaire is confidential. It will be used for
research designed to inform program and policy decision-making.

PRIVACY: Under no circumstances will any information that identifies individuals be
released to anyone. If you are providing ratings about someone else, your input will be
absolutely confidential. No one outside the research team will have access to individual
data. Although we ask you to identify your duty position and rank, the purpose in doing so
is to learn more about the way leaders in different positions perceive each other. Your
answers will be combined with answers from many others and used to show how different
groups perceive the functions of key personnel in the battalion.

Your participation in this Survey is voluntary, and you will not be penalized should you
decide not to respond. You may skip any questions to which you object, but please
answer questions honestly. Your answers are very important because they represent
many other individuals like yourself.

AUTHORITY: Public Law 93-573, called the Privacy Act of 1974, requires that you be
informed of the purpose and uses to be made of the information collected. The
Department of the Army may collect the information requested in this survey under the
authority of 10 United States Code, Section 2358.

* Use a No. 2 pencil only.

* Do not use ink, ballpoint, or felt tip pens.

» Make solid marks that fill the response completely.
* Erase cleanly any marks you wish to change.

* Make no stray marks on this form.

CORRECT: @ INCORRECT: K@




1 *
YOUR BATTALION AS A WHOLE
1. Indicate your agreement or disagreement with the following statements about your
battalion.
&
$9
6{“
& &
& o~ &
¥ § &
e\:\ & AN é\
FE & &S
g ¥ g9
a. In my battalion, the meetings 1 attend accomplish their objectives.............. OO O 0 O
b. 1get all the information I need about what is going on in other elements
Of MY DAUALON. ..ovvcveviciesriicieseresrresesseessssssasssss s sssss s s ssssss s sasss OO0 O 0 0
c. Information that comes down_to me from battalion level through formal
channels is alMOSt AIWAYS CIEAT............ueurveerrsersenessmssssnessssssseessecsssesesnessnes oo OO O
d. The information that comes down_from battalion level through formal
channels is almOSt AlWays 8CCUTALE..........eevrerreerenesrcsreresirimsessssesesesereserennes oo OO0 0
e. My battalion is willing to try new or improved methods of doing things.... O O O O O
f. Leaders in my battalion are in agreement about their work priorities.......... OO0 OO
g My battalion is capable of performing its primary mission right now......... o C OO0
h. My battalion can solve almost any problem it €nCOUNtETS.........cvvvrvvvessnrrrenns o0 0 00
i. The soldiers in my battalion believe they play an important
part in accomplishing the MISSION.........cccuueucrerirmsmesersnsssssssssssssssssssssssseseens GIRVIRO I GIRG.
j. Soldiers are proud to be in my battalion...........ccocvvveninniereniiiieisninnienien c oo o0
k. IfIhad to go into combat, I would feel good about going with
MY DAUAlION. ... iveteerrtetetcne ettt b O OO0 00
1. 1would trust my life to the combat skills of the soldiers in my battalion..... &0 & O O O
2. In my battalion:
a. 1am given a lot of responsibility in My WOIK......ccouevverrusmrmsncssinsessncsnienenes OO0 0 0
b. 1am encouraged to do things on my own even if I sometimes
MAKE IMISTAKES. cvevvenerererirertnaniasnssrssssssssssscsssacessassesssssssssssssesssssnssasssssaseas f:, OO0 OO0
c. Iget feedbac.k .from my .leade{s on how well I am doing..........ceceverrueneneae OO0 O O 0
d. The emphasis is on getting things right, and not just on
100KING OOG...u.iriiuiuimiecrceiaeseisaessenssassasiassn s s sssssssssssessesssssessens OO O &
e. 1am helped to learn from my mistakes.........ceererurseeeensicnisiniiinninininnnae OO O !
f. The leaders have confidence their soldiers will do their jobs right........... OO0 O C O
g. 1 am provided with guidance and direction when assigned new duties..... O OO Oy O
PLEASE DO NOT WRITE IN THIS AREA
ERCCRARROCERCRECOCCOCOO000 7027
WEOBE COMF




3. To what extent do senior leaders in this battalion
encourage the following Army values:

RESPECt corviiiriiiiiiiiiitcceeeee {
SelfleSS SEIVICE uvveeeiereeenreeeeeeeeserseens %

INtEGLILY vttt

R N

4. Indicate how you rate each of the following types of
training in your battalion.

a. Physical Training (PT) .....cccccovvveeverververnerunnens tereeeresernnns
b. MOS TTaiNINg ..coeoverereeierreereeceecreeeeseeseessnesseesesssnens
c. Common Task Training (CTT) ........ reese et sta s enes
d. Equipment Maintenance Training ................. vrereneseenenes
e. Leader development ............... eerererrnnererarereneeeesnaaeensnts
f. Collective training ......ccccccerververrerreesserssesseesesserseressesannns

5. Describe how well prepared your battalion is to
perform its wartime mission?

{)Very well prepared
( Well prepared-
{“Moderately prepared
()Not well prepared
{Not at all prepared




MY BATTALION COMMAND GROUP

This section asks about leaders in the following battalion-level positions: CDR, XO, and CSM.
These four individuals are referred to in this questionnaire as the battalion command group.

Please mark below how well you think the Command Group in your battalion has been functioning.

6. The members of my battalion command group (Cdr, XO, S-3

and CSM):

hmo oo o

work well together as a team ..........oceeveiiniieinninneiesesscenenn
" pull together to get the job done........ovveeeeveneiniccinicniinininnn
really care about each other..........ccooenevnnnneen. reereesssesanentesreees
trust each other.......... teeneseensaserasnenrestosssatssensaseterEsssnaa s tersaeasseses
get along well with brigade headquarters...........coconvieiinnennnnes

keep the battalion in good standing with the brigade

headqUATETS.......ccueiiiiinininriniirisresr et sissea e
get what they want (e.g., resources) from their brigade............
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Listed below are some activities on which your battalion command group might find
jitself spending more time than when you first joined the battalion and other activities on
which it might find itself spending less time now.

S

o

=

Revising established unit SOPs........ eeeeerees e e s e eneesaentans
Observing COMpany €VENLS......c.ccccererseivressnssnesisesssssensssesassans

Interacting with "outside agencies" that affect the welfare

or productivity of the battalion...........cccoeeevevenenevecninnnicnennee

Engaging in "fire fights" generated by outside taskings........
Planning for upcoming complex training exercises or
other |arge-unit EVENLS......ccocceviereecerrrecensersenseissesnsssseessesenes
Solving recurring problems..........cccoivveniniienienienresssceneneenes
Training its MEMDETS......c.ccecverrrreererinieniiiiinesessesesenessessenne
"Staffing" problems that arise from the companies................
Trying to understand what the battalion commander wants
AONC.cvrrecrerrnnenrnennns crereseserentetiisessaarteresessatesaeassssunststtteteses

Working mainly ms:de the headquarters building..................
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&

8. My battalion command group (Bn CDR, XO, S-3, CSM):

&
& <
Y’Q &
3 o
5 & &
£ & Q-
. g X = .
a. Performs effeCtiVely.......ccvvruirrreereccrencnineniiiaiiemsesseeencsssnnine OO OO
b. Is known as a high-performing group.........c.ceveeverrereesnnnnsieninn. O Oy Dy OO
¢. Can SoIVe any Problem it ENCOUNLETS. .....cv..reseressssssemssemssenssssnsssssses OO
d. Gets along well with its brigade headquarters...........ccoveeriivennnen. O G O O
e. Keeps the battalion in good standing with the brigade
REAAGUATIETS e o000 0
f. Gets what it needs (e.g. resources) from its brigade........ccceoveerernunes OO0 0000

9. For the questions below, indicate how often you think the members of your command group
(BN CDR, XO, S3, and CSM) do the following things:

&
0\%
v &
F_ & &
> s &8 $
S S
S s F s §
& & ,goé) & 4@‘9
a. set high standards................. cerveenernens rreeetesseesesreeaseeeteeeeneesesnaeaesanen OO0 O
b. are proud to be associated with each Other........cccccocuvuvinirininiiannnen OO OIS,
c. allow performance to fall below minimum standards
before trying to make IMProVEMENtS........occererveeresessescsnsnsssesisnnannes OO0 00 C O
d. emphasize the importance of being committed to the
battalion’s beliefs........cccoceeeirnirinniinnnnnnnnnnienene ST 4 S 4D SEI ) T 40 TR
e. focus attention on mistakes, exceptions, and dewat]ons
i 7N P 7N Fala
from standards............ccoveveuerennee ceosenssitisssanesenasaseasassasasaerarnsanestiesy SO OOES
f. avoid getting into arguments...........ocoeveeee OO SOV EOES
g. clearly communicate what each member needs to do
to complete assignments....... treeeerreesneeseesesanesssanseannn rerrerreereeeenennne -0 0O 0O
h. emphasize the value of questioning each other's ways
10 SOIVE ProblEmsS.......coviuriiverenrrevninencencns essossseneranesnisasensesss R OO0 600
: : - 3 : £ P Y oy P
i a.v01d dealing with |prob]ems .......... eererereeeaseee ettt r b b e e es veerens OO
j. listen to each Other's CONCEINS......cuveccsiveininnssiensiasncncne ceerereeas OO OES
S’ N’ N’ o’ N’
k. delay taking action until problem becomes serious........... S e 00 O O O
1. go beyond their own self-interests for the good of the
Dattalion....ceveeerereierererenrarersesesens rererverereresenes OSSR SOOI,
m. closely monitor each other's performance for errors............ veerereenee OO0 O O
n. display conviction in the Army's ethics and values......... T & B O B O N G RE &
0. work out agreements about what's expected of each other....cceeeeee. O O O O 9




o8

p. generate exciting future PoSSibilities........couvvvueerrvvenrsiesserensessce L
g. motivate each other to do more than they thought they
o011 [ 1 Lo T OO OO TP OO
r. encourage each other to rethink ideas..........ccoevvivineneeieriisinininenenes {
s. fail to follow-up requests for assistance from each other.............. (.
t. focus on developing each other's capabilities..........c.ccccvrriruiunnnnn. .
u. talk about what we've done wrong but not what we've
AONE FIGHL.vereerceecrerermcrsnemerccsrenssessenaseeasessaes cerveeree e aessneaes O
v. display extraordinary talent and COMPELENCE...........ccervurerrrevsennunes @
w. spend time dealing with immediate CISeS........coouervurrermrrrinnsnniees &
x. clarify the core reasons for our existence and purpose
as AN ATTNY..cvececrsemsrsiemcnsensensessessensenes rerere e n st aesesseraees $
y. provide each other with assistance in exchange for each
MEIMDET'S €FfOT . .veverriereretieeiierercaeessesesserssesesssssssesesesesssesssnns &
z. talk optimistically about the future..........cceuune.e. reeerererenennensenennes LJ
aa. heighten our Motivation t0 SUCCEE.........eurrrrerrrenresessersnnscssennns
bb. try to find better ways to do things................... cereetetse e beeaeas
cc. avoid making decisions..........ocovevvirivcrnrernne ereeereerresreraee e snetens
dd. spend time teaching and coaching each other...........cccoeeneeeenncnce.
ee. wait until things have gone wrong before taking action............... e
ff. behave in ways that build respect for one another............ccceeuee O
gg. track each other's mistakes.............cccoueeerrunen. vt as 9
hh. talk about how trusting each other can help overcome our
QiffICUItIES..ccvrereererieereereseeesreneaaneane eeerreerseeeaesere st seraesnreaas &
ii. discuss the level of performance they expect from each other..... ;T:
jj. talk enthusiastically about how the battalion achieves its
TTSSIOM..vververereeersecsseisresssnancanes ceerersasrsaenaerans verveseerieseneansanens vovee 02
kk. encourage each other to do more than they expected they
COULd dO.....ovuermreecrerecrensesresssasarennas cereereserenes st s et e arsasrees
1. seek a broad range of views when solving problems................... {2
mm. delay responding to urgent requests from each other................. &
nn. treat each other as individuals with different needs, abilities,
~ and aSPITAtiONS...ocreuireretieresiersteres e ss s naeses 9

Moo
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00.

pp-
qq-

SS.

tt.

uu.
VV.

yy.
zz.
aaa. work hard to fulfill the battalion’s responsibilities

show that they are firm believers in "If it ain't broke, don't fix it."..
display confidence in each other................... reereresreasen s resasrerene '
direct attention toward failure to meet standards.......cc.cccoverireeennens L

emphasize the importance of having a collective sense of

B 1 3L ) 1 FEU OO PRSPPSO PRSP {
recognize member and/or battalion accomplishments..............c.....

provide each other with a positive view of the future............c........ 9
look at problems from many different angles.........cococovviiniirnnanec.
help each other learn new skills............ cerereereereraeree s ennerssaerenens |
ww. have confidence in €ach Other..........ccovveinineniiiiiniseseseniesscenens
XX.

expect us to be a high performance battalion......ccoevveeereerennenseessens

can solve problems they encounter..............ccoceveenrecen. reeereresesenneens
can face unexpected problems and handle them

e
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me
THE BATTALION COMMAND GROUP--INDIVIDUAL MEMBERS

10. This section asks you to provide your honest ratings of the effectiveness of the members of your
command group in "leadership skill“ and "leader behavior" areas.
Please compare the members of your command group to others that you have known in similar
command or staff positions. '
If you have not worked with the individual(s) listed below enough to form an opinion of their
performance, please mark (Don’t Know).
If you are a member of the command group, the answer you provide for your position will be
treated as a "'self-assessment''.

a. Handling the technical-skills parts of the job (fully
understands the capabilities and limitations of
equipment in the unit; demonstrates knowledge of
basic soldier skills).

Battalion COmMMANAET........cccovveeiieinireerrererrerererseeesseesssseessoesonns
Battalion XO ....cvccieerreriienrennreeeeneeeiessesisssssnsersesssssssssessaasssssas
Battalion S-3 .cccccveiiitineiietrenirrrereeseese e e seeesssessenessseesabesnneas
Battalion CSM ...eoivierieeereereeeteeeeeeeessessssessssessssasesssessssssen I

b. Handling the people-skills parts of the job
(demonstrates effective interpersonal
skills, listens attentively, demonstrates concern

for individuals).

Battalion COMMANGET .......ccovvrenrrrnrsrrinesnsssiseserssesenscesesssmesssns ¢ OO O OO0
: e s LN - Ly o’ E—
Battalion XO eoeviveeereeeeeseeeiereesesseeseessssessessassesssessessasssessesnes S 50000
JOM AL wocvieraessrsemssmnimsrasensasemsssssmensustssenssnasmsarismscnssnssssiss 3 s N iwf [ ¢ \,w/ \M/E
Battalion S-3....ccceeriirimniinieireseineeensseseseessaesssssessssssssssesennes O o O O O C
. o s s e’ s
Battalion CSM ...c.ouvvviiiieeiriccsieniensnseseescsssesssesessssssmsesssenenss L3 50000
. ot w WS




c. Handling the tactical-skills parts of job (applies
appropriate tactics, techniques, and procedures
(TTPs), knows how to integrate and synchronize tactical
assets).

Battalion Commander................ terreteessseaeessessanareeseresernrasass
Battalion XO .eeeeeerereeessrsseseesseersssresssrarsesrassssssssssessssraneses
Battalion S-3 ...... ceeereenes revreereresanrreeeen teveeeresssrteearessenrraaens
Battalion CSM .............. vrreeresieneneananes rerre et _

d. Handling the conceptual-skills parts of the job (thinks
through decisions, recognizes and balances competing
-requirements, uses analytical techniques
to solve problems).

Battalion Commander ......ccceeevunes eererrannretreresesaenasanen venvnnnanes
Battalion XO .....cceveeriierrriecceronnes reeveens veveeesinen rereerrreeeesnenes
Battalion S-3 ......... eseeeeeressssenntreaesassrnne reeeressnnressnnrsnrerarrranens
Battalion CSM .....eeverevevevnnnneririiuneesssenessnns S cevreeenaes

e. Communicating (provides clear direction, explains
ideas so that they are easily understood, listens well, keeps
others informed, and writes well).

Battalion Commander ......ccccceveerenennne
Battalion XO ....... reveseeesessessanreeereesnne trereteresssrnraseresesesssrsanasen
Battalion S-3 ......... veeeseesesransrarens reersetressrssanresssesssnnasnresessranes :
Battalion CSM ....... reerereaveseresesnnnennes tererneneeeeteeaeterenearasaarans -
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f. Decision Making (makes sound decisions in a timely manner, includes

all relevant information in decisions, and can generate innovative

solutions to unique problems).

Battalion Commander ........cocccevvurennne ceeeeseenrarennne vrrresesanenenne
Battalion XO ....coovcerverrvrrencsssseecsessinenseisseenns rrereeenrearennnes
Battalion S-3 .....ccoevuernerinsnisnneinens et veierbeneeeeteenaens
Battalion CSM ............. versssssnrrerereersons veerreeesesennnenne veereereneeenes
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Motivating (creates a supportive work environment,
inspires people to do their best, acknowledges the
good performance of others, and disciplines in a firm,
fair, and consistent manner).

Battalion Commander

Battalion XO ...coeveeerereercniisinniesseininssssssesestsssitsassssasssssens
Battalion S-3 ..coooevviinennn resseeereessreeessbeerenrrrreeieessanteseseanaes veeenens ¢
Battalion CSM ..ccceemvicnnsrinnenninasene. reevervesesessateseerensenertensensnanes 3

Developing (encourages the professional growth of
subordinates, is an effective teacher, uses counseling to provide
feedback, provides the opportunity to learn, and delegates authority).

Battalion Commander .........cccruceemsisenns reveesreeanasaeanenenne crevenn OO
Battalion XO coeeeeeeereaerarssssssessssssssessessersisssassssssssssssssssssasess OO
Battalion S-3 .....c... cervereereseeressssssstsaes eerererereeeesasastesaenbanaens GO

Battalion CSM ...eoveireerrreeeeeseesesssensssesessassssasissssssssssssssssssssss O O

i. Building (builds cohesive teams, gains the cooperation
of all teammembers, encourages and participates in
organizational and unit activities, focuses the unit on mission
accomplishment).

Battalion Commander ..........coceiiiierernrrennnnsssnesnessene ISTUTTUIEE ) S
Battalion XO c.ceeveveeeeeesrerevsssescssessesesssssisssessssssssss ceveerererenenes Oy O
Battalion S-3 ..cccceveeiermimnerieenistersssnsaessesssacsneanes revessrerrenenes O O

Battalion CSM ...ceeeveeieceenercerencruenens rerrerrenrennannan rertsvereneenas O O

j. Learning (encourages open discussion that improves the
organization, willingly accepts new challenges, helps the
unit adapt to changing circumstances, recognizes
personal limitations). :

Battalion COMMANAET w..vvuusmirsrrmmasssssesissenneassssisnisssesssssssvesees Oy O
Battalion XO .covreee reveerssereenernaren creeneees rreereeessraaeeesesanesesesarans OIRS
Battalion S-3......... sttt e n e s s st s e e 0 O
Battalion CSM...coonieeriineniencicnenes creteneeerrereaes veeveesaenaes vevveaes oD
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k. Planning & Organizing (develops effective plans to achieve
organizational goals, anticipates how different plans will
look when executed, sets clear priorities, willingly modifies
plans when circumstances change). .

&

Battalion Commander ........... ererferee e s e ae st st s aes b O

Battalion XO ....cccccevcvrvvcnrencnneans rerenseetastarsaeseaaaens veeeereenas O

Battalion S-3 .....ceeeevererereenrennann, veerverensanes ceereressaes s ssaenes O

Battalion CSM ......ccovimervenmmrerenesnnnnasssssenans cereererreeneseenens o

1. Executing (completes assigned missions to standard,
monitors the execution of plans to identify problems,
capable of refining plans to exploit unforeseen
opportunities).

Battalion Commander............ceueeverueeneenne. reeevresreeraessaeesanensans O

Battalion XO ....eeeeeeeeinreeeeeeineeessessseessesesssessesssesansees rereeereens $

Battalion S-3 .....cccevvernernnnineniennnrnnene e IR ¢

Battalion CSM ....covvvvereirriecneverveennnene rveretresneeeneaennans reveenneees O

m. Assessing (accurately assesses the unit's strengths and -
weaknesses, conducts effective in progress reviews
(IPRs) and after action reviews (AARs), takes time to find out
what subordinate units are doing).

Battalion Commander ................... rreeeeaaaes rreeneeeneeensesaassaens 9

Battalion XO .....cccoveveniniinniiinneiennnen. ST, reveesareaeeaees @

Battalion S-3 ............. e S tereenetrneneesaens e 3

Battalion CSM .............. vorssesasnesesases tonsrrsasaersssinenstesssnerssasasansaas O
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YOU AND YOUR SITUATION

How strongly do you agree or disagree with the following
statements?

My skills and abilities equal or exceed those of

MY CO-WOTKETS..cvurtrerisressnrssseissesssssseesssensarsssse s ssssssssssenssesssssssnnss

I did not experience any problems adjusting to my current job........

I have all the technical knowledge I need to perform my job...........

I feel like "part of the family" in the military.........cooeeviniennvicenennns

The military has a great deal of personal meaning for me................

Tt would be too costly for me to leave the military in the

IEAT FULUTC.cvvrvevereerrereseseresssssisnsesesssssesessesssessssssssssssassssssissesesessasscasas OO OO0

1 am afraid of what might happen if I quit the military without

having another job iNed UP...........cvuummumerirmmmsssssssssssscsesmsssssssssssnss OO OO O

Too much in my life would be interrupted 1fI decided I wanted

£0 16aVe the MIlILATY NOW........ceurreerrreessersesessessssesesssssessansssessassssssses oo O OO

I feel a strong sense of belonging to the MIlitary..........cosereeseeessserenee SIGIRO G IR

I feel emotionally attached to the Military........c..ceeveesrersseresnsseescene. OO O 00

One of the problems of leaving the military would be the

Jack of available AIEIMALIVES.........euesverssssessreseresserssssensnsrensassssssssesass OO0 0 o0

When someone criticizes my battalion, it feels like a

RS IO 11111 | SRRSO o oo oo
. When I talk in my workgroup about my battalion, I usually

say "We"InStead O "tHEY".......ccuumumummmirressssssssasssssssemsssessansssssssessisss OGO IR

My battalion’s SUCCESSES e MY SUCCESSES..uununrerrrerrssssssrssssssssssnss oo e 00

When someone praises my battalion, it feels like a personal

COMPHIMENL.covuvuunrivrurrrrrssssssesssssssssssssssssssessssassessssssssssarassasssssssssenssss OO OO0

I feel little commitment t0 My battalion...........eeeeseeseessssessnmrsessssneens OGO OIS

I feel like “part of the family* in my battalion.........cccoouserurnieennnnec :; O 00 0O

I feel emotionally attached to my battalion.........ccceeneiiciieenraiannnne o0 O 00

I feel a strong sense of belonging to my battalion........c.coeeuicnnnnne. SOOI OIS

My battalion has a great deal of personal meaning for me................ OO0 o O

My values and my battalion'’s values are SImilar..........ooowweeeeveeseessnss oo o0 o0

Information that comes down from battalion level through '

formal ChAnNElS IS ClEAT... ... vuerreesssesessserssenssessssssssasssssasssssassssssess oG OO0
. The information that comes down from battalion level through X ‘

formal channels is NOt AIWAYS ACCUTALE......uenevereersresessmsrssssssssssssnss SO0 0 0

When orders come down from brigade level in a collective

training exercise, I understand my (battalion) "commander's )

intent” AMOSt IMMEAIALELY....vuvreuursrssnirssrseeeessesssssesssmsssssssssssassssesees oo 000

My battalion is a really good battalion..........eewemeseeismsssrsssssssssssssssses C oo oo
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12. Compared to previous Army duty assignments, how would you rate the amount of
personal stress associated with your present assignment? (Fill in only one)

{_JVery high
{_Higher than average
{Lower than average-
{3Very low

13. Compared to previous Army duty assignments, how would you rate your
satisfaction with your present assignment? (Fill in only one)

{Very satisfied

{Satisfied

{"Neither satisfied nor dissatisfied
{‘Dissatisfied

(SVery dissatisfied

14. To what extent do you agree or disagree with the following

statements? v _ ' 6?
9{3
43‘? éfo .ég
N i S
Fé o &3
$ T & 5 S
a. Idon’t mind taking on extra duties and responsibilities
in my work with this Dattalion..........cceeserererreesrsresserinsesesseseressasons O 0 0 O 0
b. Iwork hard and try to do as good a job as OO0 0 0.0
possible.......ccoecruinnienne OO0 0 O 0
c. Ilook forward to starting work every day................ et asneaens SO OOIRY
d. Iam very personally involved in my WOIK.........cc.eeeerrverrerresrenerennes o O 0 OO0
e. My company staff and my battalion staff work well together.........
15. If a person is doing a good job, how many months should s/he serve
in the position you currently hold? '
{0-6 months
{7-11 months
{12 months
{213-18 months
{319-23 months
{24 months
{more than 24 months

@
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16. How would you rate:

&
K3
a. Your current level of morale?........ocovveeeeeveereeerenenne. O]

b. The current level of morale in my battalion? ................

17. How long did it take you to learn the main duties of your current job?
(FILL IN THE CIRCLE IN FRONT OF YOUR ANSWER)

{a. 0-3 months

{"sc. 7-9 months

¢"d. 10-12 months

{"ye. More than 12 months

iy
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BACKGROUND INFORMATION
18. Which of the following best describes your current duty position?
{"»Company Commander
(OCompany 1SG
19. What is your rank? 20. What is your marital status?
{Omitted {?Omitted {JOmitted (U a. Single (never married)
PVI1 L W01 C2LT (J b. Married
OPV2 Ccw2 OILT C c. Divorced
CPFC "?::?CW3 Ocpr {/ d.Legally separated
Ccpuspc LCW4 CUMAJ C e. Widowed
(SGT OLTC
(OSSG OcoL
OsFc
(MSG/1SG
{’SGM/CSM

'21. YOUR CHILDREN
Dependent children are unmarried children who depend on you for over half of their
support. This includes adopted children and stepchildren. A dependent child must also
be in one of the following categories: :
Not yet 21 years old
Attends college and is not yet 23 years old
Has mental or physical handicap and is any age

a. As defined above, how many dependent children do you have?

P
{’None

{50ne

(Two

{"yThree or more

b. How many dependent children are now living with you?

{ *None

{One

{JTwo

{_Three or more




23. When did you assume your present position?

Mos.

Year

25. When did you join this unit?

Mos.

Year

24. When do you expect to leave this position?

Mos.

15

Year
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THANK YOU FOR YOUR HELP.

26. If you would like to make any comments, please use the space below (and the back, if
needed).




Appendix B-1
Battalion/Company-Level Interview Guide: Phases 1-3

Note to interviewer: Before the session begins and before the interviewee has arrived, make
sure the indicated information has been entered in the spaces provided.

Name of Interviewer:

Date Qf Interview:

Time of Interview:

Unit: (circle or bold the unit this interviewee is from)

A. (Don’t use — FORSCOM-0— Dropped) B. (Don’t use — FORSCOM-0 — Dropped)
C. FORSCOM-2 D. FORSCOM-4

E. FORSCOM-1 F. FORSCOM-3

G. USAREUR-1 H. USAREUR-3

I. USAREUR-2 J. USAREUR-4

K. TRADOC-2 L. TRADOC-4

M. TRADOC-1 N. TRADOC-3

Individual’s Position (e.g., Bn CDR, X0,S1-S4, CSM, Co. CDR, 1SG). .

Introduction: [Say something like this] We certainly appreciate your coming in.
Before we get started, do you have any questions about the research? As I said during our in-
brief, the information that you give us on your questionnaire and during this interview will be
confidential, so I hope you will feel free to be forthright in responding to all of our questions.
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1. As you know, we are primarily interested in your experience with stabilization on this post.
Have you noticed any difference in the way that your unit (the stabilized unit) operates since it
has been stabilized?

a. What have been the effects on the performance as a whole? [Probe for training exercises,
trainee performance, attrition, etc. and CTC performance in TO&E units]

b. Has it had an effect on the performance of the BN Staff? If so, how? [Probe for indices
of timeliness, cohesion, high quality, avoidance of past mistakes, etc.]

c. (Ask Stabilized BN participants only:) Are the individuals who were your BN staff
(CDR., X0, S3, & CSM) when the battalion was “stabilized” still in their same position?
[If someone has left, who was it? when did he/she leave? and why did he/she leave?]

d. Can you provide some examples of how effective the communication is between you and
the battalion/brigade commanders? How much authority do they delegate to you? How
free do you feel to take risks?

2. If stabilizing BN staffs (CDR, XO, S3, & CSM) were extended to all Army battalions, what do
you think the effect would be? (Probe for major pluses and minuses).

3.1 am going to list some areas; and, as I come to each one, tell me whether you think
stabilization has made things better in that area, made things worse in that area, or had no
effect in that area.

Okay, let’s start with battalion performance. What do you believe the effect of stabilization
has been — made things better, made things worse, or had no effect.
(Probe for explanation after each item).

(CIRCLE THE ANSWER GIVEN)

Effect on: Made things Made things Had
Better Worse No Effect
a. Battalion performance? 1 2 3
b. Officer careers? 1 2 3
¢. Retention? 1 2 | 3
d. Battalion cohesion? 1 2 3
e. Your job as ? 1 2 3
f. Battalion readiness for wartime? 1 2 3
g. And now, its overall Army effect? 1 2 3
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4. What would you say have been the major plusses of stabilizing battalion staff members so far?
Explain.

5. What would you say have been the major drawbacks so far? Explain.

Give the Supplemental Questionnaire Now

We have some additional questions we would like to ask you based on information you and
others provided the last time we were here. Please take five minutes to fill out this sheet. We’ll
be glad to answer any questions you have.

6. Are there any other questions you would like to ask or any other comments you would like to
make? (Record comments--using the space below and, if needed, the other side of this
page. Then dismiss the interviewee with thanks.)
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Brigade or Company Supplement
Battalion Command Team Transition

We would like to get your opinion on the issue of transitioning into key é’

Battalion positions (Bn Cdr, CSM, XO, [and S3)). Keeping your Bn(s) in 6:?

mind, please indicate how strongly you agree or disagree with the following . $ 52??

statements: § é’ &

X < Q
S & &P
N
_ » g ¢ &5 S

1. Staggering the transition of the Bn command team members (as _
opposed to transitioning all at once) is beneficial for unit functioning ... & (O oGO

2. Having all members of a Bn command team (Bn Cdr, CSM, X0, [and
S3]) assume leadership at the same time is beneficial for unit .

FUNCHOMIIE +evvveseeeressrimssismmsssssssssssisssssssassassessssssssssmsssamas st ssssssesasssssssssssess oG C C O

Keeping your Bn(s) in mind, please respond to the following question.

5. When transmitting "lessons-learned" from members of one Bn & & 53" & o
command team to their successors, to what extent do you think the 55? & éf ﬁ’ ,f
following methods are useful: L S &Y $FE

4. Written dOCUMENTALION ..ovevivirierensseesesesssnsniasnasssessacsisnsasasassassssnes OGO IO IRY:
b. £aCE-tO-fACE CONVETSALIONS wovvvrsceresrssrssrasssssssssssesssssssimssssssssssssssnssases o O O OO0
c. electronic communication (e.g., telephone conversations, e-mail
N N N Y O
COITESPONAENICE) «.cvvrvsresserssrussissrsssasassssensssnssssesssssasesssssessssnsesss veaes OO A
PLEASE DO NOT WRITE IN THIS AREA
OCORCHECERRCOCCOOO000C000 0936




Appendix B-2
Brigade-Level Interview Guide: Phases 1-3

Note to interviewer: Before the session begins and before the interviewee has arrived, make
sure the indicated information has been entered in the spaces provided (bolded items on
this and subsequent pages).

Name of Interviewer:

Date of Interview:

Time of Interview:

Unit: (bold the unit(s) this BDE is responsible for).

A. (Don’t use — FORSCOM-0 — Dropped) B. (Don’t use - FORSCOM-0 — Dropped)

FORSCOM-2 D. FORSCOM-4
E. FORSCOM-1 F. FORSCOM-3
G. USAREUR-1 H. USAREUR-3
I. USAREUR-2 J. USAREUR-4
K. TRADOC-2 L. TRADOC-4
M. TRADOC-1 N. TRADOC-3

Position of the individual being interviewed (check one):
____Bde CDR, XO, S3, CSM, __ Other (specify).

Introduction: [Say something like this] We are from the U.S. Army Research Institute
in Alexandria, VA. We are here to try to learn more about your experiences with the Battalion
Staff Stabilization program at the request of the Chief of Staff of the U.S. Army, General
Reimer. We will ask you questions about two of your units that are in the program (A and B).
"A" is the unit that is (or is supposed to be) stabilized, and "B" is the unit that is being used as a
contrast unit to tell us something about the general conditions in that kind of unit in this
particular location. We will ask you about the leadership, performance, and command climates
of both these units. Whatever you tell us will be held in confidence. We will not identify which
individual provided any of the data we get nor will we talk about anything which does not come
from multiple people within the brigades and battalions we are looking at. Our purpose is to
generate "lessons learned" for future units that may be stabilized. [Note and respond to questions
that are asked.]
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1. When did you first assume your current position? (Month & Year)

2. In your position as how often do you have a chance to interact with these two battalions
and their leaders?

a. Which leaders do you interact with? How often do you see them.
[Note the positions being mentioned and the nature/frequency of the contacts. ]

b. What kinds of unit and staff behavior (events) do you see on a regular basis?

[Probe for summary events that can be "scored," such as end-of-cycle training
measures, performance at battalion-level exercises, etc., as appropriate. Continue to
probe until you understand the slice of unit life he/she will be using in making his/her
judgments about unit performance.]

c. What kinds of statistics are you aware of which might be used to compare these two units?
[Get or make arrangements to get anything that the interviewee feels might provide a
valid comparison.]

d. Are all of the individuals who were assigned to the (stabilized battalion) , the Bn
CDR, XO, S3, and CSM when the battalion was stabilized still in their same position? [ If
someone has left, who was it, when did they leave, and why did they leave?]

e. Can you provide some examples of how effective the communication is between you and
the brigade staff/battalion/company commanders/1SG? How much authority do you
delegate to them? How free do they feel to take risks?

3. Based on all that you know about [the stabilized battalion], how would you rate their current
overall performance on a scale of 1 to 10: with 1 being the worst [training, field artillery,
armor, helicopter, or infantry] battalion you have encountered, and 10 being the best [X, y, or z]

battalion. What score would you give the  unit?
1 2 3 45 6 7 8 9 10 (Circleappropriate number)

Can you tell me some of the things you based your rating on?
(Record comments; probe as needed. After last probe, ask “Anything else?')

4. Based on all that you know about [the control battalion], how would you rate their current
overall performance on a scale of 1 to 10: with 1 being the worst [training, field artillery,
armor, helicopter, or infantry] battalion you have encountered, and 10 being the best [x, y, or
Z] battalion. What score would you give the ___ unit?

1 2 3 45 6 7 8 9 10 (Circleappropriate number)

Can you tell me some of the things you based your rating on?
(Record comments; probe as needed. After last probe, ask “Anything else?")

33




5. Overall, which of these two battalions is the better one? (Check one)
a. __ Stabilized
b. _ Control

Can you tell me some of the things you based your rating on?
(Record comments; probe as needed. After last probe, ask “Anything else?")

(IF THE RESPONDENT CANNOT DISCRIMATE BETWEEN THE PERFORMANCES OF
THE TWO BATTALIONS ON ANY OF THE MEASURES, ASK THE FOLLOWING
QUESTION)
Okay. Let's suppose for a moment that you had to go to war with (work with the soldiers
trained by) one of these battalions, which battalion would you pick? '
(Record answer in space above)

6. Now let me ask you about some words or terms that are sometimes used in describing
battalions: Cohesion, unit climate, soldier motivation, ethical/moral values, soldier
commitment to the unit and its mission, and ethical/moral values reflected in the behavior of
battalion leaders. Which of the two battalions, is higher in:

a. Battalion Cohesion
1. Stabilized
2. _ Control
3. About the same

b. Unit Climate 1. __ Stabilized
2. Control
3. ___About the same

c. Soldier Motivation
1. __ Stabilized
2. Control
3. About the same

d. Soldier Commitment to the unit and its mission
1. Stabilized
2. Control
3. About the same

e. Soldier Commitment to the unit and its mission
1. Stabilized
2. Control
3. ___About the same
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f. Ethical and Moral Values of the Battalion Leadership
1. Stabilized
2. Control
3.___About the same

g. Battalion Readiness to perform its wartime mission
1. Stabilized
2. Control
3. ___About the same

7. What changes have you noticed in the [stabilized unit] since they have been stabilized?
[Probe for changes in how the staff is going about its work. Are there any
improvements/decrements in overall battalion performance that are due to stabilization?
If changes have occurred in TO&E units, ask if these changes are confined to field
exercises or do they occur in garrison operations, also.]

8. If stabilizing BN staffs (CDR, XO, S3, & CSM) were extended to all Army battalions,’what do
you think the effect would be? (Probe for major pluses and minuses).

9.1 am going to list some areas, and, as I come to each one, tell me whether you think
stabilization has made things better in that area, made things worse in that area, or had no
effect in that area.

Okay, let’s start with battalion performance. What do you believe the effect of stabilization
has been — made things better, made things worse, or had no effect. ‘
(Probe for explanation after each item).

(CIRCLE THE ANSWER GIVEN)

Effect on: Made things Made things Had
Better Worse No Effect
a. Battalion performance? 1 2 3
b. Officer careers? 1 2 3
c. Retention? _ 1 2 3
d. Battalion cohesion? 1 2 3
e. Your job as Brigade ? 1 2 3
f. Battalion readiness for wartime? 1 2 3
g. And now, its overall Army effect? 1 2 3
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10. What would you say have been the major pluses of stabilizing battalion staff members so far?
Explain

11. What would you say have been the major drawbacks so far? Explain.

Give the Supplemental Questionnaire Now

We have some additional questions we would like to ask you based on information you and
others provided the last time we were here. Please take five minutes to fill out this sheet. We’ll
be glad to answer any questions you have.

12. Are there any other questions you would like to ask or any other comments you would like to
make? (Record comments--using the space below and, if needed, the other side of this
page. Then dismiss the interviewee with thanks.)
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Appendix B-3

Battalion-Level Interview Guide: Phase 4

Before the interviewee has arrived, make sure the indicated information has been entered in the
spaces provided.

Name of Interviewer

Date of Interview:

Time of Interview:

Unit:.

C. FORSCOM-2 D. FORSCOM-4
E. FORSCOM-1 F. FORSCOM-3
G. USAREUR-1 H. USAREUR-3
I. USAREUR-2 J. USAREUR-4
K. TRADOC-2 L. TRADOC-4
M. TRADOC-1 N. TRADOC-3

Individual’s Position (e.g., Bn CDR, XO, S3, CSM). .

We certainly appreciate your coming in. Before we get started, do you have any questions about
the research we are conducting? As I said during our in-brief, information that you give us on
your questionnaire and during this interview will be confidential, so I hope you will feel free to
be forthright in responding to all of our questions.

Demographics

1. Currently, you are in the position of (Bn CDR, CSM. XO. [S3]), correct?

2. How long have you held your position?

3. Thinking about the other key positions in your battalion (CDR, CSM, XO, [S3]), about how
long has each person held that position or when did each arrive?

CDR -
CSM —
X0 -
[S3]-
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4. Has any of these individuals held other positions in this unit before?

[If so,] Who was in which position?

Your Job

Now I’d like to talk about your transition into your current position —

5. How much overlap was there between your coming and your predecessor’s leaving?
6. What was your main source of information about your current position when you first arrived?

7. How else was information about the position provided to you?

- Inperson? In briefings? In one-on-one conversations?
By whom (e.g., predecessor)?

For how long?
- Via electronic communication?

- Paper trail?
8. Why did that type of information exchange take place?
9. What lessons were passed on to you?
10. What documentation was left behind (e.g., SOPs)?
11. How long has it taken you to become familiar with your duties here?
12. How long did it take you to become familiar with the Brigade’s priorities?
How effective is the communication between you and the Brigade command team?

Can you give some examples of what you mean?
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13. How long do you expect to stay in your current position?

14. What would you do differently if you knew that you were going to be in your job for two
years? [If you are talking to someone who is already in the position or will be in the position
for 2 years —a Bn CDR or CSM - ask “What is the advantage of having a second year?”]

Your Battalion

Next let’s talk about the unit as a whole.

15. What kind of shape was the unit in when you took over your position?
[Probe to find out why s/he thinks it was in the shape it was. What areas of performance are
important, what are the indices that something is going well or not so well?]

16. How did the unit do on its last CTC exercise? Are those records/lessons learned available to
you? What were the lessons learned from the CTC? How will these be used to improve the
unit? [Probe for details of when? where? what happened?]

17. How does the shape this unit was in compare to the initial shape of other units in which you
took a key position? (for example, as prior Company Commander)

18. How is the unit running today?

Army-wide

19. The Army is experimenting with having field grade officers serve for 24 months on a
Battalion staff. If the Army were to mandate that the key battalion staff positions (CDR,
CSM, XO, [& S3]) were to be stabilized for a 24-month period and they were all to arrive at a
unit together, what do you think the effects would be?

e What positive effects would 24-month stabilization have?
¢ What positive effects would transitioning all key positions at the same time have?
e What negative effects would it 24-month stabilization have?

e What negative effects would transitioning all key positions at the same time have?
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20. I am going to list some areas, and, as I come to each one, tell me whether you think
stabilization would make things better in that area, make things worse in that area, or have no
effect. Okay, let’s start with Battalion performance. What do you believe the effect of
stabilization would be — make things better, make things worse, or have no effect.

(Probe for explanation after each item.)

(CIRCLE THE ANSWER GIVEN)

Effect on: Make Things Make Things Have
’ Better Worse No Effect
a. Battalion performance? 1 2 3
b. Officer careers? 1 2 3
c. Retention? 1 2 3
d. Battalion cohesion? 1 2 3
e. Your job as Bn ? 1 2 3
f. Battalion readiness for wartime? 1 2 3
g. And lastly, its overall Army effect? 1 2 3

Give the Interview Supplement Now

We have some additional questions we would like to ask you. Please take a few minutes to fill
these two sheets out. We’ll be glad to answer any questions you have.

Are there any other questions you would like to ask or any other comments you would like to

make? (RECORD COMMENTS--USING THE SPACE BELOW AND, IF NEEDED, THE
OTHER SIDE OF THIS PAGE. THEN DISMISS THE INTERVIEWEE WITH THANKS.)
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Appendix B-4

Brigade-Level Interview Guide: Phase 4

Before the interviewee has arrived, make sure the indicated information has been entered in the
spaces provided.

Name of Interviewer

Date of Interview:

Time of Interview:

Unit:

C. FORSCOM-2 D. FORSCOM-4
E. FORSCOM-1 F. FORSCOM-3
G. USAREUR-1 H. USAREUR-3
I. USAREUR-2 J. USAREUR-4
K. TRADOC-2 L. TRADOC-4
M. TRADOC-1 N. TRADOC-3

Individual’s Position (e.g., Bde CDR, XO, S3, CSM). .

Introduction: We are from the U.S. Army Research Institute in Alexandria, Va. We are here to
try to learn more about your experiences with the Battalion Staff Stabilization program at the
request of the Chief of Staff of the Army. We will be focusing our initial questions on unit:

We certainly appreciate your coming in. Before we get started, do you have any questions about
the research we are conducting? As I said during our in-brief, information that you give us on
your questionnaire and during this interview will be confidential, so I hope you will feel free to
be forthright in responding to all of our questions.
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The Battalion

1. In your position as , how often do you have a chance to interact with Bn?

Which leaders do you interact with? How often do you see them? What is the nature of
these contacts? Explain.

Has there been more than one person in that position while you’ve been (CDR, XO, S3,
CSM)? [If yes,] Were there differences in your interactions between these two individuals?

Explain.

How did the individuals transition into their new position? How long did it take for them to
adjust?

2. Can you provide some examples of how effective the communication is between you and the
Bn staff? [Probe: How timely is the communication? Does it reach the appropriate
individuals? How clear is the information?] [Reminder: Ask about CTC and lessons learned. ]

How much authority do you delegate to them?
3. What type of information do you use to gauge how well this Bn is doing? (Please be specific)

4. Based on all that you know about this Bn, how would you rate their current overall
performance on a scale of 1-10: with 1 being the worst [training, field artillery, armor,
helicopter, or infantry] battalion you have encountered and 10 being the best.

What score would you give this unit?

Can you tell me some of the specific things you based your rating on? (Probe as needed; after
last probe, ask “Anything else?”)

5. How does the shape of this Bn compare to the other Battalions in your Brigade?

6. Have you previously held any of these key Bn positions (e.g. XO)? Which ones? How did
things work for you coming into that position?

How were they during the rest of your time there?
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Army-wide
7. The Army is experimenting with having field grade officers serve for 24 months on a
Battalion staff. If the Army were to mandate that the key Battalion staff positions (CDR,

CSM, XO, [& S3]) were to be stabilized for a 24-month period and they were all to arrive at a
unit together, what do you think the effects would be?

e What positive effects would 24-month stabilization have?
o What positive effects would transitioning all key positions at the same time have?
¢ What negative effects would it 24-month stabilization have?

e What negative effects would transitioning all key positions at the same time have?

[e¢]

. Tam going to list some areas, and, as I come to each one, tell me whether you think
stabilization would make things better in that area, make things worse in that area, or have no
effect. Okay, let’s start with battalion performance. What do you believe the effect of
stabilization would be — make things better, make things worse, or have no effect.

(Probe for explanation after each item.)

(CIRCLE THE ANSWER GIVEN)

Effect on: Make Things Make Things Have
Better Worse No Effect
a. Battalion performance? 1 2 3
b. Officer careers? 1 2 3
c. Retention? 1 2 3
d. Battalion cohesion? 1 2 3
e. Your job as Bde. ? 1 2 3
f. Battalion readiness for wartime? 1 2 3
g. And lastly, its overall Army effect? 1 2 3
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Give the Interview Supplement Now

We have some additional questions we would like to ask you. Please take a few minutes to fill
these two sheets out. We’ll be glad to answer any questions you have.

Are there any other questions you would like to ask or any other comments you would like to

make? (RECORD COMMENTS--USING THE SPACE BELOW AND, IF NEEDED, THE
OTHER SIDE OF THIS PAGE. THEN DISMISS THE INTERVIEWEE WITH THANKS.)
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Appendix B-5

Company-Level Interview Guide: Phase 4

Before the interviewee has arrived, make sure the indicated information has been entered in the
spaces provided.

Name of Interviewer

Date of Interview:

Time of Interview:

Unit:.

FORSCOM-2 D. FORSCOM-4
E. FORSCOM-1 F. FORSCOM-3
G. USAREUR-1 H. USAREUR-3
I. USAREUR-2 J. USAREUR-4
K. TRADOC-2 L. TRADOC-4
M. TRADOC-1 N. TRADOC-3

Individual’s Position (e.g., Co CDR, 1SG, S1,2,4). .

We certainly appreciate your coming in. Before we get started, do you have any questions about
the research we are conducting? As I said during our in-brief, information that you give us on -
your questionnaire and during this interview will be confidential, so I hope you will feel free to

be forthright in responding to all of our questions.

How long have you been in this position?

45




Your Battalion

1. What type of contact or interactions take place between you and the Bn command team?
Who do you interact with?

How often do you interact?

2. Compared to other units you have been in, how effective do you find the communication

between you and the Bn staff? Can you provide some examples?
[Probe: How timely is the communication? Does it reach the appropriate individuals? How

clear is the information?]
How much authority do they delegate to you? How free do you feel to take risks?

3. How long has it taken you to become familiar with the Battalion’s priorities? How long has it
taken to develop effective working relationships with the Bn command group?

4. What type of information do you use to gauge how well your Bn is doing? (Probe for specific
forms of measurement) ‘

5. Based on all that you know about this Bn, how would you rate their current overall
performance on a scale of 1-10: with 1 being the worst [training, field artillery, armor,
helicopter, or infantry] battalion you have encountered and 10 being the best.

What score would you give this unit?

Can you tell me some of the specific things you based your rating on? (Probe as needed; after
last probe, ask “Anything else?”)

6. How does the shape of your Bn compare to other Battalions you’ve been in?
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Army-wide

7. The Army is experimenting with having field grade officers serve for 24 months on a
Battalion staff. If the Army were to mandate that the key Battalion staff positions (CDR, CSM,
XO, [& S3]) were to be stabilized for a 24-month period and they were all to arrive at a unit
together, what do you think the effects would be?

e What positive effects would 24-month stabilization have?

What positive effects would transitioning all key positions at the same time have?

What negative effects would it 24-month stabilization have?

What negative effects would transitioning all key positions at the same time have?

[ee]

. I am going to list some areas, and, as I come to each one, tell me whether you think
stabilization would make things better in that area, make things worse in that area, or have no
effect. Okay, let’s start with battalion performance. What do you believe the effect of
stabilization would be — make things better, make things worse, or have no effect.

(Probe for explanation after each item.)

(CIRCLE THE ANSWER GIVEN)

Effect on: Make Things Make Things Have
Better Worse No Effect
a. Battalion performance? 1 2 3
b. Officer careers? 1 2 3
¢. Retention? 1 2 3
d. Battalion cohesion? 1 2 3
e. Your job as Co. ? 1 2 3
f. Battalion readiness for wartime? 1 2 3
g. And lastly, its overall Army effect? 1 2 3
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Give the Interview Supplement Now

We have some additional questions we would like to ask you. Please take a few minutes to fill
these two sheets out. We’ll be glad to answer any questions you have.

Are there any other questions you would like to ask or any other comments you would like to

make? (RECORD COMMENTS--USING THE SPACE BELOW AND, IF NEEDED, THE
OTHER SIDE OF THIS PAGE. THEN DISMISS THE INTERVIEWEE WITH THANKS.)

48




Appendix C-1

Supplemental Questionnaire: Phases 2 & 3
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1. Stabilization fosters job commitment rather than "ticket-punching...." SO 0 OO0
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11. Communications and working relationships within the command .
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12. There is greater consistency in battalion SOPs and philosophy........... O C O O O
13. Having fewer officers with battalion staff experience will hurt the
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Appendix C-2

Supplemental Questionnaire: Addendum for Phase 4
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Battalion Supplement

Battalion Command Team Transition

We would like to get your opinion on the issue of transitioning into key
Battalion positions (Bn Cdr, CSM, XO, [and S3]). Keeping your current
position in mind, please indicate how strongly you agree or disagree with
the following statements:

An overlap between an incoming member of a Bn command team and
his/her predecessor makes transitioning SMOOhET .....c.ccvvvemrriinecinrucnns

I have really benefited from the "institutional knowledge" of command
team members who got here before Idid .......oceveiviveenniineinnicicnneenee

Staggering the transition of the Bn command team members (as
opposed to transitioning all at once) is beneficial for unit functioning ...

Having all members of a Bn command team (Bn Cdr, CSM, XO, [and ‘

. $3]) assume leadership at .the same time is beneficial for unit

fUNCHONING c.voveereiriisirriniesiiiieesrerssesesssssasssasssssesesesessssssssssaesesssnssnane

Lessons learned from the previous command team are a very useful
source of information for transitioning into a new position

Keeping the first few months of your current position in mind, please
respond to the following questions.

6.

During the first few months, to what extent was the information you
received about your current job coming from:
a. written dOCUMENtALION ......ccvvririrerserimnensuessenssesninessenseesesssnsassessns
b. face-t0-face CONVETSALIONS .......covvvverereirninssnssnsseensnsnssnsaesessnasssssoacs
c. electronic communication (e.g., telephone conversations, e-mail
COITESPONAEIICE) ...ocuviririrernrrirartserisssnsssssessrssssessssassessesasnsasassessanes

During the first few months, to what extent was the really useful
information for your current job coming from: - =
a. written dOCUMENtAtION .......cceererernurrriiaesnrensseessssssinessssesensssasssses
b. face-t0-fACE CONVETSALIONS ....vuervereeresessesnesersessesersossesssessssenesessisenes
c. electronic communication (e.g., telephone conversations, e-mail
COITESPONAEIICE) .cuvvcuniuiriirisminsseseseresssnssssassesssssnsasssssasnssscsssesssssosses
During the first few months, to what extent would you have preferred
getting information about your current job from:

a. written documentation ............... cresreresssnnrrasasans cevseereres cereeeenes veevens

b. face-to-face conversations ........... rerareesssneesaransaesetesersanesenasesssesrane

¢. electronic communication (e.g., telephone conversations, e-mail
COITESPONAEIICE) ..cucueirrrerirsrrneresnssasssesssssarsssssssssassasasssasusssacssosessanas
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Appendix D
Leadership Style Scales

Fifty-three items adapted from the Multifactor Leadership Questionnaire (Bass & Avolio, 1996)
comprise nine scales describing the leadership style of the command group. Respondents rated
the items on a 5-point scale ranging from “not at all” to “frequently, if not always,” indicating
how often the command group does each item. Each of the nine scales is described below.

1. Idealized Attributes. Eight items measured the amount of respect, trust, and faith that
existed among command group members. The reliability of this scale was .89. The scale
was composed of items 9b, 1, v, X, jj, pp, ss, and ww in the Battalion Survey located at
Appendix A-1.

2. Idealized Behaviors. Eight items assessed whether the command group behaved as though
it were committed to the battalion, the Army, and each other. The reliability of this scale
was .82, and it included items 9a, d, n, ff, xx, yy, zz, and aaa in the Battalion Survey
located at Appendix A-1.

3. Inspirational Motivation. Eight items described the degree to which the command group
inspired and motivated others. This scale had a reliability of .93 and included items 9p, z,
q, aa, jj, kk, T, and tt in the Battalion Survey located at Appendix A-1.

4. Intellectual Stimulation. Six items measured how much the command group encouraged
creative problem-solving and novel approaches. The scale’s reliability was .84. It
consisted of items 9h, r, bb, ii, 11, and uu in the Battalion Survey located at Appendix A-1.

5. Individual Consideration. Five items related to coaching and developing others; they were
95, t, dd, nn, and vv in the Battalion Survey located at Appendix A-1. The reliability of this
scale was .85.

6. Contingent Transactions. Three items gauged how frequently the command group set
expectations, goals, and rewards: 9g, o, and y in the Battalion Survey located at Appendix
A-1. This scale’s reliability was .77.

7. Management-by-Exception — Active. Six items measured the prevalence with which the
command group focuses attention on mistakes and correcting others. This scale had a
reliability of .47 and was composed of items e, m, u, w, gg, and qq in the Battalion Survey
located at Appendix A-1.

8. Management-by-Exception — Passive. Four items assessed the degree to which the
command group followed the credo, “If it ain’t broken, don’t fix it.” This scale had a
reliability of .77 and included items 9c, k, ee, and 0o, in the Battalion Survey located at
Appendix A-1.

9. Laissez-Faire. Five items indicated how often the command group engaged in
“avoidance” behaviors and delayed responses. The reliability of this scale was .90. It
consisted of items 9f, i, s, cc, and mm in the Battalion Survey located at Appendix A-1.

51




Appendix E

Supplemental Questionnaire Items on Which A Majority (67% or more) of theTRADOC

Respondents Held Similar Opinions

overwhelms any effects from stabilizing
BN staffs

Supplemental Questionnaire Item  Respondent's  Agree %  Neutral %  Disagree %
Level

Stabilization helps families by reducing BN * 90 0 10

PCS moves BDE ** 80 10 10
CO *#= 90 5 5

Longer tenure improves job performance BN 67 9 24
BDE 70 20 10

CO 74 16 10

There is greater consistency in BN SOPs BN 76 9 14

& philosophy CO 95 0 5

Morale suffers because of inescapable BN 68 18 14

personality conflicts

Communications & working BDE 70 20 10

relationships within the command team CO 75 25 0

is improved

Stabilization fosters job commitment CO 75 20 5

rather than “ticket-punching”

Turbulence at the company/battery level BDE 30 0 70

* BN (n=22)
#+ BDE (n=10)
*xx CO (n=20)
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Appendix F

Sample Briefing
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