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Preface

There are a great number of Marine officers across the Marine Corps that feel the Marine
Corps’ annual training philosophy and the corresponding bureaucracy is ineffective and
inefficient.” | chose to conduct research and write on this topic, because | believe that many of
the prescriptive and reactive policies, programs, and processes utilized by the Marine Corps to
standardize annual training are ineffective at best, and counterproductive at worst. | believe
many of these training requirements that are levied upon the individual Marines are excessive,
ineffective, and cause commanders at the battalion and squadron level to misallocate time and
resources based on higher-headquarters over prioritization of treating symptoms, rather than
treating causes.

The endstate of this short research paper is to determine if the multitude of annual
training programs and requirements can be simplified into a more holistic and simplified set of
training requirements that can be determined by the unit commander based on their training,
education, experience, and knowing their unit’s capabilities and limitations. My belief is that the
many independent, disconnected annual training classes that revolve around safety, health
promotion, respect and dignity towards the opposite sex, and suicide prevention are treating
“symptoms” of an underlying condition. | believe the underlying condition that has a causal
relationship to these “symptoms” is that in general, the Marine Corps is lacking in its ability to
instill and develop character or virtue ethics.

There is currently a “draft” Marine Corps order called “Marine Corps Leadership
Development,” and although it does not create any real “new” programs or “new” requirements,
the spirit and intent of this draft order could serve as the instrument for innovative and effective
change as it relates to Marine Corps leadership and ethics training. Integrating the concepts of
mission command, trust tactics, and Marine Corps Leadership and Ethics Development can serve

to create a transformational environment where the commander’s responsibility to conduct



leadership and ethics training is targeted to meet the needs and standards required of current
annual training as the leader determines necessary for their specific unit. Commanders who are
screened and slated for command by the Commandant of the Marine Corps deserve the trust and
confidence of the institution to develop this leadership and ethics development program that
meets or even exceeds the effectiveness and minimum standards of the current “hour” or “hour
and a half” annual training requirements.

Trying to solve the character problems in an hour or so per year, in a non-integrated
fashion only addresses the symptom, and benefits only the training reporting process. By using
the unit commanders’ leadership and ethics development program training would be more
holistic, less redundant, based on unit needs not just a laundry list, thereby greatly simplifying
the process of completing the entire inventory of annual training classes by giving the unit
commander the latitude and trust in a garrison environment that our doctrine encourages our
Marines to implement in both training and combat.

Creating an environment for change will require trust. Commanders know their Marines
and their units’ areas for improvement. Battalion and squadron commanders can meet these
requirements as a greater approach to leadership and ethics development in a manner that is tied
to the pulse of their individual command climate. This type of trust, and this type of change is
required to make annual training topics more effective, and reinforces the kinds of adaptations
that the Marine Corps will need to make in implementing Expeditionary Force—21 and facing

the uncertain contingencies and crises of the Marine Corps’ future operating environment.
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Executive Summary

Title: Excessive Administrivia: Eliminate the Background Noise and Get Back to Brilliance in
the Basics

Author: Major Jason Patrick, United States Marine Corps

Thesis: In order to successfully address the underlying cause of most topics of annual training, a
lack of well-developed character or virtue ethics, the Marine Corps must take an innovative and
adaptive approach to transforming its annual training catalog by using Marine Corps Leadership
and Ethics Development as the central point of emphasis in reducing ethical failures tied to the
wide range of annual training topics.

Discussion: Currently, annual training in the Marine Corps is excessive, ineffective, redundant
and overly focused on symptoms rather than causation. Marine ethical failures gain attention in
the media and the public eye. Many of these failures revolve around drugs, alcohol, suicide,
domestic violence, and even sexual assault and rape. The sexual assault, rape and even
pornography are now increasingly including children. These sorts of behaviors ought to be
incapable of being conducted by Marines, but Marines who have been indoctrinated in the
Marine Corps’ core values are perpetrating these behaviors. The Marine Corps has a linear
approach to combating these issues. Certain training is mandated by the Department of Defense
of the Department of the Navy, and even Headquarters of the Marine Corps. Most of the training
is required to be given once annually, with the average time spent on these important areas of
character flaws and misconduct equaling sixty to ninety minutes a year, per Marine. In addition
to a one-hour approach to training, the emphasis unfortunately seems to be more heavily towards
recording and reporting completion of the training to higher, rather than the standards the
training is taught to meet or exceed. Developing leadership and ethics in Marines through
guided discussions, values based training, decision games, coaching, counseling, mentoring and
crafting personal mission statements can greatly assist a battalion or squadron commander in
focusing on their unit specific shortfalls and limitations in character and virtue ethics. With the
appropriate trust and confidence, commanders can use these methods to creatively and
effectively accomplish annual training requirements based on the needs of their units and
individual Marines.

Conclusion: In order to successfully conduct annual training, the Marine Corps needs to admit it
has a character or virtue ethics problem. The Marine Corps must design and institutionalize an
innovative and adaptive approach to transforming its annual training requirements. By using
Marine Corps leadership and ethics development as the fundamental point of emphasis in
reducing ethical failures which are tied to the wide range of annual training topics, the Marine
Corps can more effectively counter the occurrences of ethical failures such as drugs, alcohol,
suicide, domestic violence, sexual assault, rape, child sex abuse and the alarming trend of child
pornography.



The challenges of an increasingly uncertain, complex, and decentralized
operating environment will continue to place new demands on our leaders at all
levels. Our recruiting standards, manning policies, training, and education must
constantly evolve to produce Marines who can meet those challenges.?
— General Joe Dunford, 36th Commandant of the Marine Corps
Introduction
The Marine Corps proudly proclaims that their job and moral obligation is to fight and

win the Nation’s battles.®> To be most ready, when the Nation is least ready.* The Marine Corps’

current operating concept Expeditionary Force — 21 expresses that the Marine Corps will be in

"> These are high-minded words, but the

“the right force, in the right place, at the right time.
Marine Corps must make their actions speak louder than words. Historians often interpret the
reasons a nation lost a war or fell from great power. A classic example is how Prussia fell to
Napoleon after the battle of Jena in 1806. Frederick the Great had built the kingdom into a
formidable and impressive empire, with good organization and great tactics, only to have his
nephew and successor allow it to fail to innovate, adapt, and win when Prussia was invaded and
soundly defeated by Napoleon at Jena and Auerstadt.® Fortunately, for Prussia this hallmark

defeat served as the momentum for sweeping military reforms by Scharnhorst and Gneisenau

that set forth a period of unprecedented military success for the next one hundred thirty years.

The Marine Corps is promoting, and wants to execute Expeditionary Force — 21.

Expeditionary Force — 21 is a worthy goal in the evolution of Marine Corps operations doctrine.

General Dunford’s current CMC’s planning guidance is reminiscent of “First to Fight” by
Lieutenant General Victor H. Krulak,” and Marine Corps Doctrinal Publication—1 Warfighting;®
as he is guiding the Marine Corps into the future, embracing the past, and embracing maneuver

warfare. These lofty aims of Expeditionary Force — 21 and innovation, adaptation and winning

are made difficult by sequestration budget issues, and by years of deployments that took time



away from general Marine Corps leadership and core values ethical principles, and focused more
specifically on security and stability training in support of the Global War on Terrorism. The
rapid deployment cycles, and the lack of emphasis on Marine Corps leadership and ethics
training has started to erode public trust in Marines. The same sequestration and drawdown
effects are now artificially making the job harder on Marines to meet the same operational

commitments that the Nation is sending up a demand signal for Marines in crises and

contingency operations that must be met with success. Expeditionary Force — 21 and innovation
are also all but made impossible by the way the Marine Corps conducts a large amount of its
training.

There is currently a problem with how the Marine Corps conducts annual training. The
type of training this refers to is the mundane, sometimes trivial, often redundant, daily
administratively burdening type of training—call it Administrivia. This annual training is often
referred to and treated as “check-in-the-box” training. Annual training is most always generated
with the best intentions, but it is often badly executed by simply adding an “hour” of training to
the long list of “must do” items. Currently, Marines conduct annual training for a wide
assortment of topics relating to health, safety, suicide, sexual assault, and many other important
health, safety and behavioral issues. The Marine Corps also conducts intensive pre-deployment
training programs based on the particular geographic combatant command theater that a
particular unit will deploy in support of. The annual requirements take a great deal of time, all
things considered; and the pre-deployment requirements take as much if not more time to
successfully complete. The two higher-headquarters (HHQs) driven requirements of annual and

predeployment training add up to require more time than is available for units.®



The Marine Corps has recently recognized this problem, and has started to address it in
small steps. The Unit Marine Awareness Program Integrated Training (UMAPIT) is an excellent
example of how the Marine Corps was able to take several training requirements and programs
and condense them down to an individual program with much less hourly requirements from
HHQs.'® Another example is the latest version of Marine Corps Bulletin 1500 that has removed a
couple of training requirements, redesignated the frequency of certain training requirements, and
has specified that alternative methods of delivery are available to commanders that they may
have not been aware of until now.** Noting that these are positive steps, it must also be stated
that these minor improvements are not anywhere near the magnitude of innovation or adaptation
that is required to design an implement an effective annual training system. General Dunford,
the 36th Commandant of the Marine Corps recently published his 2015, initial planning guidance
for the Marine Corps. In this guidance, the Commandant expressed that we must innovate,
adapt, and win. Our training and education must follow this trend to meet the needs of the future
operating environment where Marines will operate on an increasingly complex battlefield,

executing maneuver warfare in the form of Expeditionary Force — 21.

The Marine Corps needs to innovate its training and education and implement a new
system. Annual and pre-deployment training are overwhelming when combined, so much so,
that the Army recently published a study specifically about leaders and soldiers lying about
accomplishing training.** The overwhelming nature of these two top-down driven requirements
is paralyzing to commanders who are tasked with achieving combat effectiveness, and taking
care of their Marines—by which all their essential missions are accomplished. Time is not given
to commanders to conduct broad and holistic leadership and ethics training. If the annual

training enterprise was the purview of the battalion commander and their leadership and ethics



development training plan was responsible for covering this training at the small unit level, then
the annual training catalog would be achievable, effective, and mutually reinforcing. In order to
successfully address the underlying cause of most topics of annual training, a lack of well-
developed character or virtue ethics, the Marine Corps must take an innovative and adaptive
approach to transforming its annual training catalog by using Marine Corps leadership and ethics
development as the central point of emphasis in reducing ethical failures tied to the wide range of
annual training topics.

This paper defines the nature of the problem, and projects a way ahead using tools
currently available to Marines, and by suggesting a few new techniques be incorporated into a

unit commander’s training, counseling, leadership and ethics development plan.

Effective decisionmaking requires both the situational understanding to recognize
the essence of a given problem and the creative ability to devise a practical
solution. Hence, an essential function of planning is to promote understanding of
the problem—the difference between existing and desired conditions—and to
devise ways to solve it.”?

— MCWP 5-1, The Marine Corps Planning Process

Part One: The Nature of the Problem

“On the surface, problems like unethical behavior (urinating on dead Taliban
corpses) and severe misconduct (sexual assault) seem to be driving this call for a
reawakening. But these are symptoms of a subtler malaise within the Corps.
While the past decade of conflict has brought an incredible amount of support and
resources for our units and Marines, they perhaps came with an unperceived cost
that will make it difficult for the younger generation of Marines to transition into
a new period of fewer combat deployments and increased fiscal austerity if we
don't help them. Perhaps the wakeup call is more suited for organizational-level
leaders to understand the root causes of some of our conduct issues and better
prepare our junior leaders for the future.”**

The Marine Corps has a virtue or character ethics problem. This lack of character or

virtue ethics is leading to a depressing trend of moral failure; sometimes in combat, but



predominantly in a peacetime garrison environment between deployments. Years and years of
stability and support operations (SASO), counterinsurgency operations (COIN), humanitarian
assistance and disaster relief operations (HA/DR); combined with living in hard-wired forward
operating bases and firmbases has given the Marine Corps a new generation of combat veterans.
However, this generation is not practiced at major ground combat operations. The types of
training that are so specific for Irag and Afghanistan are not the basics. They are skillsets that
can be generated by a unit that knows the basics, but they should not be the centerpieces of
training. They are consequential to knowing the basics. Similarly, as SASO, COIN and HA/DR
have distracted the Marine Corps from the basics, the Marine Corps’ annual training has
detracted from even more activities. Just like the Marine Corps became specialists in
asymmetric combat and conflicts, we are wrongly specializing in annual training, and the
creation of single mission program offices like the Sexual Assault Prevention and Response
(SAPR) office at Headquarters Marine Corps. Sexual assault is a really significant problem in
the Marine Corps, but so are alcohol, drugs, and shockingly child pornography and child sex
abuse incidents.™> Why is there not an office that looks at ethical behavior as a whole, and
specifically designs training to counter the types of incidents that are most damaging to the
health of the force? Does the trend continue until there is a separate office for each and every
type of misconduct? Did this trend start because of congressional pressure? Is this SAPR office
the way to stop sexual assault, or is it possibly, and unfortunately a way to get Congressional
oversight satisfied with our actions towards a specific symptom of ethical failure among the
ranks of the Marine Corps?

A recent news release from the Marine Corps published Special and General Court-

Martial dispositions for the first quarter of fiscal year 2015.*° A disturbing trend can be seen in



this document that details over 100 individual convictions. Some cases had multiple convictions,
and the categorization of several of the convictions such as child sexual abuse, child
pornography, rape, sexual assault, and manslaughter are topics that most American citizens
would not fathom as behavior that could be engaged in by a Marine. These serious and depraved
convictions were committed by junior Marines, non-commissioned officers and commissioned or
warrant officers. What is even more disheartening about this laundry list of convictions is that
these are only the cases where the offenders were caught, and where there was enough evidence
to convict them of their crimes when found guilty. There will likely always be a certain small
percentage of society, where the Marine Corps draws its recruits, that are high-functioning
psychopaths/sociopaths but Marine Corps leadership must be able to recognize the potential for
this sort of propensity for universally unacceptable behavior during the entry-level training
process.”’

The Marine Corps has a proud heritage, and is historically known for not complaining,
and doing more for and with less that anyone else. The “Marines get the job done, no matter
what” attitude is starting to become problematic, particularly when it is not a requirement of a
combat or crisis situation. Empirical data and unit-level evidence collected by the Center for
Naval Analyses both strongly suggest that battalion and squadron-level units do not have enough
time to complete annual training when combined with individual, small-unit, and collective
mission essential training and readiness tasks.'® This lack of training time is magnified when a
unit has a significant volume of predeployment training requirements relating to combatant
commander (COCOM) requirements in association with the Marine Corps Force Generation
Process.”® It very well might be time to revisit the mantra of “Mission First.” Without the

Marines properly trained, there are missions that the Marine Corps will fail at accomplishing.



The Marine Corps must reform its annual training programs. There are too many requirements,
redundancies, and separate offices that oversea the same training requirements. The sheer
number of separate orders, bulletins, and Marine administrative messages (MARADMINSs) that
govern this training is dizzying.® It is time for the Marine Corps to consolidate programs,
offices, requirements, and become more holistic, effective and efficient, so that the institution
can apply the now well-known refrain “innovate, adapt and win.”? It is time for a new
intellectual revolution in the Marine Corps, and innovating new, creative, effective, and multi-
purposed training sessions and tools could lead the Marine Corps in that direction. A way of
doing this is to utilize a conceptual model that the Lejeune Leadership Institute refers to as
Marine Corps Leadership Development (MCLD) as the vehicle to meeting annual training
requirements, by adapting this training spectrum into a continuous training process that the
battalion or squadron commander owns. The essence of MCLD is analogous to the “Re-
Awakening” message from General Amos, in that it requires engaged small unit leaders,
knowing their Marines, training them, and leading, coaching and counseling by example. The
nature of this problem is in ensuring these intermediate level commanders are given full
flexibility and authority to lead organizational change, implement creative and effective training,

and ensure their Marines are successful on and off the modern battlefield.?

If you do not have the time to do it right, when will you have the time to do it
over??

—John Wooden

Excessive, Ineffective and Redundant Training

The Marine Corps has a tendency to make things difficult, partly because it is good

training, and partly because it is proud, of its arduous, expeditionary self-label. But another



thing the Marine Corps bestow on itself is copious amounts of HHQs mandated training. Gone
are the days that you can tell someone to do what they were taught or told and simply hold them
accountable. Some might say that you have to show their Marines a specific PowerPoint®
presentation, and that you must collect a roster and a database entry will follow that validates a
specific number of hours per year were reached. That training must be entered into a computer
database so that the HHQs can report to its HHQs, and even serve as a flak jacket, when a
general officer must testify before Congress that the training was done.

It should seem obvious to most, that somewhere in this process, the accountability is lost.
The responsible agent is no longer the individual whose behavior is not in accordance with
regulations and core values, and the responsibility now lies in the service to show that training is
completed, or to the leader that proves that there was a sign-in sheet, or leave and liberty plan
risk prevention worksheet that the offender signed. By providing a specific, mandatory
PowerPoint ® the accountability is even further from the small unit level, because now the unit
does not have to produce their own training, or know the material well enough to present it in
front of an audience. This type of training is wasteful and ineffective. Small unit leaders need to
be engaged, and they need to be involved in learning their material well enough that they can
give their class from reaching into their hip pocket.

Today, many Marines believe that the Marine Corps has become a force that is overly
prescriptive and reactive in mandating unit and individual training, particularly when that
training relates to personal conduct or standardized pre-deployment training program. Marine
Corps administrative and annual training has become so overwhelming and ineffective, that it is
commonplace to hear leaders “sigh” in relief when they finally deploy to combat, or to any other

deployment requirement, due to the relief of the gauntlet of training requirements. There exists a



perception among field grade officers and senior SNCOs that during the last 10-12 years, the
Marine Corps has gradually transitioned away from a force that embraced the value of small unit
leaders exercising judgment and initiative. Where there used to be a genuine appreciation for
small unit leaders using their valuable years of training, education and leadership to lead Marines
and prepare them for combat, now there are a great deal of controls in place that replace
leadership.*

In addition to the surplus of annual and predeployment training requirements there are an
immeasurable volume of daily-operations continuing actions some refer to as recurring
responsibilities and daily habits of living. Even off-duty, Marines must transit to and from work,
sleep, eat, spend time with friends and family, execute leave and liberty, and conduct physical
training. During duty hours, the extensive amounts of time that small battalion and squadron
staffs’ spend on administration, reporting, planning, and building PowerPoint ® briefs is
prodigious. Recent Marine Corps Quality of Life Surveys indicate that Marines are spending an
average of eleven hours per workday, in the performance of their duties.?®> That does not count
taking work home, or coming into the office on the weekend. Finally, there are a multitude of
other factors that go into absorbing more hours of everyday such as transiting to and from
training areas and the field, field operations, exercises, deployments for training, and even low-
density high-demand requirements like rifle and pistol range qualification, water survival
training, or a healthy dose of medical and dental readiness appointments.

The higher headquarters commander or staff officer that says “yes, we can always add one
more mission or requirement” is not looking at the health of the force at the small unit level.
Similar to “black ice” and “icebergs,” this is a danger that you cannot plainly see, and take at

appearances. So many individual programs have spun off, and created additional training



requirements that it has created an environment of “glossing-over” topics that would otherwise
normally get appropriate leadership attention.”® As previously discussed, the U.S. Army is
experiencing this same problem to the degree that soldiers and officer are actually compromising
their integrity when it comes to approaching the excessive training requirements and policies that
have built up into figurative obstacles.”” Those battalion and squadron leaders and planners that
are staying at work more than twelve hours a day are chasing “paper tigers” and fighting the
“good fight” to make sure that reports and briefs are ready for HHQs and they are sometimes
unknowingly wearing blinders to the leadership and ethics environment within their
commands.?® It is not hard to recognize that standards are beginning to slip across the Marine
Corps because leaders are spending too much time at their desks, and not because of preference,
but because planning, training and reporting requirements are all based around computers. These
same leaders are slipping in their standards. Physical fitness scores are getting lower; Marines
are gaining weight, and there can begin to develop a situation where the leader does not look so
acutely at these attributes in their Marines, and as if that were not enough, the situation is not
helped by the prospective recruiting pool in today’s society.?®

On occasion it benefits to look at American society as a whole. Valuable lessons can be
learned by the military, by observing how adult learning standards apply to responsibilities
granted within state and federal law. Just as responsibilities in the military can be consequential,
and even critically fatal, so are the responsibilities that are bestowed and managed by local and
federal government. One such example is the frequency of required training once an American
citizen receives a driver’s license. In most cases, an individual who meets the standards to
qualify for a driver’s license is nor retrained, familiarized, or otherwise required to refresh their

training and education on operating a motor vehicle for decades after initial certification. States
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believe that licensed vehicle operators will obey the law, and operate their vehicles safely, or
they will be cited, fined, or their privileges will be lost. This same thought experiment can be
applied to an American citizen reaching the age of twenty-one and enjoying the privilege of
purchasing and consuming alcohol. No training is required prior to earning the right to purchase
and consume alcohol, or as a matter of maintenance of knowledge pertaining to alcohol and its
potentially deadly consequences. Other examples include purchasing firearms, or obtaining a
concealed handgun permit. The United States trusts its states and citizens to regulate themselves.
Citizens are generally treated like adults, and they act like adults. There is a strong argument
that Marines are treated like teenagers, and therefore they act like teenagers. It just might be
worth experimenting with methods that confer responsibility on the individual Marine.

An equally concerning negative trend has been the unfortunate increase in the Marine
Corps dependence on passive training.>® Training based on the internet is flawed, as this training
almost always has a click next, multiple choices, try again, and in stride remediate testing pattern
of education and training. Logging onto a computer, and learning nothing, and guessing at the
right answers is not effective, and it surely does not develop leadership skills in our small unit
leaders. Yet, a great deal of contemporary training is being conducted in this fashion. Another
disturbing trend is a lack of standards based training. The Marine Corps appears to be trending
towards a policy of training to “time.” It is seemingly more important that a roster exist, that
shows the names of Marines who “attended” a brief or what we might call “training.” Often the
training that we are required to do on an annual or semiannual basis is time based. One-hour of
anti-terrorism training. What standard are we training to in this case? Is the standard that
someone sat through a one-hour class, regardless of whether or not they listened or learned? The

Marine Corps could more effectively accomplish its intent, by reorganizing and consolidating its
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training efforts, simplifying the complex and confusing world of training down to leadership and
ethics development at the small unit level. Commanders are able to know their Marines, know
their strengths, limitations, and their likelihood of being a risk in an area that is foreseeable or

preventable.

He who defends everything—defends nothing.
—Frederick the Great

Jack-of-All-Trades, Master of None

There are many reasons a country can fail to prepare for the next war. The United States
can look at the eventual successes of World War | and World War 11, but then are perplexed at
the end result of the Vietnam War. Currently, the Marine Corps and the United States are
finding difficulty with the Global War on Terrorism. The failure is not conducting operations,
accomplishing missions, or being outmatched by the enemy; the failure exists in the nexus
between the public and the government. The Department of Defense (DoD) is dealing with
budget uncertainty, while at the same time it is expecting more from its downsizing military than
it can deliver.®® New missions emerge, and the result is the Marine Corps increasingly begins
creating and employing special purpose Marine Air Ground Task Forces (SPMAGTFs) around
the world. New internal crises occur with classified information, or a real or perceived increase
in sexual assault cases, and the result is more training. As the requirements are ever increasing,
and the time is decreasing, where is the time to innovate?

The Marine Corps has a great reputation of doing more with less. The Marine Corps is
also proud of being expeditionary, where other services need some comfort, good food, and

sources of morale and recreation. However, despite the great attribute this trait is in combat, it
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becomes a critical vulnerability in day-in and day-out operations. Today’s military has become
all about production, and the military budget has started to affect the DoDs long-term capability
to deliver the product that is called national security. Individual services are competing for
missions and funding, and the signs of stress to the force are incredibly obvious to the media,
Congress, and the American people; not to mention the soldiers, sailors, airmen and Marines at
the small unit level that keep doing more with less. Over the years, the military of the United
States has increasingly become a slave to the news cycle.** Rape, domestic violence, sexual
assault, suicide, and depressingly incidents of the previous nature involving children are all
topics that gain excessive amounts of attention from the media and Congress, and holds
significant sway in determining how the majority of Marines will spend their time training.* It
IS important to ask, has this cycle adversely affected the military’s ability to think and innovate
effectively, and therefore prepare for the gravest threats to the Nation?

It seems evident that there is a great deal of requirements, and not enough time or
resources to accomplish them. If the Marine Corps continues to be the silent sufferer who will
always “do more with less” then the time for innovation, and implementation of future doctrine
will not arrive, as the service will be bogged down in operations and requirements instead of
thinking and leading critically toward future war. The Marine Corps must complain, fight for
more time, or design a method that has less requirements, or it will surely be representative of
the infamous “jack-of-all trades, master of none” label. The Marine Corps has global
requirements, and they must be met, but someone must be cognizant of the situation, and must
have the vision to stop saying that it is ok to operate at the breaking point for a decade or more,
both in and out of combat. Repetitive, redundant, boring and ineffective training and

administrivia is draining energy from the system. The Marine Corps’ current annual training, as

13



it relates to personal conduct, is just that a drain on energy and morale, and it takes extremely
valuable time and energy away from key leadership who need to be thinking and leading
critically. This administrative and annual training enterprise must be simplified, made less
reactive and prescriptive; while at the same time made to be more holistic and effective, thereby
ultimately providing more time back to the unit commander.

Time is a precious resource that we cannot get more of; therefore, given the Marine
Corps’ mission of fighting and winning the Nation’s battles, wasting time ought to be a deadly
sin. The Marine Corps endorses a “one-third, two-thirds” principle of time management that
allows for one-third of the time available to be utilized by the higher unit, and consequently
allows for two-thirds of available time to be utilized by the subordinate unit. The “one-third,
two-thirds rule” is useful in a time constrained combat environment, and ought to be ruthlessly
applied across the total force in a peacetime garrison environment. The prescriptive approach of
annual training and pre-deployment training programs are very well intentioned, yet there is a
gap between aspiration and application. In many areas, the Marine Corps have created a training
requirement for nearly everything. The concern is that when something “new” surfaces, a
problem that the media, Congress and society suddenly “feel” is preventable in the Armed
Forces, then a new program with associated training requirements will be developed. Regardless
of the Marine Corps’ acceptance that the lack of training time, sometimes referred to, as
“whitespace” does exist; it is just a matter of time before new requirements are mandated, and
the force is totally overwhelmed. The Marine Corps as an institution would do well to mind the
time honored and often repeated maxims of “keep the main thing the main thing” and “brilliance
in the basics.” The Marine Corps aspires to positively influence the conduct of its Marines

through a surplus of programs, offices, courses and initiatives, but the application is flawed.

14



A term has surfaced recently, when referring to the surplus of training requirements and
associated bureaucracy, and that term is “Total Force Overload.”* The volumes of annual and
pre-deployment training requirements that exist are suffocating. There is a staggering and varied
list of topics that must be done on an annual basis, in order to consider Marines are “trained.”
The efficacy and the frequency of these requirements are subjects that are seemingly devoid of
critical thought. The typical annual requirements for every Marine include topics such as
marksmanship, water survival, tobacco use, sexually transmitted disease prevention, hazing,
equal opportunity, sexual harassment, and the list goes on. These various requirements boil
down to a certain number of hours that a Marine must train to, which also varies from 1 hour to
19 hours per topic—though most are simply an hour of training per year. On no occasion does a
specific training requirement qualify for less than one hour of training, and each of these
requirements are standardized to be repeated on an annual basis. Interestingly, the topics of
organizational theory and adult learning have something applicable for this annual training
philosophy. Previously the argument was mentioned that at the age of 16 in most places in the
United States, a teenager can be trained to drive a motor vehicle. Once a license is granted, there
are seldom any requirements for that teenager to ever be trained, evaluated or tested again.
When you are 18 you can vote without training. When you are 21 you can drink without
training. Note that our culture is determining what is morally right in these instances. As a
Marine culture we do the same. By glancing at (Appendix 2 — Sample of Annual Training
Requirements) you will note that the long list of training requirements are not often life and
death matters. Note also, that training such as the use of deadly force is not an annual training
requirement, but the effect of tobacco use is a requirement. It might be time for the Marine

Corps to ask itself, are we training the right things? The Marine Corps teaches deadly force once
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in boot camp, why do we not treat a topic such as sexual assault the same way, and dedicate at

minimum annual refresher training for all Marines?

Most of us spend too much time on what is urgent and not enough time on what is
important.®
—Stephen Covey

Too Many Priorities, Too Little Time

There is only so much time a unit has. It is heard far and wide, across every unit, there is
not enough time to conduct, and repeat the annual training, and conduct the pre-deployment
training that is required. There are several reasons there is not enough time. Limited base
resources. Limited training areas. Competing units, all needing to complete the training at these
limited resources. In the case of annual training, fuel is added to the fire with the fact that almost
all training expires within 12-months. Where else do you get quality training, certified that you
are proficient, and then the clock expires, and you must repeat the same, mundane, trivial, boring
PowerPoint® presentation. The two HHQs driven training programs (annual and
predeployment) take a disproportionate amount of a unit’s time. It is important to note that the
Army’s Strategic Studies Institute has recently published a study that details lying as it relates to
the completion of annual required training.®*® The study discusses the concept in detail of
assigning more requirements than can be reasonably done in space and time. It is meaningful,
and perfectly illustrates the point of excessive, ineffective and redundant training, that at a
certain point, professional soldiers willingly compromise their integrity, because following all
the policies is simply not possible, and the training can be so meaningless and trivial, that it is

not seen as an ethical failure.
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Annual training requirements can be at competition with pre-deployment training
requirements. Units often can train 100% of their Marines on a given requirement, but
considering that units continue to be staffed throughout the year, new joins detract from training
readiness percentages on all categories of training. Deployment tempo, and the arrival of key
leadership similarly can stall the amount of time that can be allocated to completing training
across the entire unit.>’ Many Marines strongly believe that there is not enough time in the 8-
hour workday, 40-hour workweek, and pre-deployment work-up period to complete all training
requirements. Some will surely hurriedly say that Marines will work many more hours than
those just mentioned, although that is the standard that federal employees and military
departments are held to except for in justifiable circumstances.®® Any Marine needing to work
more than this just demonstrates the inefficiency of the training that the institution requires. The
amount of time many Marines spend at work far exceeds 40-hours a week. Some Marines work
6-7 days a week such as at recruit training for example. National holidays take away from
"training™ days. Deployments for training, add additional days of the calendar year that Marines
are at work, as do actual combat and global response force deployments.

By now, it is obvious that the Marine Corps is occasionally biting off more than it can
chew, and doing just well enough to not choke, while trying to swallow two handfuls of horse
pills. There is not enough time to do both annual and predeployment training. The Marine
Corps are becoming specialists, by creating programs and offices, and incessant reactive training
instead of addressing the underlying sources of problems. Leadership and ethics development,
self-discipline, and accountability are the answers to these ethical problems. These are basic
Marine Corps fundamentals of leadership that have existed for years, and the Marine Corps

would do well to stick to the basics that it has mastered, rather than re-inventing the wheel.

17



Today, however, the Corps faces a more immediate threat to its ability to perform
created by the times themselves. There is, across the land, an erosion of the work
and service ethics, a general failure to provide incentives for excellence, a
dimmed sense of industry and frugality and, most seriously, a degraded sense of
national commitment—a reluctance to fight, no matter what the occasion or
circumstance. It is from such a society that the young men and women
comprising a citizens’ Marine Corps must be drawn. It is a dilute reservoir. For
the Corps to maintain its standards of dedication, professionalism, and patriotic
commitment under the weight of this impediment is a sobering task.*

—L.ieutenant General Victor H. Krulak

Part Two: The Way Ahead

Part one of this paper discussed the nature of the problem. The Marine Corps is
addressing a character ethics problem, and it is doing so in an ineffective fashion through annual
training requirements that are seen as more important to have been completed, than to have
completed them well. Part two of this paper will provide recommendations for adapting annual
training into a continuous leadership and ethics development program that not only meets the
current standards of annual training requirements, but exceeds them by being more holistic and
effective, and truly enhancing the readiness of the force, instead of merely checking a box. To
accomplish this change in the manner in which annual training requirements are met, thereby
making the training effective and worthwhile, the Marine Corps must take an innovative
approach. The remainder of this paper discusses how the Marine Corps can eliminate excessive
administrivia, and get back to the basics, develop leadership and ethics, give Marines a better
sense of direction in life with a coaching, counseling and mentorship that is centered on a
individually developed personal mission statement, and fully integrated with core values based

training.
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...errors by junior leaders stemming from overboldness are a necessary part of
learning. We should deal with such errors leniently; there must be no ‘zero
defects” mentality. Abolishing ‘zero defects’ means that we do not stifle boldness
or initiative through the threat of punishment. It does not mean that commanders
do not counsel subordinates on mistakes; constructive criticism is an important
element in learning. Nor does it give subordinates free license to act stupidly or
recklessly.*

—MCDP-1 Warfighting

Zero Tolerance versus Accountability

At some point, there must have been a zero tolerance Marine Corps. Because ever since,
Marines have been talking about eliminating the zero tolerance mentality. All humans are
fallible, so Marines, a service with the average age of its service members being 21 years of age,
is also imperfect. It is easy to take note of the type of juvenile, college fraternity style mistakes
that many Marines make. There are ignorant and unfortunate mistakes that are forgivable once
appropriate administrative or punitive action is taken. This is called accountability. Mistakes
need to be lessons learned, for those that make the mistakes, and for others to learn from the
mistakes without the need for repeating them. It is not zero tolerance. There are situations that
merit a zero tolerance policy. By referring to the most recent dispositions of court martials for
the Marine Corps, it is easy to notice the disgusting and horrifying trends of today’s internet
centric society are areas of moral and ethic failing that cannot be tolerated.*

There seemingly will always be a percentage of society that makes it into the Marine Corps
that will create disciplinary problems—even horrific problems. These trouble makers will likely
always continue to violate core values, professional ethic, and moral decision-making that the
Marine Corps trains and cultivates in its Marines. Accountability is an important part of unit,
peer, and self-discipline, particularly for core professional values violations. The Marine Corps’

administrative and punitive action system allows for administrative, non-judicial, and judicial
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actions to be taken to hold Marines accountable for their actions, performance or lack thereof.
Holding Marines accountable for bona fide, legally proven incidents of violating the Marine
Corps’ professional set of core values is vital to preserving good order and discipline.

Critics argue that holding Marines accountable for first time offenses sets a zero-defect
mentality. A zero-defect mentality goes against the current Commandant’s guidance, as well as
the Marine Corps leadership philosophy of the last 25 years or more. Holding Marines
accountable for immoral decision-making and ethical violations of the institutional core values is
not a zero defects policy. It is important to hold ethical conduct and leadership to a higher level
of intolerance for failing to meet the standards. The Marine Corps cannot shift to a zero
tolerance mentality, but the Marine Corps must hold Marines accountable when found guilty of
violations of its institutional code of ethics. Certain types of misconduct and identified
behavioral problems should be zero tolerance, or at least be grounds for processing Marines for
administrative separation.

The best defense for ensuring that Marines do not experience a zero defect mentality for
ethical failures is proper training. It is the commander’s responsibility to ensure that their
Marines have all the training, education, and tools that they need to survive—in or out of
combat. Failing to teach core values, ethical behavior and moral decision-making is analogous
to not giving your Marine small arms protective inserts for their protective vests, and exposing
them to the lethal effects of enemy fires on the battlefield. A commander holds responsibility for
equipping their leaders and their Marines with the right education, training, and mindset to
succeed on and of the battlefield. MCLD is the key to developing ethical leadership in Marines.

Where the Marine Corps order on mentorship failed, the MCLD concept must succeed. MCLD
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must take hold, and be integrated into every facet of small unit training in order to thrive and

influence the next generations of Marines for the better.

The main thing is, to keep the main thing, the main thing.
—Stephen Covey

Keep It Simple, Stick to “Brilliance in the Basics”

In a concerted effort to not be a jack-of-all trades and master-of-none, the Marine Corps
needs to get back to its core training—values and self-discipline. Just as the Marine Corps is
trying to return to its amphibious roots, and meet its congressionally mandated mission sets, the
Marine Corps needs to return to the roots of self-discipline and its professional core values.
Something scholars call principle-centered leadership and character ethics. It is easy to imagine,
if the Marine Corps could better develop character and self-discipline that centered on the
Marine Corps institutional core values, that a more positive impact could be made on suicide,
sexual assault, rape, and the terrifying instances of child pornography and child sexual abuse.

Part of the problem with values in the Marine Corps is the lack of recognition that today’s
first-term Marines do not as quickly understand, accept, and embrace the professional value set
of the institution that they joined. A common bias for an individual is to revert back to, or more
fully embrace one’s personal value set. These personal values were learned and habituated over
the course of an individual’s life. Family, friends, teachers, coaches and likely television helped
the current generation of Marines to develop their personal values. When becoming a Marine, a
recruit ought to clearly recognize that this transformational process is instilling them with a
higher level of team-oriented values. More attention must be focused on entry-level training, and

the entire initial military occupational specialty pipeline so that recruits are impacted by the
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gravity of Marine Corps core values at their most impressionable state. Further efforts, such as
MCLD must sustain the transformation at the small unit level, and continually develop
outstanding Marines, and ultimately quality citizens out of the product that is entrusted to

commanders in the fleet.

One must put himself in the place of those whom he would lead; he must have a
full understanding of their thoughts, their attitude, their emotions, their
aspirations, and their ideals; and he must embody in his own character the virtues
which he would instill into the hearts of his followers.*

—~General John A. Lejeune, 13th Commandant of the Marine Corps

Leadership and Ethics Development

The Marine Corps has great resources that allow Marines to be counseled, and to learn to
counsel their subordinates. Counseling sessions can be for a variety of reasons. Performance,
conduct, promotion, career, mentorship, and the list goes on. Several years ago, the Marine
Corps noticed that generational change, and technology started to impact the personal values that
Marines held when they joined, as well as the immediate acceptance of new institutional values
was not being so well transitioned as previous generations of Marines. Two things occurred.
Values Based training and the Mentorship program. The mentorship program was an effort to
expand upon young Marines experience base with counseling and venture into the realm of the
corporate world successes and try to use coaching and mentoring in addition to counseling. The
mentorship program was a failure, simply because it did not get enforced, and it seemed
superfluous.

Currently the Lejeune Leadership Institute has staffed a draft Marine Corps order that has
been submitted to Headquarters Marine Corps for revision, and signature by General Dunford,

the Commandant of the Marine Corps. This draft order is entitled, Marine Corps Leadership
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Development. MCLD is designed to replace the Mentorship program, and it is designed to
compliment actions that are already taking place within units. The idea is to create a fusion of
counseling, coaching, mentorship, along with small unit leaders that are focusing on functional
areas of a Marine’s personal and professional life. The functional areas all begin with an “F” and
are: fidelity, fighter, fitness, family, finances, and future. The program sounds good, and it
advertises that there are no “new” unit commander requirements, but the key question about this
program is, as Malcolm Gladwell would say, what is going to make MCLD stick, when
Mentorship did not?

In the Marine Corps during the late 1980s and the early to mid 1990s there was a tactics
revolution. This revolution in thinking inside the Marine Corps centered on the ideas behind
maneuver warfare and war studies, and the Marine Corps was acutely focused on tactics, tactical
decision games, (TDGSs), sand table exercises (STXs) war studies, and battlefield staff rides.

It is now time for another thinking revolution in the Marine Corps, and this revolution ought to
exist along two fronts—ethics and innovation. In the same manner TDGs were often conducted,
now values-based training (VBT) through guided discussion and decision games ought to be the
new normal that fills down time while waiting to use the range, or while eating a meal-ready-to-
eat (MRE). Unit leaders can use VBT just as they use drill. To instill obedience, and
responsible behavior in their subordinates, while allowing junior leaders the ability to practice

speaking in front of small groups, show a mastery of ethical concepts.
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Our Values-Based-Training must be central to a Marine’s professional
development and expanded beyond its current entry-level focus. We will infuse it
throughout our training and education system, ensuring our core values remain
central throughout our service.*®

—General James F. Amos, 35th Commandant of the Marine Corps

Values Based Training

Marine Corps Leadership Development is focused on the whole Marine, and a key
element of MCLD must be character development. An existing element of Marine Corps
Leadership is VBT. VBT is an excellent tool to ensure that individuals that become Marines,
learn how to build upon their foundation of personal values and take up the responsibility of the
Marine Corps’ core values—honor, courage and commitment. VBT not only focuses on core
values, but on the fundamental Marine Corps leadership traits and principles. The transition to
MCLD must put a greater amount of emphasis on VBT, and on the process of the individual
Marine developing and emulating the institutional values during their initial training pipeline,
and throughout their first tour, and as a lifelong learner and leader. The key distinction that must
be stressed in MCLD is the difference in personal values as compared to professional values, and
individual values versus institutional values. These two sets of terms essentially mean the same
thing, which is that an individual can choose or not choose to align themselves with their
institution’s values. Choosing between competing values sets is generally referred to as a moral
dilemma, but that is an oversimplification. The choice actually has to be rooted in difficulty and
confusion for it to be a dilemma. Generally, a choice to let personal or self-interested values win
the day, is based on laziness, stubbornness, or selfishness. These traits are not on the list of
Marine Corps leadership traits, so it is easy to recognize what set of values should win when

there is a conflict.
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Values based training (VBT) is the key to developing better Marines and leaders of
Marines. VBT started to be emphasized at Marine Corps Recruit Depot San Diego in 2007.*
For the first several years of this period, this heightened interest in VBT was based on avoiding
future incidents such as Haditha and Abu Ghraib.* Officers at the time were struck by the
incomprehensible frequency by which drill instructors (DIs) would shave time off of guided
discussion VBT sessions with recruits, in order to spend more time reinforcing close order drill
(COD). Drill instructor duty, also know as the “Drill Field” has a culture all its own. Marine
Corps recruit training is world famous. Marines have a sense of it being a sacred right of
passage, and that there are just some things that DIs know best. Close order drill has many
extremely useful purposes. The problem with instituting a crucible, and even later introducing
VBT into recruit training is that the inherited culture of the drill field and the perceived legacy of
“the DIs know best.” Unfortunately, popular examples of Hollywood “boot camp” have a more
lasting impression on how DIs behave and train recruits than the Marine Corps Order on Recruit
Training and the Standing Operating Procedures for Recruit Training.*® One of the problems
with implementing VBT, and seeing success in the guided discussions between the senior drill
instructor and the recruits was what can only be called a skewed emphasis on COD. DIs ought
to instill instant obedience to orders, and confidence in their recruits through drill; however,
COD was a graded event for the recruit platoon, and VBT was not. Grading recruit platoons on a
100% scale incentivizes drill. In order to emphasize the importance of VBT, and slightly reduce
the excessive focus on COD that takes away from other learning, COD ought to be a master or

non-master event for recruits. DIs can still be evaluated on a 100% scale, as to their performance

as a unit leader, but the grading of the recruit platoon on anything but mastery or non-mastery
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will continue to ensure that other training and education at recruit training takes a back seat to
COD.
[Begin with the end in mind]...is based on imagination—the ability to envision in
your mind what you cannot at present see with your eyes...There is mental (first)
creation, and a physical (second) creation. The physical follows the mental, just
as a building follows a blueprint.*’

—Stephen Covey

Personal Mission Statement

Focusing on VBT is a key element to successfully incorporating MCLD. It is easy to
notice that today’s generation of young men and women have a lack of direction in life. Modern
technology such as smartphones and wireless internet are making young people less social and
more private. These modern technologies can negatively affect sleep, nutrition, and can be
disruptive to the conduct of one’s work. These technologies combined with the lack of an
effective transition from personal values to professional values can create a blind spot within
young people, including Marines. In addition to a renewed and concentrated focus on VBT, the
Marine Corps ought to incorporate a concept made popular by Stephen Covey, the author of
“The 7 Habits of Highly Effective People.” This concept is the “personal mission statement.”
Similar to how a Marine Corps squad, platoon, company or battalion has a mission statement; a
personal mission statement is how an individual can reflect on their actions, behaviors, personal
and professional conduct, and perform some frequent self-analysis to determine if they are on
track with where they want to direct their efforts in life. Covey defines a personal mission
statement as requiring deep introspection, careful analysis and thoughtful expression.*® This is

not something Marines accomplish in one sitting. It requires retooling and sharpening from time
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to time, to ensure that the individual is still on track, and as the environment changes, the
individual will desire to improve and adjust their personal mission statement.

The current generation of Marines faces a complex future of warfare. Technology
continues to make modern warfare more complex, dangerous, and increasingly chaotic.
Technology can be seen as a combat multiplier, enhancing a force’s ability to be lethal; but
technology has also begun to be noticed as a critical vulnerability of US forces. Just as
technology has exponentially increased on the modern battlefield, technology too has increased
in everyday life. Meals are more convenient due to technology, Americans are more sedentary
to technology, and Marines are often caught up in this adverse influence of technology in their
off-duty and personal lives.** An effective tool for giving first-term Marines the morally mature
perspective that is required for embodying Marine Corps core values is the “personal mission
statement. A PMS includes roles and goals. Roles identify the various positions of
responsibility that an individual holds. Examples of roles are father, husband, Marine, squad
leader, officer or commander. Each of these roles can and should have different goals, yet the
endstate of these roles and goals should all lead to the “end” that the individual wants to see at
the end of their accomplished life. Goals are also an important part of a personal or professional
mission statement. Goals can be short term, mid term, or life-long goals. Goals can be related to
personal achievement, family, work, and many other areas of interest. It is important that the
personal and professional goals are centered on an ethically principled and balanced life. This
mission statement concept can "tie-in" the MCLD concept very easily. MCLD is a menu,
options, resources, checklists, and the personal mission statement is the vehicle to strategize 5 to
50 years of personal and professional objectives that help keep an individual on track. The

personal mission statement is a good instrument to maintaining a healthy work—Ilife balance.
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New and significant intellectual constructions usually emerge at times of
fundamental change or paradigmatic shifts, when prevailing ways of interpreting
and coping with reality no longer seem adequate.>
—Azar Gat
Conclusion
This paper has identified that there is a real character ethics problem in the Marine Corps,
and that the Marine Corps knows this, and is doing a great deal to address this problem.
Although the Marine Corps is creating new training, new programs, and new separate offices to
address individual ethical failures, the Marine Corps has not successfully created a single,
comprehensive, holistic, effective, and user friendly program that addresses the root causes of
these moral failings in its Marines. With the proper messaging, buy-in at key leader levels, and a
guiding coalition, the Marine Corps Leadership Development Order (MCLD) could be an
optimal solution. MCLD can be a solution, particularly if this program can effectively replace
and encompass the disparate and unwieldy annual training program that the Marine Corps
currently endorses. MCLD is a medium that will allow the same training requirements to be met,
but that the emphasis and responsibility of the training is internal to the small unit (battalion or
squadron level) commander, and it is at that organizational level commander’s discretion to
ensure how the training is best to be completed. Prescriptive, top-down, single source
PowerPoint ® presentations do not train leaders how to lead and teach. The responsibility needs
to be on the individual Marines and their small unit leaders.
In addition to MCLD replacing the current annual training program, MCLD must
effectively conduct VBT and institute the concept of the personal mission statement as a
coaching, counseling and mentorship tool that all Marines must maintain. The great number of

conduct problems that have allowed the publics trust and confidence in the Marine Corps to
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erode is a significant problem. The Marine Corps will not win in this fight to combat such moral
issues as sexual assault, rape, and child pornography by doing what it has always done. The

Marine Corps will prevail when in the words of the current Commandant, it “innovates, adapts,

and wins.”
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Appendix 1

USMC LEADERSHIP AND ETHICS TRAINING
SURVEY QUESTIONS

1. I understand the definitions and role of institutional core values and professional ethics within
the Marine Corps.

2. | fully understand the difference between personal values and professional values.
3. Senior officers in my current/previous command exemplify core values.

4. Junior officers in my current/previous command exemplify core values.

5. SNCOs in my current/previous command exemplify core values.

6. NCOs in my current/previous command exemplify core values.

7. Core values positively affect my professional decisions.

8. Core values positively affect my personal decisions.

9. Leadership and ethics training and education positively impact the ethical climate and morale
of my current/previous unit.

10. Leadership and ethics training and education positively impacted the ethical climate and
morale of my current/previous unit.

11. 1 received formal and worthwhile leadership and ethics training and education at entry-level
training (Marine Corps Recruit Depot, Officer Candidates School, or Service Academy).

12. 1 received formal and worthwhile leadership and ethics training and education while at my
follow on training (Marine Combat Training, School of Infantry or The Basic School).

13. I received formal and worthwhile leadership and ethics training and education while at my
primary military occupational specialty (MOS) school.

14. | have continued to receive formal and worthwhile leadership and ethics training during my
career directly from superiors in my operational force and/or supporting establishment unit(s).

15. Local regimental or division schools and resident Professional Military Education (PME)
courses have prepared me well for leadership roles and ethical responsibilities throughout my
career.

16. Leadership and ethics training is applicable to daily operations in my current/previous
command.
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17. 1 am counseled on my leadership performance and ethical behavior in my current/previous
command.

18. Existing leadership and ethics training and education positively impact my job performance.

19. Leadership and ethics training and education have prepared me to deal with equal
opportunity, sexual harassment, and hazing issues.

20. Leadership and ethics training and education have prepared me to deal with issues affecting
unit readiness (discipline, esprit-de-corps, morale and proficiency).

21. Leadership and ethics training and education have prepared me to deal with a wide range of
military issues (cultural awareness, detainee handling, use of deadly force).

22. Leadership and ethics training and education have prepared me to deal with a wide range of
personal issues (e.g., domestic violence, sexual assault, substance abuse, honesty vs. loyalty).

23. Leadership and ethics training and education have prepared me to lead subordinates.

24. My current/previous command spends more focus on mission accomplishment than
developing leadership and ethics in Marines.

25. My current/previous command has difficulty scheduling and completing all annual,
predeployment, and advanced career training (PME) during dwell time between deployments,
therefore the command leadership has difficulty focusing on leadership and ethics.

Fill-In Questions:

26. List the three most important leadership and ethics skills you have received from training
and education programs in the Marine Corps.

27. What leadership skills are lacking from formal training and education?

28. What is the most valuable leadership and ethics training and education program, school or
course currently provided by the Marine Corps?

29. On average, how many hours do you work per workday?
30. On average, how often do you work on weekends (number of days per month)?

Please provide any additional comments:
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Appendix 2
SAMPLE OF ANNUAL TRAINING REQUIREMENTS (PER TECOM MCBUL 1500)

A. Marine Corps Water Survival Training (MCWST) MCO 1500.52D
(8 HOURYS)

B. Hazing MCO 1700.28A
(1 HOUR)

C. Marine Corps Substance Abuse Program MCO 5300.17
(1 HOUR)

D. The Effects of Tobacco Use MCO 1700.29
(1 HOUR)

E. STD/HIV Transmission Prevention MCO 1700.29
(1 HOUR)

F. Additional Health Promotion Training MCO 1700.29
(1 HOUR)

G. Sexual Assault Prevention and Response MCO 1752.5B
(1.5-3 HOURYS)

H. The Marine Corps (OPSEC) Program MARADMIN 701/11
(1.5 HOURS)

I. CBRN Defense Training Requirements MCO 3400.3G
(2 HOURS)

J. Marine Corps Combat Marksmanship Rifle / Pistol MCO 3574.2K
(19 / 6 hours)

K. Operational Risk Management MCO 3500.27B
(1.5 HOURS)

L. Marine Corps Equal Opportunity (EO) and Sexual Harassment
MCO P5354.1D (1 HOUR)

M. Marine Corps Heat Injury Prevention Program MCO 6200.1E
(1 HOUR)

N. Marine Corps Physical Fitness Program-PFT/CFT MCO 6100.13
(1/1 HOUR)
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Appendix 3

Recommended Garrison 5-3-5

Habits of Thought, Habits of Action, and Semper Fidelis Rules

Moral Habits of thought

1. Develop and refine your Personal and Professional Mission Statement. Short term and lifelong
goals.

2. Continuous self-analysis and improvement. Self-mastery. Embody the 14 Leadership Traits
and 11 Leadership Principles.

3. Be proactive. Use Initiative. Make good decisions.
4. Principle centered life. Positive Paradigm. See the world in an optimistic and mature manner.
5. Loyalty is to the Constitution, Country and Corps. This is institutional loyalty.

Moral Habits of Action

1. Exhibit Esprit de corps and teamwork.
2. Display self-discipline and develop it in others.
3. Moral, mental, physical, financial and family fitness.

Semper Fidelis Rules

1. Marines serve the mission, and leaders serve their Marines. The goose (Marines) and the
golden egg (Mission Accomplishment). Taking care of Marines requires tough and realistic
training, which leads to mission accomplishment. In combat, typically the mission has priority.
There is a fine balance between accomplishing whatever task is assigned and taking care of
Marines.

2. Understand the difference in personal and professional values. Develop and display Marine
Corps core values.

3. Marines take care of one another regardless of race, gender, religion, rank, etc. This is
individual and unit loyalty.

4. Train like you fight. Just as pre-combat checks and inspections are lifesavers in combat, use
these same types of principled techniques in garrison and during peacetime.
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5. Always do these four things: Do what you are told, do “your” job, do the right thing, and do
your best.
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Appendix 4

Recommended Marine Corps Code of Conduct

Similar to the POW code of conduct, or the NCO / SNCO creeds, the USMC Code of Conduct
would be a short and concise set of Articles, or a paragraph that centers all Marines on what it
means to dedicate ones self to the profession at arms, and live up to the institutional values of the
Marine Corps.

Draft Marine Corps Code of Conduct Statements:

1. I'am a United States Marine, professionally trained in the lawful and disciplined application
and management of violence.

2. As a professional warrior, when required by the Nation to protect the Constitution, and the
American democratic way of life, I will always be most ready, even when the Nation is least
ready.

3. | am a professional within the military and society, both ethically and technically; and as a
continuing action, | train my mind ethically and my body physically to serve, as a member of the
world's finest expeditionary force-in-readiness.

4. My performance and conduct will serve as an example to the American people and the world
that when the Marines have landed, the situation will always be well at hand.

5. 1 am always prepared for hardship, adversity, and chaos; because being expeditionary means
that I can indefinitely operate mentally and physically in arduous terrain, danger, and thrive in
unforgiving environments of chaos.

6. My professionally loyalty is to the Constitution, the Office of the President of the United
States, the American people, and to the Marine Corps.

7. Our institutional values of honor, courage and commitment constantly guide my habits of
thought and action in every clime and place.
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Appendix 5

Sample Personal Mission Statement (Lance Corporal)

I am a United States Marine. My duty and moral obligation is to prepare for war. As a
rifleman, it is my responsibility to be technically and tactically proficient, and to develop self-
discipline, teamwork, and leadership within myself. | obey the orders of my superiors, and | use
judgment based on the Marine Corps leadership traits, leadership principles, and core values.

In the short term, | desire to prepare for, and to earn promotion to the rank of corporal. It
means a great deal to me to earn the privilege of being a non-commissioned officer, wear the
blood stripe, and have the responsibility of leading and training Marines.

In the mid term, my goals center on attending a college and gaining a baccalaureate
degree. To do this, I will need to use the resources available to me that are provided by the
Marine Corps such as the base education center. | will need to be wise with my finances, apply
for tuition assistance, and make good grades.

I would also like to meet the right significant other, and start a family someday soon.
Spending my off-duty time in the right places, pursuing education, and saving for my future will
ensure that | stay on track for a college degree, and perhaps pursue a commission as an officer in
the Marine Corps after college of through the Marine Corps Enlisted Commissioning Education
Program.

In the long term, at the end of my life, | hope to be financially stable, retired, enjoying
leisure activities and travel. | hope to be blessed with children and grandchildren, and | hope to

tell them of my decades of experiences and adventures in the United States Marine Corps.
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