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INTRODUCTION 

J,,n ----the Ainerican Institutes for Research. 
As you probably know, AIR is deeply involved in the development of the 
Marine Corps Human Relations Program. 

4 isJcurr?nrly exa,T,irii"9 the program for areas where improvement 
might be made. The primary areas for which we are interested in 
obtaining information from you are: 

1 • The individual action program; 

2. The implementation of the program; and 

3. A review of the current situation in the Marine Corps 
regarding the relationships among the various members of 
the Corps. 

Hopefully, the answers we receive from you and others in your position 
will help us to suggest some meaningful changes to the current status 
of the program. 

All information that you provide will be kept confidential, of 

Y?ur answe^ ^111 b? Dlit together with those of other Marines 
so that only group figures will be used and no command or individual 
will ever be identifiable. 

a7a°! inîerest ?as t0 d0 with activities that individual 
Marines could undertake thct would benefit the Corps and themselves— 
increase teamwork, increase individual capabi 1 ity-or improve relations. 
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ACTION EFFORTS SECTION 

1. Can you think of any time during your Marine Corps career that you, 
or someone you knew did something that helped Individual Marines 
to Increase teamwork. Increase Individual capability or Improve 
relations? 

What prompted the action? 

What did you (or they) do? 

Who was involved? 

How did it turn out? 

N-2 
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sSltMnÎhîîït f î w en y0u or so,neone you (enow tried to do 
c™ * V*S desi9^ed t0 ^crease teamwork, increase individual 
capability or improve relations that turned out badly? 

What prompted the action? 

What did you (or they) try? 

Who was involved? 

Why did i* turn out badly? 

N-3 
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3a. If time were available during your weekly work schedule, what activities 
would you suggrst Marines take up to Increase teamwork. Increase 
Individual capability or Improve relations? 

, * * * 

(For example. If it were possible to use some of the time now devoted 
to discussions in the Human Relations Program In other activities, what 
would you suggest be done with that time?) 

b. Are there any problems to guard against? 

c. Are there any other action efforts that are not feasible right now 
that could be made to work? 

N-4 
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PERSONAL ACTIVITIES 

Please look at top WHITr fARn -, 
been suggested tc increasp •'r° SOre dr*1v’*les that have 
änd improve relation teä™<»-k, increase individual capabilitv 

Which of these activities have you partici 

capability 

pated in or initiated? 

Next, which activity would you personally prefer to 
do? 

Are there any other activiti 
es you would he willing to do? 

Which activity wouij ycu ¡east tike to do? 

Are there anv ether acMvi 
ties you would be unwilling to do? 



Activity 

Has already 
participated In 

Yes No 

1. On-the-job training 

2. Cross-skill training 

3. Athletics training 1- 
i 

4. Vocational tutoring 
--1 

1 

5. Educational tutoring 
--1 

6. Personal help to 
dependents 

7. Meeting new Marine 
arrivals 

8. Helping Marines in 
personal affairs 

9. Social visits to 
homes of Marines 
from ethnic-racial 
groups different 
from your own 

10. Hobby tutoring 

11. Community service 

12. Specify other activities 
not listed above: 

Willing To Do -- 

Would 
Rank 

Would Not * 
Rank 
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CURRENT SITUATION IN MARINE CORPS SECTION 

1. General Statement: The Marine Corps has also asked us to find out what 
Is the current human relations situation In the Marine Corps. Therefore 
we are Interested In finding out from you and other Marines how thlnas 
are going. ^ 

a. What do you consider the most Important current problem (human 
relations) In the Marine Corps? What could the Marine Corps do 
or stop doing to Improve conditions? 

b. What do you consider the second most Important current problem 
(human relations) In the Marine Corps? What could the Marine 
Corps do or stop doing to Improve conditions? 

c. What do you consider the third most Important problem (human 
relations) In the Marine Corps? What could the Marine Corps 
do or stop doing to Improve conditions? 

Problem 

a. 

„ , Marine Corps Do or Stop 
Description of Problem Doing to Improve Conditions 

b. 

c. 

N-8 14< 
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3. Do you feel more association between majority and minority Marines 
during their off-duty time would improve relations between them? 
Why? What kinds of association? 

Why: 

What kinds of association: 

4. Do you think other Marines feel more association between majority 
and minority Marines during their off-duty time will improve 
relations between them? 

10 
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IMPLEMENTATION SECTION 

Introductory Remarks: Our last area of Inquiry Is related In a»n<ir>«i 

ll:P,!rnUt'0n °* the Marine ^orPs Relations Program at this 

h Program?Hom?^^ 1nvolved 1n the Mar1ne Corps’ H[iman Relations 

2a* KV«.i°^tried 0r thou9ht of anything that may help other conmanders 
to run the Program more effectively? 

b. 

you can th1n,t of th,t m,9ht ,Bi,rov* 

C' Â.«tn«r*cô*nírePdr?b,emS ^ *" h*V,n9 W,th th* th*‘ - 
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3a. 
ÜnLr!i»ÜL"atr*°f HRI'S and U0L'S t0 in th^ connand? I iterviewer. Ask interviewee what is meant by "command.") 

HRI's: 

c. 

UDL's: 

?° Sfi?íêít?he rat'° °f HR''S and UDL'S td ,n ‘"1S command 

HRI's: 

UDL’s: 

ÎÂfSiïX: ,r4 ÜÛL'S are well trained to do their 

MPI'-,: 

DDL';. 

d. What do yoj think of refresher training for HRI's and UDL's? 

up * » . 
• A > . 

UDL's: 
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If you had to send a candidate to the Human Relations Institute* 
what should be considered In selecting an Individual? 

What should be considered in selecting an Individual to become a 
Unit Discussion Leader? 

(Other than the usual fitness or proficiency reports or conduct 
marks) How do you evaluate the performance of HRI's and UDL's? 

HRI's: 

UDL's: 

Are Human Relations Institute graduates assigned as Human Relations 
Instructors on a full-time basis? If not, what's the nature and 
percentage of their time required by other duties? 

Other duties: 

Percentage of time: 



8a. Describe the organizational structure of the Human Relations 
Program at this coimand. 

b. What aspects of the organizational structure help or harm the Program? 

Help: 

Harm: 

c. What would be the best form of organization? 





(Interviewer: Ask commanders question 12a-c) 

12a. How do you ensure that men receive twenty hours of training? 

b. How does this method work? 

c. If it doesn't work, what would work? 



13a. How often and for what length of time does each section meet? 

báÚltkíiLuMUhiUlil 

b. Is this the best way to schedule classes? 

14. Who determines class size and composition at this conmand? 

Who? 
How? 

How class size? 

How class composition? 

17 
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BIOGRAPHIC INFORMATION 

(INTERVIEWER: Only ask the questions below if they are not obvious.) 

a. Dc you expect to make the Marine Corps a career? If no, why? 

b. Rank: 

c. MOS (job): 

d. Age: 

e. Marital Status: 

f. Time in Service: 

g. What place do you consider your hometown? 

h. Education: 

i. Sex : 

j. To which racial or ethnic group do you belong? 

k. Unit: 

1. Location: 
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INTRODUCTION 

„ 1 m-,___the American Institutes for Research. 
As you probably know, AIR is deeply involved In the development of the 
Marine Corps' Human Relations Program. 

AIR is currently analyzing the program to look for areas where some 
improvements are needed and feasible. 

We are seeking, from you, information regarding two broad concerns: 

1. The individual action program, and 

2. The current state of affairs in the Corps regarding the 
relationships among the various members of the Corps. 

Hopefully, the answers we receive from you and others In your position 
will help us to suggest some meaningful changes to the current status of 
the program. 

All information that you provide will be kept confidential, of course. 
Your answers will be put together with those of other Marines so that only 
group figures will be used and no command or Individual will ever be 
Identifiable. 

Our first area of interest has to do with activities that Individual 
Marines could undertake that would benefit the Corps and themselves— 
increase teamwork, increase individual capability—or Improve relations. 

0-1 



ACTION EFFORTS SECTION 

Can you think of any time during your Marine Corps career that you, 
or someone you knew did something that helped Individual Marines to 
Increase teamwork, Increase Individual capability or Improve relations? 

What prompted the action? 

What did you (or they) do? 

4 « 

Who was Involved? 

How did It turn out? 
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2' ÎÎLÏÎÏ îhÎCk*of a îim! when you or someone you know tried to do 
câ^hiiît^ïî^îî^6519^10 in^rease teamwork. Increase Individual 
capability or Improve relations that turned out badly? 

What prompted the action? X 

What did you (or they) try? 

Who was involved? 

Why did it turn out badly? 

2 
f 
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If time were available during your weekly work schedule, what 
activities would you suggest Marines take up to Increase teamwork. 
Increase Individual capability or Improve relations? 

(For example. If It were possible to use some of the time now 
devoted to discussions In the Human Relations Program In other 
activities, what would you suggest be done with that time?) 

Are there any problems to guard against? 

Are there any other action efforts that are not feasible right 
that could be made to work? 

now 



PERSONAL ACTIVITIES 

1. Please look at the WHITE CARD. These are some activities that have 
been suggested to Increase teamwork. Increase individual capability 
and improve relations. 

2. Which of these activities have you participated in or initiated? 

3. Next, which activity would you personally prefer to do? 

4. Are there any other activities you would be willing to do? 

5. Which activity would you least like to do? 

6. Are there any other activities you would be unwilling to do? 



Activity 

Has already 
participated In 

Yes No 

1. On-the-job training 

2. Cross-skill training 

3. Athletics training 

4. Vocational tutoring 

5. Educational tutoring 

•6. Personal help to 
dependents 

7. Meeting new Marine 
arrivals 

8. Helping Marines in 
personal affairs 

9. Social visits to 
homes of Marines 
from ethnic-racial 
groups different 
from your own 

10. Hobby tutoring 

11. Community service 

12. Specify other activities 
not listed above: 

Willing To Do 

Would 
Rank 

Would Not 
Rank 

0-6 
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FOR SPECIAL STAFF PERSONNEL 

1. Nom would any of the activities listed on the WHITE CARD help your 
current (or planned) operations? 

Activity How Help 

2. How would any of the activities listed on the WHITE CARD harm your 
current (or planned) operations? 

Activity How Harm 

7 
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CURRENT SITUATION IN MARINE CORPS SECTION 

un?¿\Státr:t: The,Marine Corps has also asked us to find out what 

fore we ??SHÎUu>t!°; 1n the Mar1,'e Corps- There- 
thiogs Ir* golSg "9 °Ut frm yOU and other HaHnes h0* 

a. 

b. 

?IîItiSno“(I0ÎISldSI îhe ^ t™Portent current problem (human 
11' IS" 1,11 *he,Marine CorPS? «hat could the Marine Corps do 
or stop doing to improve conditions? 

What do you consider the second most important current problem 

rpsndore ? * ínnM? th? ^ C0rpS? What couíd™ Marine"1 corps do or stop doing to improve conditions? 

reîIt?SnIlUlI0îhldSI î”' iÜííâ,1"054 ’"’Portant problem (human 
re'ations) In the Marine Corps? What could the Marine Coros 
do or stop doing to improve conditions? P 

Problem 

a. 

Description of Problem 
Marine Corps Do or Stop 

Doing to Improve Condition.; 

b. 

c. 
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5. Introductory remarks: Next, we would like to know If Marines do 
things together during their off-duty time. 

a. Of your total off-duty time, what percent of this time do you 
spend with other Marines? 

bl. (INTERVIEWER: ASK MAJORITY MARINES THIS QUESTION.) 
What percent of the total time you spend with other Marines, 
do you spend with members of minority groups? Why? 

b2. (INTERVIEWER: ASK MINORITY MARINES THIS QUESTION.) 
What percent of the total time you spend with other Marines, 
do you spend with majority Marines? Why? 

c. Do you think more association between majority and minority 
Marines would improve relations between them? Why? What 
kinds of association? 

d. Do you think other Marines feel more association between 
majority and minority Marines during their off-duty time 
will improve relations between them? 

13 
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BIOGRAPHIC INFORMATION 

(INTERVIEWER: Only ask the questions below if they are not obvious.) 

a. Do you expect to make the Marine Corps a career? If no, why? 

b. Rank: 

c. MOS (job): 

d. Age: 

e. Marital Status: 

f. Time in Service: 

g. What place do you consider your hometown? 

h. Education: 

i. Sex : 

j. To which racial or ethnic group do you belong? 

k. Unit: 

l. Location: 

15 
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INTRODUCTION 

I'm 
Rrsearch. 

Y- frror'1 The American Institutes for 
As you hnow, AIR is deenly involved in the development and 

maintenance of the Marine Corps' Human Relations Proqran. 

We are currently engaged in analyzing the program in terms of four 
topic areas: 

1. The process of selecting HRI's and UDL's; 

2. The process of training HRI's and UDL's; 

3. The action program; and 

A. Field implementation and assistance. 

of the program. 

Hopefully, the answers we receive from you and others 
will helo us to suggest some meaningful changes to the 

in your position 
current status 

Our first area of interest has to do with internal or 
action orograms you may have initiated or become involved i 

or external 
d in. 

P-1 
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What have been the main problems 
action programs underway? 

in getting internal or external 



3. Now, look at the ORANGE CARD. Does this list of potential problems 
remind you of any problems you have not mentioned that may arise in 
qettinq action proqrams underviay? 

ether units 

6. Motivation of the -en 

7. Men underotardino 
purpose nature of 
action projects 

Meet in:, o* 
Admin: t -j‘i 

r i. * . . - • ' * ■ ' ‘ * 1 i . ■ 
do internaily and 
externali ■ 

¡0. Making arrange- 
r* r r. ’t f V- ‘r +- ' 
1 * -1 • * • • if 

Zcc~ i . 

P-4 

j hrnh0 Tooics Yes 
_ 

No Comments 

1 1. Command Cuoport 
- 

2. Staff Support 
-__ 

3. Orqamzational 
Problems 

A. Role Definition 

11. Competition with 
j other units exter¬ 

nal or internal 

I 

,12. Conflict among 
personnel 

13. Lack of resources 
.. 

1A. Lack of initiative 

15. HRI/DL lack of time 

16. Men’s lack of time 

17. HRI/DL lack of 
motivation 

18. Men’s lack of 
motivation 

_ 



I 
I 

I 
I 

I 
] 

4. Next, look over the list of topics on the GRAY CARD. 

a' “S“tw"ä'h who has train'm to know 

Topic Key Words -V- 
A i s N 

1. Dual-Life-Value 
1 Theory 

1. Common Value: Self, 
Others, Reason 

— 4' i - 
! 

i 

2. Equality Con- 
1 cept 

2. Lives equally important, 
to al 1 

1 

3. Need for Order 
in Society 

3. Protects human life. 
Military Necessity. f 

1 

I 4. Equal. Fair, 
Preferential 
Treatment 

4. Same Test + Uniform 
Scoring = Equal or Fair 
Pre-training + Same 
Test + Uniform Scoring = 
Fair or Preferential 

I * 1 

i i 
• 

-*- 
1 1 

I 5. The Saneness of 
j Man and the Role 

of Environment 
I in the Develop- 
! ment -f 
j Differences 

5. All have common survival 
va lue. 
All else caused by 
surroundings. 

i 

1 

1 

I6. The Four-Part 
Formula for 

1 Cross- 
j Cultural 

Adjustment 

6. Find survival reasons; 
ijet facts straight and 
KrocL off exaqaerations; 
Find similarities; 
Toughen up. 

-- 

< 
J 

_ 

j 

7. Internal and 
External 

1 Action 
Programs 

.. Individual constructive 
behav-or (a) between 
Marines and (b) between 
Marines and community 

i 
8. The Ideal 

1 Government 
and the Human 
(Dual-Life) 
Value 

<• All freedom possible, 
all control necessary 
for maximum human 
welfare i 

i 

-1 

I 

1 

i 
i 

1 

9. Ma le-Female 
Relations and 
the Dual-Life- 
Value Theory 

•• Psychological well-being 
(self); stable family 
(others) 

-L 
1 

i 

-L 

4 

P-5 
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Is there any idea or section of the discussion materials that 
feel was not explained well to you? 

Is ther-' an» idea or section cf the discussion materials that 
find troublesome when leading discussions (including classes f 
Unit Discussion Leaders)? 



.. .. 

r:‘ív^v!¾fP|¾î|Sflll#ll, ,h 

Do you ever find it difficult to maintain the interest or partin’- 
pation of the discussion group? Why does that happen? 

Interest: 

Participation: 

What other duties 1o you have in addition to human relations duties? 

What percent of your normal duty time do you devote to other duties? 



8. Look at the GREEN CARD. Please indicate to what extent (never, 
occasionally, frequently) you are involved in the activities listed. 

Activiîies Never Occasionally Frequently 

a. Actually leading discussions 

b. In dealing with individual action 
efforts 

c. In riealinq with administrative 
matters 

d. In dealing with logistics 
problems 

e. In goffirg command support 

f. In : or.icoring and supervising 
ot.ner discussion leaders 

o. nth'- . 

* _ .. 

Can you thin! of any special difficulties connected with your work that 
we haven't already discussed? 

P-R 

7 
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TRAINING SECTION 

What do you find is the most rewarding aspect of your job in the 
Human Relations Program? 

What is the least satisfying aspect of your work in the Human 
Relations Program? 

What is the most difficult part of your job? 



HUMAN RELATIONS INSTRUCTORS 

Selection of Personnel. We are interested in how the Marine Coros 

Institute3 better j0b °f Selecting candidates for the Hunan Relations 

1. What traits or qualities do you think a good Human Relations 
Instructor needs? - 

2. Have you thought about ways that we might improve the selection 
of candidates for the Human Relations Institute? How would you 
do it better? J 



What traits or Qualities do you think a good Unit Discussion Leader 
needs? 

Have you thought about ways that we night inorove the selection of 
Umt Discussion Leaders for training? How would you do it better? 



5. Can you make suggestions for improving the training that you had? 



6. Now, look over the list of potential 
YELLOW CARD. 

training problem areas on the 

uo cnese topics remind you of any suggest! 
to improve the training you had? 



......... 

Is there anything else that should have been taught for you or others 
that wasn't at the Human Relations Institute? 



field assistance section 

?^kCa!/?ü 9lve me any in^ormation that would help to assist you 
thríun/lhlV5 a S“?8" Relaîions Instructor (through headquarters, 
through the Human Relations Institute, or in any other way)? 

2. 
]ouíhwSrka«n"hí Íñn<ÍLh 5°T'1<írs or other Posons who influence your work can be enlisted to give you more assistance? (For 

I1 h!1p,if °ff1cers ?oing through the Basic School 
nd other formal schools in the Marine Corps had a section of their 

include in f !i0te<? t? the Juman Relations Program? What would you 
include in a curriculum like that? What other suggestions can you 

14 

P-15 



-Tr-w-«-.'ni «r.1» ,f-r-. 

IMPLEMENTATION SECTION 

Introductory Remarks: Our last area of inquiry is related in 
general to implementation of the Marine Corps Human Relations Program. 

la. Have you tried or thought of anything that may help to Implement 
the program more effectively? 

b. Are there any additional things you can think of that might Improve 
implementation of the Program? 

i 

P-16 

15 



-F—— 

I 
I 
I 
I 
1 
I 

2a. What is the ratio of HRI's and UDL's to men In this coiwiand? 
(Interviewer: Specify what Is meant by "command.") 

HRI's: 

UDL's: 

b. 
?s sufficient?^6 °f HRI'S UDL'S t0 men in th1s comn,and 

HRI's: 

UDL's" 

c. 
Â^'eïîèaiJêîyf1'5 are SUff,Cient’y 

HRI's: 

UDL's" 

d. What do you think of refresher training for HRI's and UDL’s? 

HRI's: 

UDL's: 

oG 



HF ;' s:

I

2. (Other than the usual fitness or proficiency reports or conduct 
narks) How should the performance of HRI's and lIDL's be evaluated?

.i

JCL's;

' ! u

1]

I3. What aroects of the crgar.icational structure help or harm the Prog-ar? 

Helo:

T ^

il

t.n test fom -r oroaniratisn?

ii
1

• •

» •

ii

n

I]u

Gl<
p-10 r
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I 
I 
I 
I 
I 
I 
I 
I 
I 

5. What should be the qualification of a Human Relations Officer? 

6. What are the duties of the Human Relations Officer at this command? 

18 

P-19 



7a. How do you ensure that men receive twenty hours of training? 

b. How does ‘his method wort! 

I*' i ' cor. r1 * ,-:n. vhat would work? 

19 



8«. How often end for whet length of time does eech section meet? 

b. Is this the best way to schedule classes? 

9. Who determines dess site end composition et this coemend? How? 

Who? 

How class size? 

How composition? 

20 
P-21 



BIOGRAPHIC INFORMATION 

(INTERVIEWER: Only ask the questions below if they are not obvious.) 

a. Do you exoect to make the Marine Corps a career? If no, why? 

b. Rank: 

c. MOS (job): 

d. Age: 

e. Marital Status: 

f. Time in Service: 

q. Wh.it oiace dr. you consider your hometown? 

h. Education: 

i. Sex: 

j. To which racial or ethnic group do you belong? 

k. Unit: 

l. Location: 

21 

P-22 



BLUE 

UNIT DISCUSSION LEADER 

INTERVIEW 

BLUE 
APPENDIX Q 



INTRODUCTION 

A 1 ^---- from the American Institutes for Research. 
As you know, AIR is deeply involved in the development and maintenance 
of the Marine Corps' Human Relations Program. 

We are currently engaged in analyzing the program in terms of four 
broad topic areas: 

1. The process if selecting HRI's and UDL's; 

2. The process of training HRI's and UDL's; 

3. The action program; and 

4. Field implementation and assistance. 

Hopefully, the answers we receive from you and others in your position 
will help us to suggest some meaningful changes to the current status of 
the program. 

All information that you provide will be kept confidential, of 
course. Your answers will be put together with those of other Marines 
so that only group figures will be used and no command or individual 
will ever be identifiable. 

Our first area of interest has to do with internal or external 
action programs you may have initiated or become involved in. 





I 
I 
I 
I 
I 
I 
I 
I 
I 
! 
I 
! 

2. What have been the main problems 
action programs underway? 

in getting internal or external 

2 
tv. 

Q-3 



Inn h ' - i 

Vo¬ 

ri. Now, look at the ORANGE CARD. Does this list of potential problems 
remrid you of any problems you have not mentioned that may arise in 
qettinq action proqrams underway? 

Probe Topics Yes No ! Comments 

1. Command Support 
( 

,1 j_ 

1 
f 

2. Staff Support I 
i 

3. Organizational 
Problems ! I 

4. Role Definition 
_LJ_ 

1 

5. Coordination w/ 
other units ! i 

LJ 

l 
6. Motivation of the men " 

j 
! 
1 

• 

7. Men understanding 
purpose .¾ nature of 
action projects 

1 1 
' 

i 

_^_ 
o. Mechanics of 

Ad;" ;r, : s tr.i* ion 
! i 

j 

! j 

1 

9. Finding th’ngs to 
dr, internally and 
ex L£rna 11 y 

0. MaHng arrange¬ 
ments for Action 
Efforts 

i t • 

IT. Competition with 
other units exter¬ 
nal or internal 

12. Conflict among 
personnel 

■ _i_ 
13. Lad of resources 

14. Lack of ir itiative 

lo. HRI/DL 'ack of time 1 
_L 

16. Men's lack of time 

17. HRI/DL lack of 
motivation 

18. Men's lack of 
motivation 

i 

Q-4 

J 



4. Next, look over the list of topics on the GRAY CARO. 

a. What would you expect a Marine who has completed training to know 
about each of these topics? 

Topic Key Words A S N 

1. Dual-Life-Value 
Theory 

1. Common Value: Self, 
Others, Reason 

2. Equality Con¬ 
cept 

2. Lives equally Important 
to all 

3. Need for Order 
In Society 

3. Protects human life. 
Military Necessity. 

4. Equal, Fair, 
Preferential 
Treatment 

4. Same Test ♦ Uniform 
Scoring » Equal or Fair 
Pre-training ♦ Same 
Test ♦ Uniform Scoring • 
Fair or Preferential 

5. The Sameness of 
Man and the Role 
of Environment 
In the Develop¬ 
ment of 
Differences 

5. All have comnon survival 
value. 
All else caused by 
surroundings. 

6. The Four-Part 
Formula for 
Cross- 
Cultural 
Adjustment 

6. Find survival reasons; 
Get facts straight and 
knock off exaggerations; 
Find similarities; 
Toughen up. 

7. Internal and 
External 
Action 
Programs 

7. Individual constructive 
behavior (a) between 
Marines and (b) between 
Marines and conmunity 

8. The Ideal 
Government 
and the Human 
(Dual-Life) 
Value 

8. All freedom possible, 
all control necessary 
for maximum human 
welfare 

9. Male-Female 
Relations and 
the Dual-Life- 
Value Theory 

9. Psychological well-being 
(self); stable family 
(others) 

1 

4 

Q-5 



5a. Is there any idea or section of the discussion materials that you 
feel was not explained well to you? 

iS 'i-re any idea or section of the discussion materials that you 
iird trcublesone when leadinq discussions? 

** * o - - 

5 

0-6 



6. Do you ever find it difficult to maintain the interest or participation 
of the discussion group? Why does that happen? 

Interest: 

Participation: 

7a. What other duties do you have in addition to Human Relations duties? 

b. What percent of your normal duty time do you devote to other duties? 



tm uf"T
Lool :Tt rre GPFFN CARD. Please inrtirate *o what extent (never,

icnai U. fr'^jently) you are irvolved in the activities listed.

I At.tivif le'-' Never Occasionally Freouently

ja. A ••lali. ■» .11'..‘US'ions
-- ------ ------- 1

t. ii. It..; i. itlii.i! .u'tinn
efforts

1

In itea’ii. .'vn ;ct.; ir i >* r,it i ve 
a: • f •-

t

1;. if de.i i iti.j witl Inui'tics 
\ r It •

1L '
i--. I’i ■;r’- .aiut S JOPO> * i :

!

If. ;n :cr;n; in.t i. f r: i'-fn
1 i*h 1'S ‘us ior leriders

L '.rt-
1
!_

1

‘hin* ary ‘'.pecial dif f ir,jl t i<-<-, r.anrei tecl v,ith your 
' • c. . -*-;1y disrusst d?

74

Q-8
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I 
I 
I 
I 
I 
I 
I 
I 
T 

T' 
L 

1. 

ff- 

I* 

f 

I 

TRAINING SECTION 

1. 
HunandReUtíonsdprogrèm?m#St "PKt °f y0ur Job ,n w* 

2' SeUtíonr^^S5“15^1"5 aSPKt °f y0Ur "ork 1n the Hu"»" 

3. What is the most difficult part of your job? 

t o 

Q-9 

--- 



UNIT DISCUSSION LEADERS 

t --f—e-ct*Qn of Personnel. We are interested in how the Marine Corps 
could do a better job of selecting candidates for Unit Discussion Leader 
training. 

1. What traits or qualities do you think a good Unit Discussion Leader 
needs? --- 

‘tv.e you thought about ways that we might improve the selecticr. 

f0r Unit Dlscussion Leader training? How would you do 
' T D6 ^ . 



3* needs?ra1tS ^ qualities do you th1nk a 900d Human Relations Instructor 

4. Have you thought about ways that we might improve the selection of 

better?teS ^ Relations Inst1tute? How would you do it 



Can you make suggestions for Improving the training that you had? 



6' mLoi0?«”'" the HSt 0f POtent,a, tr*,n,"9 P«"»’- •'•eas on the 

*' M Î^*.t0f^s/«7,îd yOU of any su99est1ons you could mate to improve the training you had? 



..»,.. i lililíIIl|l II I. ILNI *!« IW iuu»u<'ll. PI JI.I.I.PI 

mm**''»*#*** ..- . . 

7. Is there anything else that you feel you should have been taught that 
would help you as a Unit Discussion Leader? 

so< 
13 



FIELD ASSISTANCE SECTION 

Now, can you give me any information that would help to assist you 
in the field as a Unit Discussion Leader (through headquarters, 
through the Human Relations Institute, or in any other way)? 

Is there any way in which commanders or other persons who influence 
your work can be enlisted to give you more assistance? (For example, 
would it help if officers going through the Basic School and other 
formal schools in the Marine Corps had a section of their curriculum 
devoted to the Human Relations Program? What would you include in a 
curriculum like that? What other suggestions can you make?) 



IMPLEMENTATION SECTION 

Introductory Remarks: Our last area of inquiry is related in general 
to implementation of the Marine Corps Human Relations Program. 

la. Have you tried or thought of anything that may help to implement 
the program more effectively? 

b. Are there any additional things you can think of that might improve 
imolementation of the Program? 

15 

Q-16 



I 
I 
I 

I 

I 

I 
I 

I 

I 

I 

I 

I 

2a' i[Interviewer"atjUt°í i""'! a"d U“L'S t0 men 1n this co«and? (interviewer. Ask interviewee what is meant by "command.") 

HRI's: 

UDL’s: 

c. 

U su0ïfîchîêSt?he ratÍ° °f HR1'S and UDL'S t0 me" in t,l1s '<=-»"0 

HRI’s: 

UDL's: 

their”jobs'effeetively?°L 5 well trained to do 

HRI’s: 

UDL’s: 

d. What do you think of refresher training for HRI’s and UDL’s? 

HRI's: 

UDL's: 

16 

Q-17 



3. (Other than the usual fitness or proficiency reports or conduct 
marks) How do you evaluate the performance of HRI's and UDL's? 

HRI's: 

UDL's: 

da. What aspects of the organizational structure help or harm the 
Program? 

Help: 

Harm: 

What would he ‘ho best form of craarization? 

M< 

Q-18 

17 



5. What should be the qualifications of a Human Relations Officer? 

6. What are the duties of the Human Relations Officer at this corrmand? 

18 

Q-19 



7a. How do you ensure that men receive twenty hours of training? 

b. How does this method work? 

c. If it doesn't work, what would work? 



Wf«! it ...'ï1;1** 

a. How often and for what length of time does each section meet? 

Is this the best way to schedule classes? 

Who determines class size and composition at this command? How? 

Who? 

How class size? 

How class composition? 



BIOGRAPHIC INFORMATION 

(INTERVIEWER: Only ask the questions below if they are not obvious.) 

a. Do you expect to make the Marine Corps a career? If no, why? 

b. Rank: 

c. MOS (job): 

d. Age: 

e. Marital Status: 

f. Time in Service: 

g. wna* p ace do /cu consider your hometown? 

h. Education: 

i. So»: 

j. To which racial or ethnic group do you belong: 

k. Unit: 

l. Location: 

88 < 

21 
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I 

ENLISTED MARINES 

INTERVIEW 

APPENDIX R 



INTRODUCTION 

(NOTE: INTRODUCE YOURSELF TO THE 
KNOW EACH OTHER.) INTERVIEWEE! ONLY !i YOU DO NOT ALREADY 

beto, rri„e3et^°k for^area^where imprS.Znu'ca” ie md^R'lght 

in thfcoípS.Ín1hrattÍs.'^anhcfpí°bíBír?I0íhe'’SrístahreCaUrÍhÍsSÍÒrr0n 

y„j' r -r 
^i"?,i:::drvies ™ ^ are 
analyzed, and the resuUs ' be^ïed Y™'' d11 interviewes will be 
Training Program ü'Pd 1" ,rT,Pr0vlf1(I the Human Relations 

from other people and'nobody^ut^ne^iH\W'11 bt’ c0,Tlbined with Information 

Pio^c« y 0W àna wh,,t your own opinions 
Please answer the questions as completely as you can. 

Marlnes^ould^o'tha^wouî^benefuNhp ?° “ith athin',5 that 1nd,v(d^l 
teamwork, increase indmdoa] capabi I i ty.-oTimíroveTeíino^í"'^5' 

R-l 



III) II.Ill ipviiMimiiii wjiuiiiiiii. 

ACTION EFFORTS SECTION 

1. Can you think of any tino during your Marine Corps career that you, 
or someone you knew did something that helped individual Marines to 
increase teamwork, increase individual capability or inn*ove relations? 

What prompted the action? 

What did you !or they) do? 

Who was involved? 

How did it turn out? 

oi 

J 

» 

R-2 



..an yo'j tnirt or a time when you or someone you know tried to do 
c .,n<‘ wdCl d^ji'inpd to inrrojse teanwor ^, increase individual 

canah111ty or improve relations that turned out badly? 

What promote.! the action? 

What did you (or they) try? 

Who was involved? 



3a. If time were available during your veekly work schedule 
would you suggest Marines take up ..o increase teamwork,’ 
individual capability or improve •'elations? 

what *rti\/iti«ç 
increase 

(For example, if it were possible to use some of the time now devoted 
to discussions in the Human Relations Program in other activities, 
what would you suggest be done with that time?) 

1) 

, i 

"ï 

b. Are there any problems to guard anains' 

Are the^e any other action efforts that are not 'pa'itle r- -r* 
teat could be made to work? 

R-4 



...— 

PERSONA! AC T ! V I TI i 

Please .ook at the UliITi (ARO. Hie,.' .m .nine .Ktivities that have 
been suqqe-.ted to mu reas» teaeiwm I , iik.' r,. iiajivufijal capability 
and improve relations. 

Which of these activities have yon p.it Ik inafed in or initiated? 

Next, which activity would you personally prefer to do? 

Are there any other activities you would be willing to do? 

Which activity would you least like to do? 

Are there any other activities you would be unwilling to do? 



Has already 
participated in 

Activity Ye, ( No 

■ 1 . On-the-job training 
i .. - 

I 

2. Cross-skill training 
r -- 

3. Athletics training 
; . . ...-.i_ j 
1 4. Vocational tutorino 
1 .-. 

• 

» 
* 

5. Educational tutoring 
i 

. 

5. Personal help to 
1 dependents 

7. Meeting new Marine 
arrivals 

I 1 

?.. Helping Mariñes in 
Dersrnal iffairs 

_ 1 
, Soc'ai ;i; ■ s to 

homes cf Ma • ir.es 
fron ethnic-racial 
groups different 
from your own ♦ 

i 

- 

1 

L J 
10. Hobby tutoring 

1 
! 

11. Community service 
_ 

12. Specify other activities j 
not listed above: 

Willing To Do 

Would TWould Not 
Rank 1 Rank 

1 

j 

t 

1 __ 
1 

1 
-- 

» 

i 
I 

t- 

\ 



Ot
he

r 



c:'op[-.' sriATiPA I'j rpapf sEf’ior;

.Vnfrj! '.tdrf'.Tt ; T*^f> •*a'-'nr to'-ps ►tas aKo u'. *3 find out
vj»'at l-i T*i<> .-i.rrf'n: nuran 1 at i')•'s M’lianor. ir th*- '*arit-r. Cnr-^-.. 
T*'rrc*-'ra, wr a»"f' mtorp'-.^rd m t-ndinr, fro- >Ou art ofr-'’r 
Marine-, how rrino^ aro joirg.

w'-at do voj ror.'idrr thp -lOM I'-X'Oi ranr . ur^-orr . rotjie- 'hur an 
r«l at ions' the "a'-ire LOrr.s; -.hat 'Ouit tt' ?‘a>-ino Corp,s to 
or ctop doirq to irprc^e r-mditior--?

P. Xhat do /Oij lOnsider tno second '-ost inpnrtart Lurrtnt tfOtlt-r 
(r,u:-ao reldti.-,r" i in thr- ’iarinr :'f>rp-,; .-.nat 'dild th<- Mrtrtre 
C.M-i'- do or stop dOlr-; ‘o I'-prO.'*-- COrdltlOflS?

c. «*rat do ,ci< ron'ido*- tno tried n-o't i-onrtan*’ hur af
•-.-1 it •ir, trr *taf.n* or; /.*-a‘ cou! . t*. •'.ir’r« 'orr 
dr .<r '*00 loin- to irprovo renditions?

rrcPlen Desori^tjon of Pertlt'-
Var’r.e Corps Co or ?top 

5PJ-’‘,2 JrpJ'Avfl lalTd' ‘

;i
.i

■ ^

it

i
i

I

c.

5i7*
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Introductory remarks: *!ext, wv would Hko to know if Marines do tilings 
together durmo th^ir off-duty tii>’o 

a. Of your total off-duty time, what percent of this time do you 
-jpend with other Marines? 

M. (INTERVIEWEE: ASt MAJORITY MARINES THlb OUESTION. ) 
What percent of the total tine you spend with other Marines, 
do you spend with members of minority groups? Why7 

b2. (INTERVIEWER: ASK MINORITY MARINES THIS QUESTION. 
What percent of the total time you spend with other flarines, 
do you spend with majority Marine Why? 

c. Do you think more associatioi. between majority and minority 
Marines would improve relations between them? Why? What 
kinds of association? 

d. Do you think other Marines feel more association between 
majority and minority Marines during their off-duty time 
will improve relations between them? 



—.i. 

6. Finally, what suggestions would you mate to improve Urn Marine Corps 
Human Relations Program? 
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biographic information 

(INTERVIEWER: Only ask the questions beluw if they are not obvious.) 

a. Do you expect to make the Marine Corps a career? If no, why? 

b. Rank: 

c. MOS (job): 

d. Age: 

e. Marital Status: 

f. Time in Service: 

g. What place do you consider your hometown? 

h. Education: 

i. Sex: 

j. To which racial or ethnic group do you belong? 

k. Unit: 

l. Location: 
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A PARTIAL ANALYSIS OF RESULTS 
FROM A SURVEY OF THE MARINE CORPS HUMAN RELATIONS PROGRAM 

INTRODUCTION 

Background 

On 12 July 1973, the American Institutes for Research (AIR) was 

aiiarded a contract to carry out a program of research and development 

In two Increments designed to Improve the Marine Corps Human Relations 

Program during fiscal years 1974 and 1975. Specifically, AIR was con¬ 

tracted to carry out work In five task areas as follows: 

1. Instructional Capability, 

2. Individual Action Programs, 

3. Development of New Training Materials, 

4. Development of a Technical Guidance System for 
Field Human Relations Programs, and 

5. Development of Human Relations Curricula for 
Formal Marine Corps Schools. 

In order for AIR to fulfill Its contractual obligations, it was necessary 

for selected field commands to participate in the data-gatherlng phase 

of this vital and necessary research. 

Purpose of Partial Analysis 

The purpose of this partial analysis Is two-fold. First, to give 

some Immediate feedback on Informal activities Marines have participated 

In or Initiated In order to Improve relations between Marines, to increase 

Individual capability, and to Increase teamwork. These activities will 

be considered from several points of view; namely, past activities Marines 

have participated In or Initiated, activities In which Marines would be 

least and most willing to participate, and views of Marines concerning 

activities the Marine Corps should or should not support. Second, the 

current off-duty association between minority and majority Marines will be 

considered with particular attention to the following: degree of association 

and reasons for association, views of Marines on the potential of more 
« 
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association to inr,, rove relations between minority and majority Marines, 

reasons and nature of off-duty association that may improve relations 

between racial groups, and views of Narines that relate to whether other 

Narines feel more off-duty association will improve relations between 

minority and majority Marines. 

Source of Data 

The data collection effort was conducted during the third quarter of 

fiscal year 1974. From January to March of 1974, data was collected at 

twenty-one different Marine Corps comnands. In-depth Interviews were the 

means by which data were collected. 

Sample Design 

The rationale for the sample design was to obtain as representative a 

sample of the Marine Corps as possible, both in terms of command size and 

function and the status of Implementation of the Human Relations Program. 

At each of the commands, respondents were selected by a random strati¬ 

fied sampling technique. In general, the procedure was as follows, rust, 

a roster of all individuals of a partlcu’ar group, e.g., enlisted Ma«-;nes, 

was obtained; next, numbers were assigned to each person; then, respondents 

were selected at random. Appendix A provides a detailed description of 

the sampling procedures. 

Respondents 

At the twenty-one comands a total of 592 interviews were completed. 

The sample Included 357 enlisted Marines, 65 cormand billet personnel, 60 

special staff personnel, 55 Human Relations Instructors, and 55 Unit 

Discussion Leaders. For each of these five groups of respondents a 

different interview schedule was used. (See Appendixes A-D in Marine 

Corps Human Relations Progress Report *M00027-C-74-0005 1 January - 31 March 

1974.) In the present report. Appendix B provides a summary of the inter¬ 

views that were completed at each command. This summary includes the 

following: type and number of interviews for command billet personnel, 

special staff personnel. Human Relations Instructors or Officers, Unit 

Discussion Leaders, and enlisted Marines. 

iou< 
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Interviewers 

Command billet» special staff» Human Relations Instructors» and Unit 

Discussion Leader interviews were conducted by teams of AIR personnel. The 

remaining interviews, with enlisted Narines, were conducted by Human Re¬ 

lation Instructors at each comnand. Prior to the actual interviews both 

AIR personnel and the Human Relations Instructors participated in training 
sessions on proper data-collection techniques. 

Coding 

Several procedures were used to ensure that responses to the open- 

ended questions were categorized with a high degree of agreement among 

judges and to achieve the highest level of accuracy and consistency among 

the coders. First, the coding categories were determined by at least two 

individuals in order to avoid arbitrarily assigned categories. Second, 

prior to the actual coding the coders participated in training sessions 

designed to familiarize coders with the categories and to determine any 

initial disagreements among coders on the appropriate categories to be 

used for any initially problematic responses. Third, on a daily basis a 

verifier made random checks to determine the accuracy of individual coders. 

Finally, once all the data was coded at least two different individuals 

verified all the coding, once again, to determine any errors that were made. 

Questions 

Since the five Interview schedules that were used during the data 

collection effort are not attached in this report, it is appropriate to 

present the questions to be analyzed later in this report as they actually 

appeared in these Instruments. The relevant questions here were worded as 
follows: 

Please look at the WHITE CARD. These are some activities 
that have been suggested to Increase teamwork. Increase 
individual capability and improve relations. 

Which of these activities have you participated in or 
initiated? 

Next, which activity would you personally prefer to do? 

Are there any other activities you would be willing to do? 

Which activity would you least like to do? 
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Are there any other activities you would be unwilling to do? 

Of the activities listed on the WHITE CARO, please rank In order 
of Importance the three activities you think the Marine Corps 
should Initiate or strengthen. Why? 

Of the remaining activities on the WHITE CARD, please rank. In 
order of Importance,the three activities you think the Marine 
Corps should not undertake or should eliminate. Why? 

Of your total off-duty time, what percent of this time do you 
spend with other Marines? 

(INTERVIEWER: ASK MAJORITY MARINES THIS QUESTION.) What percent 
of the total time you spend with other Marines, do you spend with 
members of minority groups? Why? 

(INTERVIEWER: ASK MINORITY MARINES THIS QUESTION.) What percent 
of the total time you spend with other Marines, do you spend with 
majority Marines? Why? 

Do you think more association between majority and minority Marines 
would Improve relations between them? Why? What kinds of 
association? 

Do you think other Marines feel more association between majority 
and minority Marines during their off-duty time will improve 
relations between them? 

ORGANIZATION OF REPORT 

With the above as a background, this report Is organized as follows: 

a. Description of the background of the respondents, e.g., career 

status, rank, age, marital status, time In service, home region, education, 

sax, and race. 
b. Analysis of responses to each of the questions (dependent variables) 

mentioned above, in relation to several Independent variables when deemed 

relevant: career status, rank, age, marital status, length of service, home 

region, education, race, location of convnand, and type of command. 

c. Summarization of the major findings. 

DESCRIPTION OF THE SAMPLE 

This report is based on 482 of 592 interviews that were conducted. In 

other words, the remaining respondents were not asked the questions that 

are analyzed In the present report. A description of relevant background 

Inquiries follows. 
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Career Status 

The respondents were asked If they planned to make the Marine Corps 

a career. Of those Individuals who responded* 47.3X answered yes, 27.4¾ 

responded no, and 14.9% were uncertain. 

Time in Service 

Only 11.4% of the respondents had been In the Corps for less than a 

year. Slightly over 42% (actually 42.5«) had been In the Corps from one to 

four years, and 44.9% had served from five years or more. 

Rank 

With regard to rank, 35.9% of the respondents were E-l's to E-3's, 

23.7% were E-4's and E-5‘s, and 22.8% were E-6's to E-9's. In addition, 

17.0% of the respondents held ranks from warrant officer to field grade 

officer. 

Age 

Seventeen percent of the respondents were 19 years old or younger, 

46.9% were 20-30 years of age, and 33.8% were 31 or older. 

Marital Status 

Over half of the respondents (actually 56.6%) were married, as compared 

to 39.8% who were single. One percent of the respondents were either divorced 

or separated; that is, they were recorded In a marital status category 

referred to as "other." 

Home Region 

Eighteen percent (actually 18.1%) of the Interviewees were from North¬ 

eastern states, 24.9% were from North Central States, 34.0« were from 

Southern states, and 19.4% were from Western states. 

Education 

Only seventeen percent (actually 17.2%) of the respondents had not 

graduated from high school, as compared to 49.8% who were high school 

graduates and 30.3% who had some college education or were college 

graduates. 
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Sex 

As to be expected, given the higher ratio of male Marines to female 

Marines In the Marine Corps, only 3.3S of the respondents Mere female. 

Race 

Almost three-fourths of the respondents (actually 71.4%) were Caucasian, 

18.71 were Black and 9.51 were members of other minority groups. 

RESULTS 

Ten questions have been analyzed In this partial analysis. The first 

question concerns a number of activities that were hypothesized to be 

conducive to Increased teamwork. Increased Individual capability, and 

Improvement of relations among Marines. These activities, tested experimentally, 

Included the following: on-the-job training, cross-skill training, athletics 

training, vocational tutoring, educational tutoring, personal help to depen¬ 

dents, meeting new Marine arrivals, helping Marines In personal affairs, 

social visits to homes of Marines from ethnic-racial groups different from 

their owl, hobby tutoring, and community service. Specifically, the inter¬ 

viewees were asked: 

Which of these activities have you partlcpated In or initiated? 

Race. In general. Table 1 reveals that In nine of the activities a 

higher percentage of white Marines indicated they had participated than did 

minority Marines. For six of these nine activities (on-the-job training, 

cross-skill training, educational tutoring, personal help to dependents, 

helping Marines In personal affairs, and hobby tutoring) the chi-squares 

were statistically significant at the .05 level or better. (See Table 1A 

for the chi-square results.) In contrast, a higher percentage, or 76.3% 

of the minority respondents as compared to 64.2% of the white respondents 

Indicated they had participated in athletics training. This latter finding, 

too, was statistically significant at the .05 level. Although white inter¬ 

viewees, as compared to minority interviewees, indicated a higher percentage 

Of participation in meeting new Marine arrivals (76.4% and 73.2"), in voca¬ 

tional tutoring (35.4% and 33.5%), and in community service (44.4% and 38.9%), 

these findings were not statistically significant. A higher percentage, or 

r liO< 
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57.2* of the minority Marines as compared to 49.7* of the white Marines, 

Indicated they had made social visits to the homes of Marines from ethnic- 

racial groups different from their own. This finding, also, was not 

statistically significant. 

Marines, In general, appear to be self-help oriented; that is, of the 

activities the respondents were queried about, the greatest amount of 

participation concerned helping Marines In personal affairs for both 

minority Marines (78.6*) and white Marines (86.9*). It should be mentioned 

however, that an Identical percentage of 78.6* of the minority respondents 

Indicated they had participated In on-the-job training and in helping Marines 

In their personal affairs. In addition. It Is noteworthy that the least 

amount of participation for both white (33.7S) and minority Marines (32.8*0 

was In the area of hobby tutoring. 

Rank. Table 2 shows the percentage distribution of responses concerning 

participation in activities when rank Is considered. It is interesting that, 

on all of the activities listed, a higher percentage of officers as compared' 

to enlisted Marines indicated they had participated in the activities. The 

percentage of participation In the activities for officers and enlisted 

Marines, respectively, were as follows: 93.9* and 80.6* for on-the-job 

training, 70.7* and 52.6* for cross-skill training, 54.8* and 30.9* for 

vocational tutoring, 76.8* and 44.3* for educational tutoring, 89.0* and 

49.1* for personal help to dependents, 85.3* and 73.8* for meeting new 

Marine arrivals, 60.9* and 39.2* for community service. The chi-square for 

these findings was statistically significant at the .05 level of significance 

or better. (See Table 2A for the chi-square results.) In addition, a 

higher percentage of officers as compared to enlisted Marines indicated 

they had participated In athletics training (75.6* and 66.4%), in social 

visits to homes of Marines from ethnic-racial groups different from their 

own (59.7* and 50.1*), and in hobby tutoring (37.8* and 32.4*). These latter 

findings, however, were not statistically significant. 

As was the case when the greatest amount of participation in a single 

activity was examined by race, the greatest amount of participation for both 

enlisted Marines (82.1*) and officers (97.5*) was in the area of helping 

Marines in personal affairs. This finding also supports the notion that 

Marines tend to be self-help oriented. 
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Host Preferred Activity 

The Interviewees were also asked: Which activity would you personally 

prefer to do? Their responses will now be considered by race and rank. 

Race and Rank. As can be seen In Table 3, the most preferred activity 

for the white respondents (16.9Ï) was on-the-job training, whereas the most 

preferred activity for the minority respondents (18.3%) was athletics training. 

In Table 4, It can be seen that the highest percentage of enlisted Marines, 

or 17.8%, mentioned on-the-job training as their most preferred activity, 

and the highest percentage of officers, 24.3%, mentioned helping Marines in 

personel affairs as their most preferred activity. 

Least Preferred Activity 

In addition, the respondents were asked: Which activity would you 

least prefer to do? Their responses will be examined by race ard rank. 

Race and Rank. Table 5 indicates that the highest percentage of the 

white respondents, or 18.6%, mentioned hobby tutoring as their least 

preferred activity. Similarly, the highest percentage of the minority 

respondents, or 15.2%, indicated that both hobby tutoring and comunitv 

service were their least preferred activities. It is of interest to note in 

Table 6 that 15.3% of the enlisted Marines, as well as 28.0" of the officers, 

mentioned hobby tutoring as being their least preferred activi ty. 

Activities Marine Corps Should Support 

Another activity-related question the respondents were asked was the 

following: Of the activities listed, what three activities in the order of 

Importance do you think the Marine Corps should Initiate or strengthen? 

Their responses will now be presented by race and rank. 

Race and Rank. First, the percentage distribution of responses con¬ 

cerning the most important activity the Marine Corps should support are 

presented by race and rank in Table 7 and 8, respectively. Both the white 

(23.0%) and the minority respondents (22.1%) indicated that on-the-job 

training was the most important activity the Marine Crop; should support. 

With respect to rank, 23.*': of the enlisted Marines mentioned cr-the-jct 

training, whereas 29.2% of the officers mentioned helping Marines in personal 

affairs as the most Important activity the Marine Corps should support. 
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Second, Tables 9 (race) and 10 (rank) show the percentage distribution 

of responses concerning the second most important activity the Marine Corps 

should support. For the white respondents, 17.7* mentioned helping Marines 

In personal affairs; on the other hand, 22.1* of the minority respondents 

Indicated educational tutoring was the second most Important activity in 

the Marine Corps which they should support. In addition, 18.1% of the 

enlisted Marines and 20.7* of the officers responded that helping Marines 

in personal affairs was the second most Important activity the Marine Corps 

should support. 

Third, it can be seen in Table 11 that 15.4* of the white interviewees 

Mentioned educational tutoring as compared to 16.0% of the minority inter¬ 

viewees who indicated helping Marines in personal affairs as the third most 

important activity the Marine Corps should support. Finally, Table 12 shows 

that 14.8* of the enlisted Marines responded that helping Marines in personal 

affairs was the third most Important activity the Marine Corps should support. 

In contrast, 23.1* of the officers indicated that educational tutoring was 

the third most Important activity the Marine Corps should support. 

Activities Marine Corps Should Not Support 

The interviewees were also asked: Of the remaining activities what 

three activities in the order of Importance do you think the Marine Corps 

should not undertake or should eliminate? Next, the interviewees responses 

to the above question will be considered by race and rank. 

Race and Rank. In considering the most Important activity the Marine 

Corps should not support, it can be seen in Table 13 that the highest 

percentage of the White interviewees (27.6*) and of the minority Interviewees 

(35.8*) indicated that "none" of the activities should not be supported by 

the Marine Corps. It is noteworthy, however, that 15.4% of the White respon¬ 

dents as well as 18.3* of the minority respondents indicated that social 

visits to homes of Marines from ethnic-racial groups different from their 

own was the first most Important activity the Marine Corps should not 

support. By rank. Table 14 shows that 32.9* of the enlisted Marines 

responded that "none" of the activities should not be supported by the 

Marine Corps, whereas 23.1* of the officers indicated that social visits 

to homes of Marines from ethnic-racial groups different from their own was 

the most Important activity the Marine Corps should not support. 



Table IS provides the percentage distribution for the second most 

Important activity the Marine Corps should not support by race. It suffices 

to say that the highest percentage of White respondents (27.9t) and of the 

minority respondents (36.6X) responded that "none" of the activities should 

not be supported by the Marine Corps. Similarly, as can be seen in Table 16, 

33.5X of the enlisted Marines also indicated that "none" of the activities 

should not be supported by the Marine Corps. However, 19.St of the officers 

mentioned hobby tutoring as the second most Important activity the Marine 

Corps should not support. 

Finally, concerning the third most Important activity the Marine Corps 

should not support, the percentage distribution can be seen in Table 17 (by 

race) and In Table 18 (by rank). Similarly, 27.9% of the White respondents, 

36.6% of the minority respondents, 33.5% of the enlisted Marines, and 17.0% 

of the officers responded that "none" of the activities should not be 

supported by the Marine Corps. 

Percentage of Total Off-Duty Time Spent With Other Marines 

Another question the interviewees were asked concerned the percentage 

of their total off-duty time they spent with other Marines. Specifically, 

the question was: Of your total off-duty time, what percent of this time 

do you spend with other Marines? Next, the responses of the interviewees 

to the above question will be examined by race. 

Race. Table 19 shows that 34.9% of the white interviewees and 28.0% 

of the minority interviewees spend from no time to 40% of their total off- 

duty time with other Marines. Thirty percent of the White respondents and 

similarly 33.6% of the minority respondents spend from 41% to 90S of their 

total off-duty with other Marines. Additionally, 28.9% and 29.8% of the 

white and minority respondents, respectively, spend from 91% to 100% of 

their total off-duty time with other Marines. It should be noted, however, 

that the above findings were not statistically significant. In addition, 

minority Marines were asked: What percent of the total time you spend with 

other Marines do you spend with majority Marines? Similarly, majority Marines 

were asked: What percent of the total time you spend with other Marines do 

you spend with members of minority groups? The percentage distribution of 

the Interviewees' responses to the two questions above are presented in 
Tables 20a and 20b. 
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Race. In onerai» It Mould appear that minority Marines tend to spend 

more of their off-duty time with majority Marines as compared to the amount 

of time majority Marines spend with members of minority groups. For example, 

of the white respondents. 37.2*. 21.9*. 22.2X, and 3.4S Indicated they spend 

zero to 10.OX, 11.OX to 40.0X. 41X to 90.OX, and 91.0% to 100.0%, respectively, 

of their off-duty time with members of minority groups. In contrast, of 

the minority respondents, 19.31, 25.8X, 28.2X, and 9.6% mentioned that they 

Spend zero to 10.0X, 11.01 to 40.01, 411 to 90.0%, and 91.0% to 100.0%, 

respectively, of their off-duty time with majority Marines. The chi-square 

for the above mentioned results was statistically significant at the .001 

level of significance. 

Another question of Interest concerns the reasons majority and minority 

Marines give for spending off-duty time with each other, as can be seen in 

Table 21 (majority Marines) and In Table 22 (minority Marines). 

Race. The highest percentage of majority Marines, or 25.7%, gave friend¬ 

ship as the major reason they spend off-duty time with members of minority 

groups. Other reasons mentioned included the following: situated together 

(17.01), to achieve better understanding (1.0%), lack of opportunity or time 

(14.21), associate with own kind (4.81), dissimilar interests (4.1%),- and 

similar Interests (4.51). On the other hand, the highest percentage of the 

minority respondents, 19.31, Indicated that they spend time with majority 

Marines because they are situated together, e.g., in the barracks. Other 

reasons the minority Marines gave Included the following: friendship (16.1%), 

dissimilar Interests (8.81), to achieve better understanding (1.6%), 

desirable associates (5.61), lack of opportunity or time (5.6), similar 

Interests (4.8X), and associate with own kind (5.6X). 

More Association Between Majority and Minority Marines 

In addition, the Interviewees were asked: Do you think more association 

between majority and minority Marines will improve relations between them? 

The responses of the respondents to the above question were analyzed with 

particular attention to several variables: rank (Table 23), race (Table 24), 

type of coimand (Table 25), education (Table 26), and home region (Table 27). 

Rank. Interestingly, a relatively high percentage of officers (85.3%) 

•s well as enlisted Marines (77.5X) were of the opinion that more association 

1 11 s 11 



between majority and minority Marines would Indeed Improve relations between 

them. It should be noted, too, that the chi-square for this finding was 

statistically significant at the .05 level of confidence. 

When race, type of command, education, and hometown were considered, 

there were no statistically significant findings. 

When each of the other four variables are considered separately, it is 

noteworthy, however, that no less than 69.8% and as high as 91.2¾ of the 

respondents felt that more association between majority and minority Marines 
would Indeed Improve relations between them. 

Why More Association Between Minority and Majority Marines 

With particular attention to the racial distribution of responses, the 

respondents gave several reasons in indicating why more association between 

majority and minority Marines would improve relations. 

Race. It can be seen in Table 28 that the highest percentaqe of White 

respondents (43.9%) and of minority respondents (48.0%) indicated that more 

association would improve relations between them because they would learn 

more about each other. With respect to other reasons the respondents gave, 

5.5% of the white respondents and 8.3% of the minority respondents mentioned 

achieving friendly relationships; 2.6% of the white respondents and 6.1% of 

the minority respondents mentioned reducing racial conflict; 4.4% of the 

white respondents and 2.2% of the minority respondents mentioned improving 

relations; and 2.6% of the white respondents and 5.3% of the minority 

respondents were of the opinion that more association between minority and 

majority Marines would eliminate racial stereotypes. In addition, 11.6% 

and 6.1% of the white and minority respondents, respectively, felt that 

more association between minority and majority Marines would improve relations 

between them under receptive conditions. Next, the substantive nature of the 

responses that correspond to the categories of "would not help" and "under 

receptive conditions" will be presented in detail. 

Would Not Help 

First, the respondents who were of the opinion that more association 

between minority and majority Marines would not help to improve relations 
gave the following reasons: 

- No, because the problem begins in civilian life, and these feelings 
r. i2 4re deep, and in the short time men are in, would not help. 

12 



¡tóKhl&r“**"*1"’ MCh 0theri ,nd * tr^ ‘O 

Z'tUy ÜSÄ.S,*^ -Uh th* BUck$ th* 

X« «y^ríend» HrVlX ^ ^ *> t0 

No, because they Just divide «gain. 

!hwk îhatTJ°r* ®fiIMJo|r1ty and minority association would foul 
things up. The ethnic groups may feel uncomfortable. 

h4ï* iom 900d ‘"tt1** ■ f19ht and get It over with - that s the only way to settle our differences. 

No, drinking In mixed groups always leads to fights. 

Individual meetings between people doesn't necessarily carry over 
£0«;ííePí?nCí °! îiCh group the ^tes still sie ïlî 

rfîSnîîï ? aCkS d0 ng th1ngs that “h1tes don't like such as dapping, cliques, etc. So It doesn't help to associate. 

Just don't think It will help. Because I don't see other Marines 
trying to associate with different minorities. crines 

^u9HSn°î1î<reê!1yi?°îSn,t d0 a"ythi"9 to Improve relations. People don t like to listen to one another. 

2îtSUbîots'" fr1"’di d0n t h*nd,e thems‘,v« s«k when mixed 

Jacksonville will not permit It. 

Blacks just don't dig the white any more. 

!!?:,.??VeceSSar11yi, right noY u w111 9«t only forced association; Blacks in own group (want this), for their own Marine Corps. 

They can get together and pretend to be friendly, but it reallv 
counts later when they have to meet people on their own. 

No. It's up to the Individual. 

Problem Is not one of individual associations but of group hysteria, 

and^lnority groups!0 d° ,b0Ut '""""'"«"l.tlonsof “Jorlty 

dod1t Intíme 1t S rl9ht t0 mk* people come together. They'll 
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No. An Individual should have the right to associate with 
whenever he pleases. 

- The one thing that would Improve relations is to quit referring 
to people as minority and majority. 

- No, because the more time you spend with someone you find more 
things to go against someone. 

- Might, because they would try to be friendly for a while, but then 
they fight no doubt, so maybe not good idea. 

- Seems to me If they got together, they would fight, get drunk, 
and hurt each other. 

No. Because there ¡5 association already and it isn't doing 
any good. 

- The problem begins In civilian life and these feelings are deep, 
and In the short time men are in, would not help. 

- No, It would cause more trouble or another racial incident report 
(Blacks carry knives around here at Courtney and no white in his 
right mind would go around a gang of Blacks.) 

People hang together with their own group and nothing can separate 
it because it's nature to associate with those of your own kind. 

- Not pushing it no. Just leave it alone. 

- Corps tries to push together. It should be an individual thing. 

- Because it is up to the personal .iews of each man, no forced 
association would help, what kind should be left up to each 
individual. 

- People don't be honest with themselves. 

- People who have common interests will improve relationships. 

- Association very often backfires and causes more problems. Perhaps 
it is better to let everyone do their thing alone. 

• Always competing with someone. 

• Makes them remember that they are majority and minority;it is as 
to put minority down. 

- No. They have different ideas of what to do and you have to force 
yourself to do what others do. 

- You pick your own friends. 

i:18< 
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¡¡¡'«¡¡Tí!/!* ?°ulí probably ** forc*i on by the Marine Corps, 
no one likes being forced. 

Cor?Í 9et out of the human rel*t1ons affairs 
£ ÎÎ1 "S"1? t,lle i,re 01 1ts«,f nonnaHy. Mhat you going 
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Not too much association would help. Not at this time anyways. 

Because they work together every day and don't get along. 

- Because they would always be doing something to bother each other. 

No with the Blacks I think It will make more problems. 

No, because their cultures are different. 

' ÜSlSn" w.frX. 0t’“r B,*CkS C,'le,f Unc,e T°"- 

Under Specified Condltlon< 

Second, some respondents who felt more association would Improve rela¬ 

tions between minority and majority Marines specified the following conditions: 

It would If they let each other, opens lives of. 

Yes, If not forced. 

Mould depend on Individuals, militants no. 

Do, but should not be official. 

Yes, If natural, not If forced or contrived. 

As long as It's not forced. 

Yes, as long as not forced. 

Spending on people. It might have adverse effect (forced assocla- 

offîcer^and^NCO*« * îï00, and offícers ~ association between 
together! d SNC° * 1f y Can re ax t09ether» can w°rk better 

Yes, If they are positive associations. 

¡ÜllCÍÍ Ämoe!!U ïUh ltar,"es- Mor« «soct.tton should helo: 
however this Is considered as Marine to Marine. P 

iiothlîlîd'lïîüi.'Â*5 they haï* in the1r «bout one 
¡mÍhw. îifïî íh îhey *PProach on® another with positive or 
negative attitudes of each other. 



Yes - on one-to-one basis, or In small groups. Not too large 
groups. 

Yes, but not forced association, whatever as long as it holds 
their interests and it's not forced upon them. 

Not if forced on the men - but yes otherwise. 

Yes, as long as each race would give it a chance, and not get 
pushed into it. 

Voluntary yes, if you are forced to do anything you reject it. 

Yes (on the job) because on the job you both have sonething in 
common. 

Maybe - might make it worse. Need first of all to be able to 
accept the difference in outlooks and interests from each group. 

Yes and no - living together no - because they have their likes 
and dislikes and I have my likes and dislikes in food - music and 
things like that. In sports yes - because it's all a matter of 
teamwork then. 

Yes, if voluntary could mingle in groups. Blacks don't want to 
mingle with Puerto Ricans, Chicanos. 

Yes, this should be left up to the individual. 

If you can get a median or activity that all groups like. 

But I think it would depend on the individual. 

Yes - they would get to know each other as persons instead of 
Blackman or Whiteman but it has to be voluntary types of associa¬ 
tion and not forced. 

Provided they can talk and do things peacefully. 

Yes, if It's voluntary. 

Yes, it would depend upon the individual - a one-to-one association 
where the two just rap to each other - not in groups - it wouldn't 
work. 

Yes. If they aren't forced. 

If they (all of us) keep the past out of everything (we aren't 
responsible for slavery). So quit bringing it up. I think it's 
an excuse for them. 

Only if it was one on one, because Blacks can't group up cause 
then they act like animals. 

1^0< 
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A* long as the numbers are held down - get to know what the person's 
problems are. 

Because you don't give orders and force people to get together, 
just let them normally get together. 

Jot forcibly - but on an Individual basis - way of looking at a 
leader without dealing with his rank - up to Individual. 

If properly conducted. 

Sure» If they would allow each other to get together. Group pressure 
(largely black). Would get along better, but groups might fight. 
Black power has brought unity, but has driven the whites away. 
Can t enjoy a football game with the (expletive deleted), boisterous, 
when you know they're not that way as Individuals. 

- More association would help but It should not be forced. 

If people want to associate together. It should be because they want 
to» and not because It was suggested. 

- Only If It occurs naturally should not be forced. 

- If willing and Individual agreement. Not forced. 

Yes» but a result of better education and understanding. 

If the Black Marine doesn't feel I owe him something. 

- Depends on Individual. If a man Is against a Black or White, he 
Is not going to let his self change by associating because for the 
lack of education. 

- Only If they wanted It. If they are forced they reject It. 

- The associations are voluntary. 

Yes, but In small groups. Put the problem on a one-to-one basis. 

• It might If they had a good understanding. 

Kinds of Association 

In addition, the Interviewees were asked, "What kinds of association 

will Improve relations between minority and majority Marines?" 

By race, the Interviewees' responses distributed as follows. 

Rece. As can be seen In Table 29, the highest percentage of both White 

(19.2*) and minority respondents (16.7*) mentioned social activities. The 

next highest percentage of responses, once again for both White (11.6¾) and 

minority respondents (16.OX) was In the category referred to as social and 
recreational activities. 
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Other Marines and More Association Between Majority and Minority Marines 

I 

Finally, the interviewees'were asked to respond to this question: "Do 

you think other Marines feel more association between minority and majority 

Marines during their off-duty time will improve relations?" 

The interviewees' responses to the above question will now be examined 
by race. 

Race. In Table 30, it is of Interest to note that 58.IX and 53.4^ of 

the white and minority respondents, respectively, were of the opinion that 

other Marines do Indeed feel that more association between minority and 

majority Marines would Improve relations between them. In addition, 8.2X 

of the white respondents were of the opinion that some but not all of other 

Marines felt that more association between minority and majority Marines 

would Improve relations between them. This means that their responses were 

typically in the following four categories: some do and some don't, 30.01 

to 75.OX do, a few do, and whites do but Blacks do not. 

SUMMARY 

Due to the results of the partial analysis reported in the preceding 

section, the major findings can be sumarized as follows: 

!• with respect to six of the activity items (on-the-job training, cross- 
skill training, educational tutoring, personal help to dependents, helping 

Marines in personal affairs, and hobby tutoring) White Marines indicated a 

greater amount of participation than minority Marines. In contrast, the 

minority respondents reported a higher degree of partipation in athletics 
training than the majority respondents. 

2. On the activities of on-the-job training, cross-skill training, 

vocational tutoring, educational tutoring, personal help to dependents, 

meeting new Marine arrivals, helping Marines in personal affairs, and 

conmunity service, officers reported a higher degree of participation than 
enlisted Marines. 

3. The most preferred activity for the White respondents was on-the- 

Job training, whereas the most preferred activity for the minority respondents 

was athletics training. In addition, on-the-job training and helping Marines 

in personal affairs were the most preferred activities for officers and 
enlisted Marines, respectively. 

s- is 122< 18 f 



4. Conversely, the least preferred activity for the White respondents 

was hobby tutoring. Similarly, the minority respondents reported that both 

hobby tutoring and community service were their least preferred activities. 

Additionally, both officers and enlisted Marines reported hobby tutoring as 

being their least preferred activity. 

5. The White and minority respondents indicated that on-the-job 

training was the most Important activity the Marine Corps should support. 

Enlisted Marines and officers mentioned on-the-job training and helping 

Marines In personal affairs, respectively, as being the most important 

activities the Marine Corps should support. 

6. With one exception, the respondents were generally in favor of 

the Marine Corps supporting all of the activities they were queried about. 

Officers, however, were generally of the opinion that the Marine Corps should 

not support social visits to homes of Marines from ethnic-racial groups 

different from their own. 

7. In general, it seems that minority Marines tend to spend more of 

their off-duty time with majority Marines as compared to the amount of time 

majority Marines spend with members of minority groups. 

8. It would appear that friendship is the major reason majority Marines 

spend off-duty time with minority Marines. In contrast, minority Marines 

tend to spend off-duty time with majority Marines because they are situated 

together, for example, In the barracks. 

9. Collectively, the respondents were highly favorable toward more 

association between minority and majority Marines in order to improve relations 

between them. Moreover, both the White and minority Interviewees generally 

were of the opinion that more association would improve relations as a result 

of learning more about each other. 

10. In addition, both the White and minority respondents tended to 

Indicate that social and recreational activities would contribute to improving 

relations between racial groups. 

11. Finally, In general terms, it would appear that both majority and 

minority Marines perceive other Marines as being in favor of more association 

between racial groups in order to Improve relations. 

19 
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APPENDIX A 

PROCEDURES TO BE FOLLOWED FOR THE SAMPLING PROCESS 

Sampling Procedures to be Followed for a Division or Aircraft Wing (Note: 

In a division the sub-units are: regiment, battalion, company, etc. In a 

wing the sub-units are: group, squadron, etc.) 

The first step is to ascertain the number of battalions that are 

resident with the wing or division, that is, the number of battalions that 

are located at the site where you are visiting. Assign numbers to these 

battalions. (For example, if there are 10 battalions, number them 01 through 

10.) Then using the table of random numbers as described in the attachment, 

select three battalions at random. 

The second step then is to obtain rosters for each of these battalions 

broken down by rank. Now you will only be concerned with enlisted Marines 

El through E9. Therefore, you need the rosters only for those personnel. 

The next step is to determine the number of individuals within each 

category, within each battalion. That is, for the first battalion yôu 

selected, determine how many Gunnery Sergeants there are, how many Corporals, 

and so on. Do the same for the second battalion and the third battalion. 

The next step is to assign numbers to each of those individuals. For 

example, let's say we have 20 Gunnery Sergeants in the first battalion. 

Assign the numbers 101 through 120 to those. Assume you have 15 Gunnery 

Sergeants in the second battalion. Assign the numbers 201 through 215 to 

those. Then let's assume you have 16 Gunnery Sergeants in the third battalion, 

assign the numbers 301 through 316 to those. Now let's assume that your 

sampling scheme calls for 3 Gunnery Sergeants. Use the random number table 

as pointed out on the attachment, and pick the first three numbers that 

match numbers within the sample that you have taken, i.e., the first number 

that is between 101 and 120. 201 and 215, or 301 and 316. This will then 

constitute your sample of Gunnery Sergeants. Do this for all the other 

ranks. 
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Now, since we want to assure certain minority representation, you may 

have to do the sampling separately for the white and the minority groups. 

The rosters should have a code for ethnic group representation. If this is 

the case, you will have to separate out all the minorities from the popula¬ 

tion and draw the sample twice, once for the whites and once for the minorities. 

(I would draw a sample first using all of the people and check that against 

the racial composition of the sample that you have been given. If it closely 

approximates that, I would not do the sampling over again.) 

For Other Locales 

The information that I have says that at Marine Corps Base, Camp Butler; 

Headquarters, FMF Pac; Marine Corps Supply Center, Albany; and Headquarters 

FMF tant, all individuals at the base will be attached to an H&S battalion 

(headquarters and service battalion) or headquarters company. (In any case, 

this unit will have to constitute the sample.) You will simply take the 

roster for that battalion and, when it is broken down by rank, assign 

numbers to all the Individuals. Go to the random number table and pick the 

sample individuals that you will need as detailed above. 

At Marine Corps Base, 29 Palms, you will have available both the base 

personnel, l.e., headquarters battalion or H&S battalion, plus the C&E 

schools. What I would do there Is to assign a prefix of 1 to the individuals 

from the headquarters battalion, prefix of 2 to the individuals from the C&E 
school, and sample as described with the division and the wing. 

At Marine Corps Base, Camp Pendleton, and Marine Corps Base, Camp 

Lejeune, you will have available several battalion-size units which are 

residents of the base, such as schools, rifle range detachment, base materials 

battalion, and an Infantry training regiment. At Camp Pendleton you will 

•Iso have a security battalion. Again, number these units from 1 to however 

"»any there are and select at random three of them. Then obtain the rosters 

from those three and proceed as described for the division and the wing. 

At the Marine Corps Recruit Depot, Parris Island, there will be three 

recruit training battalions, a headquarters battalion, a weapons training 

battalion, and a WM battalion. Again, these will be numbered from 1 through 

6. Three will be selected at random from among these, and the sample will 
be drawn as described in the division and wing procedures 

A-2 
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Other Sample 

The next major sampling task Is to determine the human relations officers 
and Instructors and the UDL's to be Interviewed by AIR personnel. The easiest 
process to follow Is simply to ask for a roster of these people. Then use 
the same sampling techniques suggested for the division or wing, by the time 
we got down to the Individuals. Draw your sample, that Is, assign your 
numbers to all the human relations Instructors and officers resident at 
the locale you are visiting. Then go to the random number table as instructed. 
Select the Individuals until you have filled your quota. 

For the unit discussion leaders try to obtain a roster of UDL's that 
are assigned to the Instructors and officers you ended up with after your 
sampling process. Then proceed as above. Obtain from the human relations 
officers and/or instructors a list of all officers and SNCO's in leadership 
billets from the unit to which they (HRI's) belong. (In most places this 
will be a battalion-size unit for each of them.) By chance, we should have 
gotten more than one battalion represented by the human relations instructors 
and consequently will get officers and staff NCO's from more than one battalion. 
Assign numbers to these individuals, disregarding rank, and draw your sample 
as suggested above. 

For the officers and SNCO's In special staff billets obtain a roster of 
Individuals in the following specific offices: 

1. Adjutant 
2. Chaplain 

3. Headquarters Cormandant (Usually HQCo,CO) 
4. Information Services Officer 
5. Inspector (IG) 
6. Law Specialist 
7. Legal Officer 
8. Motor Transport Officer 
9. Provost Marshal 

10. Special Services Officer 
11. Supply Officer 
12. Surgeon (or Medical Officer) 
13. Dental Officer 
14. Fiscal Officer 
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15. 

16. 

Managanent Engineer 

Education Officer 

Create a roster from this Information and proceed with the sampling as before. 

(Note: Go to •» organliatlon.l level where a representative of most of these 
billets will be found.) 

Selecting a Sample Using a Table of Random Numbers 

To select a random sample of N Individuals from a population of M 

Items, the following procedure may be applied. (Note: M must be greater 
than N) 

1. Assign numbers to each of the Individuals In the population from 

1 to H. Thus, If M * 10, the items would be numbered from 01 to 10 and, 

therefore, each designated Item is associated with a two-digit number. 

2. Take a pencil and, with closed eyes, position it on the page of 

random numbers. Take the 5 digit entry closest to the pencil. 

3. Thus, If M * 10, the third and fourth numbers of each of the five 
digit entries are used. 

4. If the number formed Is less than, or equal to M, the correspond¬ 

ingly designated Item in the population is chosen for the random sample. 

If a number formed is greater than M. it is passed over and the next 

niaber is considered on the same basis. Just move down the column until 

you hit a number between 01 and 10. If that column contains none, start 

at the bottom of the adjacent column and move upward, still using the same 

two positions for determining the number. 
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Table IA. Chi-Square Results 
for Participation In Activities by Race 

Activity 

On-the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines In personal 

affairs 
Social visits to homes of 

Marines from ethnic-racial 
groups different from your 

White vs. Minority 

Significance O.F, 

Hobby tutoring 
Community service 

4.905 
5.135 
5.089 

.383 
6.169 
7.652 
1.241 

4.636 

1.090 
.216 

1.765 

P • .05 
P .05 
P .05 
N.S. 

P .0? 
P .01 
N.S. 

P .05 

N.S. 
N.S. 
N.S. 
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I 
1 
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Tibie 2A. Chi-Square Results 
for Participation in Activities by Rank 

Activity 

On-the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines in personal 

affairs 
Social visits to homes of 

Marines from ethnic- 
racial groups different 
from your own 

Hobby tutoring 
Community service 

Enlisted vs. Officers 

10.43? 
11.547 
3.P?) 

19.304 
30.SCI 
45.727 

7.405 

14.0026 

3.G01 
1.055 

14.459 

P .01 
P .001 
N.S. 

P 
P 
P 
P 

.001 

.001 

.001 

.m 

.001 

N.S. 
N.S. 

p .001 

C-4 
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Tibie 3. Percentage Distribution 
of Host Preferred Activity by Race 

Activity 
Race 

White Minority 

On*the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines In personal affairs 
Social visits to homes of Marines 

from ethnic-racial groups 
different from your own 

Hobby tutoring 
Comnunity service 
Other activities not listed above 
All activities 
Milling to do but not ranked 
No Answer 

16.9 13.7 
4.1 3.8 

15.4 18.3 
3.2 5.3 

10.2 10.6 
5.2 5.3 
4.9 5.3 

16.0 16.0 

2.6 3.8 
5.2 3.0 
9.6 g.l 

.6 .7 
1.2 0.0 
2.9 3.0 
2.0 1.5 

Total % 

Base N 
100.0 
344 

99.4 
131 



Table 4. Percentage Distribution 
of Activity Most Preferred by Rank 

On-the-job training 
Cross-skill training 
Athletics training 
Vocational training 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines in personal 

affairs 
Social visits to homes of 

Marines from ethnic-racial 
groups different from 
your own 

Hobby tutoring 
Conmunity service 
Other activities not listed 

above 
All activities 
Willing but not ranked 
No Answer 

Total * 
Base N 

Punk 

Enlisted 

17.8 
4.2 

17.3 
4.2 
8.3 
5.5 
5.0 

13.8 

2.7 
5.0 

10.0 

.7 

.5 
2.5 
1.7 

90.2 
397 

Officers 

8.5 
2.4 

12.1 
2.4 

19. 
3. 
4. 

24.3 

3.6 
2.4 
6.0 

0.0 
2.4 
4.8 
2.4 

99.2 
82 

C-6 
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Table 5. Percentage Distribution 
of Activity Least Preferred by Race 

Activity 

Race 

White Minority 

On-the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines In personal 

affairs 
Social visits to homes of Marines 

from ethnic-racial groups 
different from your own 

Hobby tutoring 
Community service 
None 
Unwilling to do but not ranked 
No answer 

3.5 5.3 
3.2 6.8 
7.8 5.3 
7.8 4.5 

10.5 3.0 
4.4 3.0 
2.9 3.0 

3.5 7.6 

9.9 12.9 
18.6 15.2 
9.9 15.2 
9.6 9.1 
2.0 2.2 
5.5 6.1 

ToUl * 99.1 
Base N 344 

99.2 
131 



Tibie 6. Percentage Distribution 
of Activities Least Preferred by Rank 

Activity 
Rank 

Enlisted Officers 

On-the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines in personal affairs 
Social visits to homes of Marines 

from ethnic-social groups 
different from your own 

Hobby tutoring 
Conriunlty service 
Other activities not listed 

above 
None 
Unwilling but not ranked 
No answer 

3.7 4.8 
4.2 3.6 
6.5 9.7 
6.5 8.5 

10.3 0.0 
3.7 4.8 
3.5 0.0 
5.2 1.2 

11.0 9.7 
15.3 28.0 
11.3 10.9 

.5 1.2 
10.0 8.5 
1.9 2.4 
5.5 6.0 

Total ï 
Base N 

99.1 
397 

99.3 
82 



Table 7. Percentage Distribution 
of 1st Host Important Activity Harlne Corps Should Support by Race 

Act4v1ty 
Race 

Hhlte Hinority 

fo-the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Heating new Harlne arrivals 
Helping Harlnes In personal 

affairs 
Social visits to homes of 

Harlnes from ethnic-racial 
groups different from your 
own 

Hobby tutoring 
CoMunlty service 
Other activities not listed 

above 
All activities 
Should support but not ranked 
No Answer 

23.0 22.1 
3.5 7.6 
5.8 5.3 
3.8 1.5 

15.1 21.3 
3.2 3.8 
9.6 9.1 

22.1 16.0 

3.8 3.0 
1.2 0.0 
4.1 3.8 

.9 0.0 

.3 0.0 
2.0 4.5 
1.8 1.5 

Total t 99.2 99.5 
Base N 344 131 



Table 8. Percentage Distribution of 1st 
Most Important Activity Narine Corps Should Support by Rank 

• V 

Rank 

Activity Enlisted Officers 

On-the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Neeting new Marine arrivals 
Helping Marines in personal 

affairs 
Social visits to homes of Marines 

from ethnic-racial groups 
different from your own 

Hobby tutoring 
Community service 
Other activities not listed above 
All activities 
Should support but not ranked 
No Answer 

23.4 19.5 
4.7 3.6 
6.5 2.4 
3.2 2.4 

16.1 20.7 
3.2 3.6 
9.5 8.5 

18.6 

4.0 
1.0 
4.5 

.5 

.2 
2.7 
1.2 

29.2 

1.2 
0.0 
1.2 
1.2 
0.0 
2.4 
3.6 

Total f 99.3 99.5 
Base N 397 82 
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Tibie 9. Percentage Distribution of 2nd Most 
I^Mirtant Activity Marine Corps Should Support by Race 

Race 

Activity White Minority 

On*the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines in personal 

affairs 
Social visits to homes of 

Marines from ethnic-racial 
groups different from your 
own 

Hobby tutoring 
Community service 
Other activities not listed above 
All activities 
Should support but not ranked 
No Answer 

12.5 
10.8 
4.9 
5.8 

16.3 
9.0 
8.1 

17.7 

3.5 
2.6 
3.2 

.6 

.3 
2.3 
2.3 

14.5 
5.3 
4.5 
6.1 

22.1 
4.5 
6.1 

21.3 

2.2 
0.0 
5.3 

.7 
0.0 
4.5 
2.2 

Total X 99.9 99.3 
Base N 344 131 

1 ' r'/< C-ll 
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Table 10. Percentage Distribution of 2nd Most 
Important Activity Marine Corps Should Support by Rank 

J 

i i 

Activity 

Rank 

Enlisted Officers 

On-the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines in personal 

affairs 
Social visits to homes of Marines 

from ethnic-racial groups 
different from your own 

Hobby tutoring 
Community service 
Other activities not listed above 
All activities 
Should support but not ranked 
No Answer 

13.6 9.7 
9.3 10.9 
4.7 4.8 
5.5 8.5 

18.1 15.8 
6.8 12.1 
7.3 8.5 

18.1 20.7 

3.5 1.2 
2.2 0.0 
4.2 1.2 

.7 0.0 

.2 0.0 
3.0 2.4 
2.2 3.6 

Total « 99.4 99.4 
Base N 397 82 

-«I 

C-12 
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Table 11. Percentage Distribution of 3rd Most 
Important Activity Marine Corps Should Support by Race 

Activity 

Race 

White Minority 

On-the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines in personal 

affairs 
Social visits to homes of 

Marines from ethnic-racial 
groups different from your 
own 

Hobby tutoring 
Community service 
Other activities not listed above 
All activities 
Should support but not ranked 
No Answer 

8.7 9.1 
7.3 5.3 

10.2 14.5 
5.5 5.3 

15.4 15.2 
10.2 5.3 
5.8 7.6 

13.1 16.0 

2.6 3.0 
4.4 .7 
9.9 9.1 

.6 0.0 

.3 0.0 
3.5 4.5 
2.6 3.8 

Total % 100.1 99.4 
Base N 344 131 

C-13 * 

JL.‘- 

S-J7 



Table 12. Percentage Distribution of 3rd Most 
Important Activity Marine Corps Should Support by Rank 

Activity 

Rank 

Enlisted Officers 

On-the*job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines In personal 

affairs 
Social visits to hornet of Marines 

from ethnic-racial groups 
different from your own 

Hobby tutoring 
Community service 
Other activities not listed above 
Should support but not ranked 
No Answer 

8.8 8.5 
6.5 8.5 

12.8 3.6 
5.2 7.3 

13.6 23.1 
8.0 12.1 
6.2 7.3 

14.8 8.5 

3.2 0.0 
3.2 3.6 
9.8 8.5 

.5 0.0 
3.5 4.8 
3.0 3.6 

Total t 99.1 99.4 
Base N‘ 397 82 

«I 
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1 
I 
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I 
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Table 13. Percentage Distribution of 1st Most 
Important Activity Marine Corps Should Not Support by Race 

Activity 

Race 

l#>1te Minority 

On-the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines In personal 

affairs 
Social visits to hemes of 

Marines from ethnic-racial 
groups different from your 
own 

Hobby tutoring 
Community service 
Other activities not listed 

above 
None 
Should not support but not 

ranked 
No Answer 

3.8 1.5 
3.5 2.2 
4.1 1.5 
4.7 1.5 

.6 0.0 
2.9 3.0 

.3 .7 

.6 0.0 

15.4 18.3 
14.0 15.2 
8.4 3.0 

.3 1.5 
27.6 35.8 

.6 .7 
13.4 14.5 

Total % 100.2 99.4 
Base N 344 131 

C-15 
S - 39 



U. Percentage Distribution of 1st Most 
Important Activity Marine Corps Should Not Support by Race 

Rank 

Activity 

On-the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines in personal 

affairs 
Social visits to homes of 

Marines from ethnic-racial 
groups different from your 
own 

Hobby tutoring 
Comnunity service 
Other activities not listed 

above 
None 
Should not support but not 

ranked 
No Answer 

Total f gg.i 99.4 

Base N 397 82 

0 

144< 
C-16 



Tibie 15. Percentage Distribution of 2nd Most 
Important Activity Marine Corps Should Hot Support by Race 

Race 

Activity 

On-the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines In personal 

affairs 
Social visit to homes of 

Marines from ethnic-racial 
groups different from your 
own 

Hobby tutoring 
Community service 
Other activities not listed 

above 
None 
Should not support but not 

ranked 
No Answer 

Total l 
Base N 

100.0 
344 

99.4 
131 

C-17 
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Table 16. Percentage Distribution of 2nd Most 
ImporUnt Activity Marine Corps Should Not Support by Rank 

Activity 

Rank 

Enlisted Officers 

On-the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines in personal 

affairs 
Social visits to homes of Marines 

from ethnic-racial groups 
different from your own 

Hobby tutoring 
Community service 
Other activities not listed 

above 
None 
Should not support but not 

ranked 
No Answer 

1.0 0.0 
3.5 2.4 
2.0 3.6 
2.2 6.0 

.5 1.2 
2.7 3.6 
2.0 1.2 

• 7 0.0 

6.5 12.1 
8.0 19.5 
3.0 6.0 

.7 0.0 
33.5 17.0 

.5 1.2 
32.7 25.6 

Total X 99.5 99.4 
Base N 397 82 

C-18 



Table 17. Percentage Distribution of 3rd Host 
Important Activity Marine Corps Should Not Support By Race 

Race 

Activity White Hinority 

On-the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines in personal 

affairs 
Social visits to homes of 

Marines from ethnic-racial 
groups different from your 
own 

Hobby tutoring 
Community service 
Other activities not listed 

above 
None 
Should not support but not 

ranked 
No Answer 

.6 
3.2 
2.0 
4.4 
1.5 
2.9 

.6 

0.0 
0.0 
2.2 
3.0 
0.0 
3.8 
0.0 

.9 0.0 

3.2 3.8 
4.1 5.3 
6.1 1.5 

.6 0.0 
27.9 36.6 

.6 0.0 
41.6 43.5 

Total X 100.2 99.7 
Base N 344 131 

’ C-19 

■'-J 

4 3 

. i. 



Tibie 18. Percentage Distribution of 3rd Most 
Important Activity Marine Corps Should Not Support by Rank 

Rank 

Activity Enlisted Officers 

On-the-job training 
Cross-skill training 
Athletics training 
Vocational tutoring 
Educational tutoring 
Personal help to dependents 
Meeting new Marine arrivals 
Helping Marines in personal 

affairs 
Social visits to homes of 

Marines from ethnic-racial 
groups different from your 
own 

Hobby tutoring 
Community service 
Other activities not listed 

above 
None 
Should not support but not 

ranked 
No Answer 

.5 
1.2 
1.7 
4.0 
1.2 
3.2 

.5 

3.2 
3.7 
3.7 

.2 
33.5 

.2 
42.5 

0.0 
7.3 
3.6 
3.6 
0.0 
2.4 
0.0 

1.2 

3.6 
7.3 
9.7 

1.2 
17.0 

1.2 
53.6 

Total l 99.3 99.5 
Base N 397 82 

C-20 
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Table 19. Percentage Distribution: 
Of Your Total Off-Duty Time, What Percent of 

This Time Do You Spend With Other Marines? (By Race) 

Percentage of Off-Duty Time 
Spent with Other Marines 

Race 

(A) (B) 
White Minority 

0 • 10X 

11 - 40X 

41 - 90S 

91 - 100X 

No Answer 

15.9 10.4 

19.0 17.6 

30.0 33.6 

28.9 29.8 

5.5 8.0 

Total X 99.3 99.4 
Base N 287 124 

Cols. A, B X2 « 3.021; d.f. « 3; N.S. 

S-45 



Table 20A. Percentage Distribution: What Percent Of 
The Total Time You Spend With Other Marines, Do You Spend With Majority Marines? 

--- 1 
Percentage of Minority ï 
Off-Duty Time Marines I 

0 - 10% 19.3 

11 - 40% 25.8 

41 - 90% 28.2 

91 - 100% 9.6 

No Answer 16.9 

Total % 99.8 
Base N 124 

Table 208. Percentage Distribution: What Percent Of 
The Total Time You Spend With Other Marines, Do You Spend With Members of Minority Group 

Percentage of 
Off-Duty Time 

ÍB1 
White 

Marines 

0 - 10% 37.2 

11 - 40% 21.9 

41 - 90% 22.2 

91 - 100% 3.4 

No Answer 14.9 

Total % 99.6 
Base N 287 

Cols. A. B X2 = 16.872; d.f. * 

î 
! 

* 

3; p<.001 

C-22 



w , Table 21. Percentage Distribution: Why Do 
You (or do you not) Spend Off-Duty Time With Members of Minority Groups? 

Why Spend Time 
With Minority Majority 

Marines Marines 

Friendship 25.7 

Situated together 17.0 

To achieve better 
understanding 1.0 

Lack of opportunity/ 
time 14.2 

Associate with own 
kind 4.8 

Dissimilar Interests 4.1 

Similar interests 4.5 

No Answer 28.2 

Total X 99.5 
Base N 287 

aiaiaiiiiaaiaiiMMÉiiMiaaiiii 



Table 22: Percentaje Distribution: Why Do You 
(or do you not) Spend Off-Duty Time With Majorit./ Mannes: 

Why Spend Time 
With Majority 

Marines 

Friendship 

Situated together 
i 

j Dissimilar interests 

To achieve better 
understanding 

Desirable associates 

Lack of opportunity/ 
time 

Similar interests 

j Associate with own 
kind 

No Answer 

Minority 
Marines 

16.1 

19.3 

8.8 

I 
! 

i 

I 

1.6 

5.6 

5.6 

4.8 

32.2 

Total i 
Base N 

99.6 
124 
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Tibie 23. Percentage Distribution: Do You 
Think More Association Between Majority and 

Minority Marines Will Improve Relations Between Them? (By Rank) 

More Association 
Improve Relations 

Yes 

No 

Uncertain 

Don't Know 

No Answer 

Rank 

(A) (B) 
Enlisted Officers 

77.5 

11.5 

3.7 

1.2 

5.7 

85.3 

2.4 

3.6 

1.2 

7.3 

Total X 99.6 99.8 
Base N 397 82 

Cols. A, B X2 6.250; d.f. 3; p < .05 

C-25 
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Table ?4. Percentage Distribution: Do You Think 
More Association between Majority and Minority Marines 

Will Improve Relations Between Them? (By Race) 

Race 

More Association (A) (B) 
Improve Relations White Minority 

Yes 79.1 79.3 

No 9.3 10.6 

Uncertain 

Don't know 

Nr Answer 

3.? 6.1 

1.7 0.C 

6.7 3.8 

Total ï 100.0 99.8 
Base N 344 131 

Cols. A, B a2 = 4.339; O.f. = 3; N.S. 

C-26 
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Table 26. Percentage Distribution: Do You Think 
More Association Between Majority and 

Minority Marines Will Improve Relations Between Them? (By Education) 

More Association 
Improve Relations 

Yes 

No 

line er ta i r, 

Don't Know 

No Answer 

(A) 
Less Than 
12 Years 

74.7 

7.2 

7.2 

3.6 

7.2 

(t) (C) (D) 
H.S. Some College 

Graduate College Graduate 

79.6 

13.8 

2.5 

.8 

3.3 

75.0 

7.9 

3.9 

1.3 

11.8 

88.6 

4.3 

4.3 

0.0 

2.9 

Total % 99.9 
Base N 83 

100.0 99.9 100.1 
240 76 70 

Cols. , 15.519, = ♦. N.S. 

15G< 
C-28 



Tibie 27. Percentage Distribution: Do You Think 
More Association Between Majority and 

Minority Marines Will Improve Relations Between Them? (By Hometown) 

More Association (A) North (C) (D) 
Improve Relations Northeast Central South West 

Yes 79.3 

No 13.7 

Uncertain 3.4 

Don't Know 2.2 

No Answer 1.1 

76.6 81.7 80.6 

10.6 9.1 8.6 

3.3 4.8 3.2 

.8 1.2 1.0 

8.3 3.0 7.5 

Total * 99.7 99.8 99.8 100.9 
Base N 87 120 164 93 

Cols. A, B, C, D X2 * 2.927; d.f. « 9; N.S. 

C-29 
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Table 28. Percentage Distribution: Why Will More 
Association Between Majority and Minority 

Marines Improve Relations Between Them? (By Race) 

Race 

Why More Association White Minority 

Achieve friendly relationships 5.5 8.3 

Reduce racial conflict 2.6 6.1 

Would not help 8.7 10.6 

Under receptive conditions 11.6 6.1 

Improve relations 4.4 2.2 

Learn about each other 43.9 48.0 

Eliminate stereotypes 2.6 5.3 

No Answer 20 6 12.9 

Total i 99.9 99.9 
Base N 344 131 

15S< ' c-30 



Table 29. Percentage Distribution: What Kinds of 
Association Will Improve Relations 

Between Minority and Majority Marines? (By Race) 

Race 

Kind of Association White Minority 

Social activities 19.2 

Recreational activities 9.6 

Both social/recreational 11.6 

Any activity 11.o 

Work together 1.7 

Both work/social 3.2 

Both work/sports .9 

Educational activities 3.2 

Educational and social 
and/or recreational 4.1 

No Answer 35.5 

16.7 

7.6 

16.0 

9.1 

1.5 

.7 

.7 

6.1 

4.5 

35.8 

Total % 
Base N 

100.0 
344 

98.7 
131 



Table 30. Percentage Distribution: Do You Thunk 
Other Marines Feel More Association Between 
Minority and Majority Marines During Their 

Off-Duty Time Will Improve Relations? (By Race) 

Race 

Other Marines White Minority 

Yes, unqualified 58.1 53.4 

Yes, Qualified: 

Some do/some don't 2.6 8.3 
30 - 7ÍI do 3.8 3.0 
Few .6 0.0 
Whites: Yes; Blacks: No 1.2 3.0 

No 16.9 16.7 

Uncertain 1.5 .7 

Don't Know 6.1 9.1 

No Answer 9.3 5.3 

Total * 100.1 99.5 
Base N 344 131 

1G0< 
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HITA’« ï riATIO’iS lASTRUCTOR TRAINING CUüRSE 

SYLLABUS 

Purpose 

To train 'nr in Relations Instructors to itnplerrcnt, conduct and 
monitor Hu. .01 Re! ¡tuns Pronrams throughout the United States 
Karine fra ; : . 

Scope 

This course of instruction is designed to train students in the 
organization and maintenance of Human Relations Programs at all 
levels in the "anne Corps. The training prepares the students 
to orient cc.-nr.anders, train and advise discussion leaders, initi 
and monitor action programs, maintain records and monitor the 
overall hur m relations program effort of the command. 

Objective 

To prepar trained "mine Corps personnel to participate in a 
program des i y u-d to improve or ameliorate conditions that cause 
protle- s y.'. * nir. t* e Corps, between Karines and the civilian 
popula«, a1):! "armes and foreign nationals overseas. 

162< 



Foreword 

The program employs a new approach which revitalizes belief in 
fundamental human equality as the ideal governing interpersonal attitudes 
and behavior. It also provides the participants with the means to 
analyze cross-cultural and racial problems realistically and to make 
cross-cultural or racial information relevant to their everyday behavior. 

The training program has two major components: Education and 
Action. The educational component employs a variety of methods to deal 
with many kinds of attitudinal and motivational deficiencies, obstacles, 
and problems that stand in the way of positive interactions, thus allowing 
the participant to re-order his personal hierarchy of values in a v/ay more 
consistent with reality and less subject to prejudice, misconception, 
and inaccurate "popular" knowledge. Once this is done, the men are 
presented with specific information which gives them the confidence to 
act effectively. As the course develops, they are given both opportunity 
and encouragement to participate in more and more extensive cross- 
cultural endeavors. 

1. Organization of Instruction 

a. Courses 

Subcourse I (01) - General Subjects 

Subcoursc 2 (C?) * Orientation and Education 

Subcourse 3 (03) - Action Program 

Subcourse 4 (04) - Research Techniques 

Subcourse 5 (05) - Discussion Leading Techniques 

b. Teaching Methods 

(1) Application (A) Instruction involving active student 
participation where student applies or practices what 
has been taught. 

(2) Case Study (CS) The study of a specific situation in 
order to develop analytical and decision making abilities. 
It may also include study of the solution actually taken 
and results obtained. 

(3) Conference (C) A directed group discussion in which the 
members actively participate, conversing on given problem 
or topic under the leadership of a trained discussion 
leader. The term includes the seminar which generally 
involves knowledgeable students conducting research and 
panel discussion. 

2 
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(4) Critique (CR) A period of time in the instructional 
process devoted to the review and critical examination 
of applicatory instruction. 

(5) Demons trat ion (D) The showing and explaining of skill 
methods, techniques, films, equipment and devices. 

(6) [xannnation (X) One method of evaluation of the students 
mastery of the material taught. An examination may be 
used to reinforce previous instruction, to motivate 
students, to assess student capabilities, to evaluate the 
effectiveness of the instruction, or to help determine 
course grades. 

(7) Field Trip (FT) A visit to a military installation 
civilian establishment or government institution for an 
educational purpose. 

X 

i 
(8) Guest Lecture (GL) A lecture by a civilian or military 

lecturer who is not regularly assigned to the school. 

(9) Illustrative Problem (LP) A lecture-demonstration based 
on a problem, example, or practical situation contrived 
to illustrate certain principles, during which the 
student is shown a step-by-step procedure used in arriving 
at a sound solution. 

(10) Lecture (L) The formal communication of subject material 
orally to the student, often including thought-provoking 
or drill questions by instructor. 

(11) 1 ‘_3r1 j j Pr-quiremont (MR) Oral or written student work 
exclusive nr examinations) which is evaluated and graded 

by the faculty. 

(12) Presentation (P) Oral presentation by students to 
demonstrate knowledge, understanding or competence in a 
subject area. 

(13) Res^ ireb (RF) Guided or unguided research by students 
either individually or in groups, on a general or 
specific topic within a specified source field. 

f • Lrf erj-pce_ Designators 

01 20 IDA 

Denotes lecture, demonstration and 
- application 

Numerical designator 

Subcourse Number 

1 

I 
1 
I 
1 

1 

i 

1 

I 
1 

I 
I 
I 

104 < 
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2. AI location of Hours 

a. Total hours scheduled for HRC 1-71 

1. Instructional Hours 342 
2. Administrative Hours 58 
3. Director's Time 27.5 
4. Physical Conditioning Time 
5. Holiday Hours 22.5 
6. Holiday Schedule for HRC 1-71 

(a) Columbus Day 
(b) Veterans Day 
(c) Thanksgiving 

11 October 1971 
25 October 1971 
25 November 1971 

4 



SUBCOUPSE 1 

General Subjects Hours

Purpose

To incorporate adriinistrative and supportive time in the Human Relations 
Instructor training schedule.

Lessons

0101 - In Processing (A)

0102 - Welcome Address (L)

0103 - Attitude Survey and Test (MR)

OlOA - Training flutline and Introduction of Team

OiOL - ••.ir„inistrative Time

Olht - li tcr/iv'.. .e.ri Screen Participants

OKi/ ‘ul.ie. t Tests (MR)

OUi" ‘‘liitai v i )rrespor,der,f,e and Pepcting (llJA) 

Olf)-' '-.rcidu.it ior.

r

.5

_U.

_ ,5

_7d5

12

.6

)



SUßCOURSE 2 

Orientation and Education 248.5 Hours 

Purpose 

» ws s« sí-“,« 

to horan relanòô" d,scuss,0,,s äbout human values and their application 

Scope 

ma 1 o-fera 1 e rr 1 atl'onsfHItfie mt!ïtarv^n• s1“'î“”' P!‘0t’,cms' racia' issues. 

lessons 

0201 - Summary Orientation 

020? - fiasic Values (L) 

0203 - Our Values and the Modern Fighting 
Man in Thought and Action (L) 

020‘1 - Our Sameness and Differences (L) 

0205 - The Political-Economic System (L) 

0200 - Male-Female Relations and the Human 
life Value (L) 

0207 - Cross-Cultural Adjustment Techniques (L) 

0208 - Learning and Presentation of Orientation 

0209 - Analysis of the Orientation (L) 

0210 - Analysis of Discussion Materials (C) 

0211 - Students Lead Discussions (C/A/MR) 

1.5 

10 

5 

3.5 

5.5 

3 

4 

55 

1 

36 

138.5 

y 
Jt 6 



§■ M

0?12 - Jal f (ill, T H •• Hur'.jii Rel.it ions
liKti i t r (L/i )

0213 - fff • , ! ,1^ .r i. Itli Utlif-f Hii. .Ill
RcKitV!.-. ttforli a;c]
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StIBCOURSE 3 

Action Program 47 Hours 

Purpose- 

1. To teach the student the necessity for personal involvement in 
human relations activities. 

2. To prepare the student to develop, implement, evaluate, and monitor 
individual and group action programs. 

Scope 

This suhenurse encompasses methods for initiating simple action tasks 
such as speaking to people to the investigation, testing, evaluation 
and organisation of more complex individual and unit action programs. 

lessons 

0301 - first Degree Action Program (C/A/MR) 

0302 - Second Degree Action Program (C/A/fIR) 

0303 *■ ;i,ird Dígrco Action Program (C/A/Í1R) 

0304 - Investigating Action Possibilities, Testing, 
Evaluating, and Organizing Individual and 
Unit Action Programs (C/FT/A) 

1 

1 

1 

44 



P mumpiri 

SUBCOURSE 4 

Research Techniques and Related Subjects 70 Hours 

Purpose 

To give students a working knowledge of the scientific method employed 
in developing and implementing a Human Relations Program. 

Scope 

This subcourse familiarizes students with techniques for conducting library 
research, metnods for collection of data and for utilizing interview and 
survey data pertinent to the Human Relations Program. 

lessons 

0401 - How to Conduct Research (L/C) _1_ 

040? - Discussion of Reading Assignments (C) 11 

0403 - Practical Problems in Collecting Data 
(Written Surveys) (L/C)  P 

0404 - Research Projects (C/PE/MR) 15 

0405 - Case Studies (Practical Problems) (C/MR) JJ5 

0406 - Importanc e of Exper icient.m., c. th Smal l 
Groups (C) 1 

0407 - Interview Techniques (l/C/A [)/MR) ?4 

0408 - Procedures for Revisit » tducatioral 
Materials (C) 1 

T-1C 
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SIIBCOIIRSE 5 

Discussion Leading Techniques ?6.5 Hours 

Purpose 

To teach the student conference leading techniques with emphasis on the 
guided discussion. 

Scope 

This suheourse is designed to provide in-depth training in planning and 
conducting discussions, analyzing discussion raterials, revising 
discussion materials, and selecting discussion leaders. It includes a 
three (3) hour block on effective listening. 

Lessons 

0S01 - Effective Listening 3 

0502 - The Guided Discussion (L/D/A/C) 17 

0503 - Introduction of Discussion Group Members 
(C) 6 

05OA - Selection of Discussion Leaders (C) ,5 

0505 - Open Review (C) 

9 

< •* * 
.¼. < ¡L 
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APPENDIX A 

Recapitulation by Hours 

Subcourse Title Hours 

1. General Subjects (Includes Administrative Time) 58 

2. Orientation and Education 248.5 

3. Action Program 47 

4. Research Techniques 70 

5. Discussion Leading Techniques 26.5 

Total 450 

Additional Time Allocations for HRC 1-71 

Holiday Hours 22.5 

Total 22.5 

T-12 
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HUMAN REIATTWS TKSWCTTRS' SCHOOL 
Karim Corra Roerult Depot 

San Diego, California 921fc0 

miso 1500a 
HLS/lfb 
U Jmeary 1S7> 

HUMAN REL/TICNS IHSIRUCTORS» SCHOOL ORDER IgOOq 

Front Director 
Tot Diatrlbatl«i Liât 

SubJ: OraSsatlaa Sage Irenen ta for the Hunan Relatione Inatruetora' Soheel 

Inel: (1) Oradlo? Raquirenenta for Marine Carpe Hunan Relatione 
Inatruetore1 School 

(2) Orientation Evaluation 
(3) Diseuselon Leading Evaluation Sheet 
(k) Preeentatlon Formt (For Book Reporta) and Evaluation 
(5) Format for Reaearch Project and Evaluation 
(6) Caae study Evaluation Sheet and Evaluation Formt 
(7) Interview Schedule 
(ft) Formt: Reaearch on Action Project# 
(9) The Teaching Methodology of Hunan Relatione Inatructore* School 

1. ■hirposa» To promulgate information concerning the graduation requiremnte 
for Hunan Relatione Inatruetora* School aa aet forth in ancloeare (1) threap 
(9). 

2. ûradufttifln Req-úl reverta» A a tu dent la eligible for graduation if ha baa 
aecompllar.ed the rollowingT 

a. Taker, the attltudiaal eurvey end test. 

b. reen in attendance at the Human Relations Inatructore* School et 
V"RTjf San Diego, California for the specified period of tine required. 

c. Completed all the requirement« prescribed for e certificate in 
tne area of Human Rolationa Instructor. 

d. Earned at least a 7QE composite average lx. the Human Relations 
Academic package. 

e. Satisfied the faculty that he/ahe la a suitable representative 
of tr.r. Human kelationa Instructors' School. 

f. Presor.tea Orientation and lea puided disrussion is a manner 
arcentaole to the faculty of the Human Relations Instructors' School. 

H . L. * APPENDIX U 
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-RADin iBQUIRS^'TS FOR KAR7VI CORPS 
" WV.M 'Rmn/fyirsTwytTPHS mm 

I. The total ¡Tale for the Marine Corpa Hunan Relations Instructora' 
Course will be or a one hundred (100) point basis and will inalada the 
following areas: 

Written Examination 20K 
Orientation 201 
Olacuaslon Leading 2d 
IndlviAial Action Prograa 2« 
General Subjects 2C| 

Hated alone aide each area Is the total percentage for the overall grade. 

II. Explanation of areas: 

A* Wr^>Tj<!n : xar.lnatlcr. - There will be a total of five (5) written 
exasdr.atlans thraurnaut tne course. These exsnlnations will consist of 
True-False, ftjtipie Choice, Conpletlon and assay type questions. The 
total value of each examination will be e 100 point perfoet score. A 
passing score for each examination will be e of 70 points. These 
exaalnatlon scores will constitute 2CK of the cenpoelte a varase. 

?• jrifrt ■•.t-. -r. - This Is one of the most Important areas within the 
Human ReTãtTõrTTrõpram. it gives an overview of and an Introduction to 
the total program. It will be memorised and constitutes 201 of the overall 
¿rrade. A total of üO hours is allotted for learning the orientation over s 
nine week neriod. This is based on 3.3 hour* per week. Kaeh instxuctor 
will evaluate students) at designated placet and tinea regarding the 
presentation of orientation. The evaluation or critique sheet will total 
10G points for a perfect score. See enclosure (2) for evaluation sheet. 

!• roct.iur?s for Teachtnr. learning and Presenting the Orientation 

a. ; member of the H^VC Hunan Relations Team will present the 
inititl orle tat:on. 

o. !.. cao;, respective group, the Instructor will present the 
orientation <. tide for students to follow. The orientation will be 
repeated as necessary by the Instructor of each class to danonstrate 
proper techniques for presentation. Teaching of the orientation will bo 
standardized among all Instructors. 

e. ¿ftcn stuce.-.t will read the orientation during his first 
orientation '»riod. Students will pair off for this activity in class. 
Sacn t.ne the orientation la given, it will bo completed. That portion 
not memorized will be read aloud to class. This will provide continuity 
m v.e learning process. 

174 < 
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d. ¿>tud«rta mH thwn proceed to loarn the orientation up to 
a specified page for clase presentation. These aaalpMWta will be homwork. 
desianad for in denen dent studjr. —— 

e. Each student will be assisted as required la senaorising the 
orientation. On each designated day within each weak the stadant will 
know the indicated pages of the orientation fron nanory: 

WEEK PAPES 70 m HEMORIZZD 

1 
2 
3 
U 
5 
t. w 

7 
f 
9 

10 

3 pages 
8 pages 

11 pages 
Hi pages 
18 pages 
21 pages 
21i par-»es 
Last three (3* weeks, present 
orientation for final gradins. 
Esch student is allowed two (2) 
opportunities (if needed) for 
presentation. 

w• niscusalor. reading • ~sch student will receive approxliBstely $2 hours 
in discussion * -adinr techr.i^ues and practical application. The student will 
lead discussions within the areas of Philosophy, Issues, Oulture Shock and tho 
Rola of the Fichtir.g .Van. Each student will be evaluated at designated tines 
and places wltnin a discussion leading situation. Tha evaluation sheet found 
in enclosure (2) will be need as a guide for evaluating the student. Tha 
hipnest ooasihle score for discussion leading (100 pointa) will constitute 
20K of the corposite average. 

> • Ac*.; r rTcrr^n: . Each student will be »^signed severa] individual 
oe—inr.ir.,- frcj. the simple rreetir.p to the more complex ^ o i « ** _ — »     • a.v- f a wxaif VW OIASS FlVg C 

of ir.aividu.-.^ cor.ttru**.ive contacts across wealth, act, racial, inter-cultural 
-j-.a inner^rcu. -1res ottween Marines and other Marinea, and members of tha 

conr.ur.ity. After conducting each individua- assignment, it will 
oe presented to the group for possible discussion. Each memoer, after 
hni-ir.g completed tr.e assi emterts, will be évalua two accordir.gly (See Enclosure 
id)). This will constitute 201 of total grade. 

I’-1 ^cte - This area covers four vu) Important areas of study 
which enrich the Xr.owj.eage of tacn student. They are integral assets of the 
overall package, and each represents 5< (2<X total for General Subject«) of 
tne total grade. 

1» r-cok report - Each atucert will oe required to make at least 
~r*• ^ ' forme- ooox report to be nresented orally, tnen subedited in writing 
to instructcr(s) for furU.er evaluation. The report will be evaluated for 

¿nclcaure (1) 



content, accuracy and understanding, then gradad accordingly with the highest 
possible score being 100 pointa* This «111 constitute SI ef the total grade* 
See onclomre ( 3) for guldallnea In evaluation* 

2* Research Projects • Each student «ill conduct a reaeareh project 
using the foraat handout of the Hunan Relations School aa a guide for ite 
completion (See Rage 1, Enclosure (h))* Instructors «111 conduct 
systematically scheduled progress reports and hold diacusaiona relativa to 
each project. The highest possible score for the reaeareh project is 100 
points, which will constitute 51 of the total grads (See Page 11, Enclosure 
(U)), These projects Mat be presented orally, than setaltted in writing 
to Instructors st designstad timas* 

3* Case Studies • Each student will be assigned at least two (2) 
case study problems for solution* These ease studlea are examples of 
practical problems that students should expect to encounter at their cossunda* 
There are no school solutions, but discussion groups should uork out and 
retain a senes of possible solutions• Each student's solution will bo 
returned after presentation and evaluation for his retenti en* Solntlena 
will be evaluated on the suggested steps listed on handouts provided with 
100 pointe hoir.g the maxlaun score* This will constitute 51 of the total 
grads. See enclosure (5) for grading procederes* 

• Each student will be assigned st lasst six (6) 
interviews, four (u) interviewees of which «ill not be involved in this 
course. All four (u) Interviews must be recorded, graded, checked and 
critiqusd by the Instructor. The interviews will be formal, with s structured 
outline to include Introductory statements) ands list of specific 
quest!or.a/statements to be discussed* Each interview will receive one (1) 
oolrt after its cosipletlon and presentatlon/subadssion to discussion group 
ano/or instructor. See enclosure (6) for structured Interview sheet. 

Enclosure (1) 
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6. how dad stuaert h*r.di« quoUone trem clã»»? 

T.iflt question. 

wionel coBonente* 

r^agneture of Instructo/} 

inclosure ( 2) 

2 
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i ~ sheet 

!*•*•*- _ Data 

T°Pic—____Evaluntad By 

Place "X" In the blank space opposite each point in which you feel 
the leaner arpeared to be definitely lax or in which he revealed a weakness, 
•¡hiie more than one weakness may be Indicated in a statement, the presence 

0 any one in the leader's work is reason for checking that statenant.) 

a) 
(2) 

(35 

(>.> 
<$) 

(65 
(7) 
(t'< 

(95 
(1C 5 

'r - \ » c J 

(2f , 

A^TWE DTTRODUCTTCU 

...adequate introduction to topic; group did not understand. 1 
Lectur- type of introduction too lonr, stilted, biased. 2' 
Conference was not aware of a real problem to be solved. 3* 

.eñ ,er nervous, erratic, or ill-at-ease. j, 
referred too .vuch to notes or manual. % 
Aorarer.tiy igr.orar.t. of topic; unprepared, no planning. 6" 
Lectured or expressed own opinions too such. "f 
reader lacKed *est, enthusiasm and humor. 6* 
rlcw to .fraso and develop pertinent points offered. 9' 
leader's vr.cam.lary inadequate for prmip. 10* 
coring over-use of pet phrases. 11' 
Leader toe taiaaiive (woray, not condensed). 12* 
3C' r tone cr noaUiat;cr af voice. 13" 
f.e:t -roup too long after closing time. u/ 
2' * 'iT 'actieta ir. Handling individuals. 
Li*, net announce next meeting and topic. l¿" 

:., THE Cr*?Lr>£ c;£ 

. ¿ : jï cot WfAi di str"'^.ted, nonotoiaxea by a few. 
^ v- ,4-' l“J•■ «—d/c.* sustain lively ¿.-.terest ix topic. 
.1 i.'^isn -.'.a c.a.*:.*/ '„¿rr.oft of r.ar.uaj.0' 

1 * *• * ^ * a- . ta», w* <a w« «>•... • 

-i e-tracior.g ar.c lack of attention not energetically 
cr.ec k-d. 
vrff.itteo too .rucr. wrannlin.i’ ov'er words. 

19, 

2C 
21* 

23 

^a..»ferflU3 tenca or offensive argument permitted to run. 
Toe "lany Ians in tne discussion. 
i ot much thrum indicated by group in responses, a tendency 
to a^ree -itr. others. 21 
ra.j,i».i te. ciar.-V ¿»id ^r.é»*yze pointa or cases developed. 25" 

A M p L 1 

73 < ¿r.closure (3) 
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(26) 

(27) 
(28) 
(») 
(30) 
(31) 
(32) 
(33) 

(3b) 
(35) 
(36) 

(37) 

fcuMrous qu«atlTOs left uiumsvered• ~ . 
Dtriatad too for fro» standard points. 27 
Poorly frsasd questions not daslKned for tiasly answers. 20 
Poor distribution of tine aaong Tarious phases of topic. 29 
lot enough ground covered in available tins. 30 
Palled to draw conclusions and nake naln point. 31 
Palled to have Illustrations explained. 32 
Did not oscuro understanding of laportant tarns. 33 

Ë. THE ROOM CCTDITICHS 

Lailty in controlling seating arrangenents and Interruptions .3U_ 
Started lata without good reason. 35- 
Topic title and page net listed on blackboard. 36 

P. GPiOtALIZATiat 

Tbs conference as a »d»ole was (indicate by underscoring) excellent, 
9Ç; good, 85; average, 75j poor, 65; unsatisfactory, 55. 37- 

SCORE _^ 
(Do not conpletel 

Par each lien checked find its corresponding weight fron the key on the 
noxt page. 

$ AMPlt 
Enclosure ( 3) 
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Key to nolnt v„]u* kti.-.'.v' r- ' ..i • .T ..lijfcizcr. sh*K.u, 

1- ii 
2- 3 
3- 3 

/4-3 

"-4. 

-3 
^-3 

.¿.«j 
H-Í 
16- *i 
17- J* 
lt-4. 
Î9- • 
2G-,. 

?s--< 

27-3 
?e-3 
29- 3 
30- 2 
33-3 
32-3 
3 3-2 

37- 

:<or«: - V10T . -iir. 0:' wez th^k cnocKoa i to 36} 
♦ ur.dorscorea in 37 

..er.:.. 
‘r-r-‘ r;‘t:r<’ tr** te(îrk of a :e.';dez- r.od checked the following 

- u>i 3c, i''*,, 2it 32, 3u. 

* -'oir v illes w.'i,\\ts i of tnes« it.eiRf as zroicated in the key to point 
values nre: 3, j, 3* U, u, 3» 3» 3» 1 for a total of 32# 

i. '*■> ¿7 avertir with a pri«-.t value 'weight) 

.4? :, f imai. « or vc. 
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PRES ï» TA?:'* Pf«.y;T (FOE BOOK RFPfFTS ) AND EVAIAJATICK 

1. SUps: 

t. P*« n su»1 «ida lu Illustrating th* pointa to bo nada or 
eovarod, l.a.# usa of blackboard or postara. 10 

o. Reihte without rotes, a review of the book and £ive some 
of the author's aaln points that are intaroattng or 
cor trovers!al, 60 
(Hake the account short, not more than tan(10) minutes), 

e. Have questions relative to the author's pointa of vlav. 10 

d. Closa report with other references, 20 

TOTAL 100 

Enclosure (4) 
s A M P L E 
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fowat p.E'-KAh : -: : v Aj< 

Follow format and clarity • 1QK 

Contant 

Plblio?rapr.y - 5¾ 
Facts - 75* 
Susr.ary - ICC 

Sunnary Statanant: 

SAMPLE 

1 

Endosara ($) 

p 11 



CAS? -S T T'Y EVALUAT! HK SH?’?:? AFD EVALUAT! il.’ FORMAT 

Th« «taps li«Ud btlov uj b« beneficial to you as an approach to 
prnbleai aolvlnf?i 

Folgt Srataa 

1. Identify the Problem. Frequently, thia can ba difficult 
because tie main problaa la orarahadoued by other «ore apparent 
problems. 

2. >t the Facts. With.out gatharing all the faeta which bear on 
the pmfc.ea, it will be difficult to arrira at a vorkabla solution, 
therefore, the results could be embarrassing as wall as srronsous. 

’• Cor.sldsr poaaible solutions. Wairh all facts and eonsldarsUots and 
attempt to project the rsaulta of all solutiana. -¾ 

i*. A£pl7. the b^jst aolution. 10 

$• Follow through Lc co.mpletlon. 10 

TOTAL 100 

SAMPLE 
Enclosure (6) 
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UNITED STATES MARINE CORPS 

SYLLABUS 

MARINE CORPS HUMAN RELATIONS INSTITUTE 

MARINE CORPS RECRUIT DEPOT, 

SAN DIEGO, CALIF. 

1 January 1971, 
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Tr.ir course of ir.r* 
Much:, he . u* icr. c Ir.stru: 

ruction as outlined herein i.. effective for the 
’■ors Courco. 

W.* cÇ PAT 
Colonel, U. P. Marine Corps 

la rest or 

1 
f 
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MAPI:,T CORPS HUMAN RELATIONS INSTITUIA 

SYLLABUS 

Table of Contents 

Subject 

Authentieaticn 

'I at le cf Cor. tente 

Ptirprre, fee pe and -d >. liver. 

rV reverá 

Sufceourse 1 '»-rara: Cntjects 

Cnltouree .? ¡tual Life Value Theory 
And Liseuseion Manual 

Sul course 3 Research And Education 

fubcourie 0 Individual Action 

Leecription :f Lessons 

Pa£e 

'1 

ii 

• iii 

iv 

1 

2 

3 

l 
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MAJUNi; CORPS HUMAN RELATIONS INSTITUTE 

SYLLABUS 

Purpose 

To train Hunan Relations Instructors to implement, c nduct and monitor 

Human Relations Programs throughout the United State: Marine Corps. 

Scope 
• % 

This course of instruction is designed to train stud nts in the organiza¬ 

tion and maintenance of the USMC Hunan Relations Pro,-ram at all levels in 

the Marino Corps. The course encompasses philosophy, minority-majority 
issues, culture shock, and selected readings in the .'¡eld of human rela¬ 

tions. Efcphasis is also placed on techniques of con- .cting guided dis¬ 

cussions, oral and written presentations, conducting research,, interview 
procedures, and research and implementation of Acti¿- Program. Upon 

completion cf this course of instruction the gradual.-g student is able 
to orient commanders, train and advise discussion le&iers, maintain re¬ 

cords and implement, conduct and monitor the Huaw Relations Program 
effort of the command. 

Objectives 

1. To prepare the instructor to effectively partieit .te in a program 

designed to improve or ameliorate conditions that ca'- e problema among 

Marines, between Marines and the civilian populace, mid Marines and 
Foreign nationals overseas. 

2. To provide the student with a knowledge of the pr:graa philosophy 
and methodology. 

i. To prepare the student tc present a convincing on^-hour orientation. 

-. Tc train the student to conduct guided discussion. 

5. To prepare the student to train unit discussion leaders to conduct 
guided discussions. , 

6. To prepare the student to initiate and :aperriae an effective action 
program. 

7. To train the student to conduct data collection to identify local 
problem issues. 

1 S8< 
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Foreword 

The program employe; n rev approach which revitalises belief in 
fundamental human equality as the ideal governing interpersonal atti- 
tuder, and behavior. It also provides the participants with the means 
tr analyze crcss-cultural and racial problems realist'colly, and to 
ma/e cross-cultural or racial information relevant to their everyday 
behavior. 

The training program has two major components: Educational and 
Action. The educational component employs a variety of methods to deal 
v;th many kinds of attitudinal and motivational deficiencies, obstacles 
and problème that stand in the way of positive interactions, thus 
allowing the participant to re-order his personal hier-archy of values 
in a way more cons intent with reality and less subject to prejudice, 
misconception, and inaccurate "popular” knowledge. One- this is dene, 
the men are presented with specific information which ives them the 
confidence to act effectively. As the course develops, they are given 
both opportunity and encouragement to participate in mure and more 
extensive cross-cultural endeavors. 

Organizaticn of Instruction 

a. Courses 

Subcoursp ] (01 ) - General Subjects 

Subcource ? (02) » Value Theory And Ldscussion Manual 

Subcourse ? (03)- Research And Education 

Subcourse ^ (0l) - Individual Action 

b. Teaching Methods 

(1) Application (A): Instruction involving active student 
participation where student applies or practices what he has 
been taught. 

(2) Case Study (CS): The study of a specific situation in 
order to develop analytical and decision moi.ing abilities. 

(3) Conference (C): A directed group discussion in which 
the members actively participate, conversin' on a given 
problem or topic under the leadership of a trained discussion 
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lender. Thf* tern includes the seminar which generally 
involves Knowledgeable students conducting research and 
panel discussion. 

(I*) Critique (CR): A period of tine in the instructional 
process devoted to the review and critical examination of 
applicatory instruction. 

(5) Methods (d): The Shoving and explaining of skill 
methods, techniques, films, equipment ana devices. 

• a 

(¢) Examination (¡X): One method of evaluation of the students 
mastery of the material taught. An examination many be used 
to reinforce previous instruction, to motivate students, to 
assesc student capabilities, to evaluate the effectiveness 
of the instruction, or to help determine course grades. 

(7) p-e.id Trip (FT): a visit to a military installation, 
civilian establishment or government institution for an 
educational purpose. 

Guest. Lecture (GL): A lecture by a civilian or military 
lecturer who is not regularly assigned tc the school. 

) Lecture (L): The formal communication of subject material 
student, often including thought «provoking or 

drill questions by instructor. 

11°) Marked Requirement (MR); Oral or written student work 
(exclusive of examinations) which is evaluated and graded by 
faculty. 

Prgs-r-ttticn (P): Oral presentation by students to 
demonstrate knowledge, understanding or competence in a sub¬ 
ject area. 

(12) Rerearch (RE): Guided or unguided research by students 
either individually or in groups* on - general or specific 
topic within a specified source field. * 

í13* Seminar (SE): Oral prcrer.tation of 
information, gathered during j11 trips to organisations and 
agencies, to increase student background knowledge and 

through panel discussion. 

i^O< 
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?• Allocation of Hours 

a. Total hours scheduled for HRTfi I-7I* 

!• General Subjects 

V-6 

Dual^ Life Value Theory 
And Discussion Manual 

3. Research And Education 

. Individual Action 

Total Hours 

191 
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55.5 hours 

IkO.0 hours 

86.0 hours 

85.5 hours 

31*7.0 
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SUBCOURSE 1 

General Subjects 55*5 Hours 

Purpose 

To incorporate non-academic activities within thr Human Relations 
Instructors Training Schedule. 

Lessons 

0100 In Processing 

0101 Director's Time 

010? Instructor's Time 

0103 Class Party 

OlOL Physical Training 

0105 Opening Exercise/Introduction To 
Human Relations Program 

0106 Hunan Relations Instructors Course Overview 

0107 Graduation 

0108 Out Processing 

0109 Individual Photos 

0110 Class Photos 

0111 Introduction To American Institutes For 
Research 

0112 Functions Of The Human Relations Program's 
Evaluation Team • 

1.0 

16.0 

2.0 

3.0 

26.0 

,1.0 

.5 

1.5 

1.0 

1.0 

1.0 

1.0 

.5 

Total 55.5 



SUBCOURSE 2 

Dual Life Value Theory And Diacuasior. '.anual 1^0.0 Hours 

Purpose 

and íh. 1° t?aCh ^ud?nts a Philosophy of life haced upon huaan values, 
and the Anericar. Ideology with application to humar, -lat, >;,r. 

2. To present an analysis of the orientation, with an overview of 
program's content and the necessary background to lcl a ^1*^0' -ire—d 

relations?^ dlSCUSSion3 about huaan val«es and their application to^humaT 

Lessons 

0201 Initial Orientation 

0202 Personal Introductions 

0203 Orientation Model Presentation By Instruct:^ 

020L Discussions Lead By Instructors Vol. I 

0205 Discussions Lead By Instructors Vol.II 

0206 Orientation Ctudy And Evaluation 

020i Lecture By AIR: Development Of 
Discussion Materials 

0208 Lecture By AIF: Basic Values 

0209 Lecture By AIP: Our Values And The Military 
Man 

0210 Lecture By AIR: Cross Cultural Adjustment 
Techniques 

0211 Lecture By AIR: Political Economic System 

C212 Lecture By AIR: Oar Sameness And Differences 

C213 Discussions Lead By Students; 

Condensed Field Version Vol.’l 

Total 

Vjo 
V-8 

1.5 

6.5 

2.0 

1*1.0 

52.0 

2.0 

l.C 

1.0 

l.C 

1.0 

1.0 

.0 

26.0 

ito.o 
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SUBC0UP3E 3 

Research And Education 86.0 

hjTose 

To provide students with a basic background of ncvledge and 

techniques necessary to becoae effective human reir. icns instnactcrs. 

Lessons 
• % 

0301 Basic Research I9.5 

O302 Bock Reports (Homework) 0 

0303 Examinations And Critiques 8.0 

O30I* Discussion Leading Techniques L.O 

O3O5 Discussion Leading Techniques Practical 

Application I9.5 

0306 Reading Assignments (Homework) 0 

O307 Quizes (Homework) ' 0 

0308 Instructional Techniques I8.O 

0309 Initial Interviews 6.0 

0310 Human Relations Program Implementation 2.0 

0311 Film: Is It Always Right To Be Right? 1.0 

0312 Film: Eÿe Of The Storm 1.0 

0313 Film: The Prejudice Film 1.0 

O31U Film: North American Indian Series * 2.0 

O315 Film: Slavery And Slave Resista.-.ce 1.0 

0316 Film: La Raza 1.0 

0317 Film: The Mexican American Heritage & Destiny 1.0 

0318 Film: Years of Reconstruction 1.0 

Total 86.0 

3 
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SUBCOURSE I* 

Individual Action 65.5 
PurtoBc 

Ite provide instructions on the inpl«mentation anr aanaament of ai 
action program and the necessity for personal involve ent In positive 
human relations activities. ^ 

Lessons 

01*01 Implementation And Management of An Action 
Program 

OL02 Discussion of 1st Phase Action Assignment 

01*01 Internal UGMC Action Assignment 

01*0*4 External UGMC Action Assignment 

01*05 Action Agency Visits 

OL06 Action Reports 

Total 

1.0 

1.0 

6.5 

1.0 

52.0 

V.o 

65.5 
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APPENDIX A 

DESCRIPTION OF LESSONS 

SUBCOURSE 1 

General Subjects 

0100 - In Processing 
• * 

Sccjie: A period devoted to student reporting, administrative 
processing and academic matriculation. 

0101 - Director's Time 

Sço£e: To allov the Institute's Director the op-ortunity to address 
students on r.on-schuduled subjects which are deemed important in furthering 
their knowledge of the Human Relations Program. 

0102 - Instructor's Time 

S£0£e: To provide time for innturctors to aasig:, homework and other 
academic projects not scheduled. 

0103 - Class Party 

Sco£e: An activity for students and staff to participate in an informal 
gathering for fun and organized athletics. 

010U - Physical Training 

E£0£e: To allow tine for students to maintain their physical condition 
in accordance with current Marine Corps directives. 

0105 - Opening Exercise/ Introduction to Human Relations Program 

Sc°Pe: A formal welcome and introductory activity by the Director and 
Staff of the Marine Corps Human Relations Institute tommencing the course 
of instructions. 

0106 - Human Relations Instructors Course Overview 

rco£e_: A period in which students become familiar with seminar room 
polices and gain an overview of the course of instructions. 

0107 - Graduation 

Scope : A formal culminating activity of human relations instructors 
course including a guest speaker and presentation of diplomas to graduates. 

A-l If v-ii 
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C109 - Out Processing 

Scc^e: A period devoted tc administrative and mrrAmmt* 
Cf «ch Student In preter.tlon fen ¿^7^ " 

0109 - Individual Photos 

£¿£1^.: Aozinistrative time fer students tc get rotures taken tr* 
academic record hocks. fe i.wxures taken for 

0110 - Class Photo 

InstuSî: A&iS“tr**1V* fcr thc-° et st*ff «- students nf the 

—Ij - 1str:. cutties tc the Anerlcsn Institutes fcr f search 

" . — ' 1 •*“- *cr -t_cer.ts to teccme accuaint' v^th *v« 
erfanicst-. r. that ccveicfed the naterials for the h! 

0112 - Functions of the Human Relations Program's tv luaticn Team 

t. . t."CC‘M i'eî*c^ ^or students to become aware of • -» func*-* 
• tvac jateen *eom assigned to evaluate the Human ? .ations logram 

V-12 VSS' 
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SUBCOURSE 2 

Dual Life Value lîiecry And Discussion Manual 

0201 - Initial Orientation 

*-cope : A period in which students receive a general overview of the 
educational naterials included in the Hunan Relation Prograc. 

0202 - Personal Introductions 

Scojje; A period preceeding the discussion sessi-ns where students 
give background information concerning their lives r d prejudices to other 
neabers of the discussion group. 

0203 • Orientation Model Presentation Bj’ Instructorr 

Scope : To provide an orientation rodel to studer. : for assistance and 
guidance in their presentation of the orientation tr future discussants. 

0201 - Discussions Lead By Instructors; Voluan I 

Sco£e: Discussion and analysis of the topics ccr ained in Voluan I 
Human Relations Leadership Discussion Manual. 

0205 - Discussions Lead By Instructors; Voluan II 

Scc^e: Discussion and analysis of the topics contained in Voluan II 
Human Relations Leadership Discussion Manual. 

0206 » Orientation Study And Evaluation 

Scope : A period provided for instructional guidance by instructors for 
study and presentation of the orientation. 

0207 - Lecture by AIR: Development of Discussion Msterials 

Scope : A lecture presented to students to provii - background on hew 
the materials contained in the discussion manuals were developed. 

0208 - Lecture by AIR: Basic Values 

Scope: A lecture presented to student: to identify the discussion 
materials view of huaan nature and to re-e .amine the meaning of the basic 
American principles. 

0209 - Lecture by AIR.: Our Values And the Military Man 

Scope: A lecture presented to explain the proper role of the military 
■•p* relative to the dual life value theory taught in this program. 

A-3 Í f: 8< V-13 



0210 - lecture ty AIP: Cross Cultural Adjustment Techniques 

£iIÜLiL; A lecture presented to explain the conce-t of the sameness of 
twin ana the adjustment guide whereby nan's differences may be explained 
scientifically. 

0?H - Lecture by /.IP: Political Economic System 
> 

F£0£e: A lecture presented to explain the relnti nship between 
fro verront and human relations and the importance of government in a 
human relations program. 

0212 - Lecture by AIK: Our Sameness & Differences 

Scxjre: A lecture presented to explain the specific racial issues 
revealed by attitude studies and to discuss ways to .andle these issues 
that cause misunderstandings in human relations. 

C213 - Liseuse ions Lead By Students; Condensed Field Version Vol. I 

^cope: Practical application by students of dieevssion leading 
techniques for evaluation. 

A-U 
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SUBCOURSE 3 

. Research And Education 

0301 - Basic Research 

roofro: To faailiarize students with basic resetrch techniques, aethods 
for collecting data and practical application in data collection. 

0302 - Rook Report 
• % 

Scope : Honework assignments to encourage students to read prescribed 

books for human relations related education. 

0303 - Examinations and Critiques 

Scor^■ A fcrr.al standardised testing period administered to determine 
the degree of student learning and faculty presentation of course material. 

0301* - Discussion Leading Techniques 

Serr e : To provide indepth training in planning and conducting dis¬ 
cussions, analysing discussion materials, and selecting discussion leaders. 

0305 - Discussion Leading Techniques (Practical Application) 

Serre: A period in which the student must demonstrate his ability 
to lead guided discussions utilizing the Human Relations Manual. 

0306 - heading Assignments (Homework) 

Scope: Homework assignments to broaden students background on 

various topics discussed in discussion groups. 

0307 - Quizes (Homework) 

Scope : To test the students understanding cf homework assignments. 

0308- Instructional Techniques 

Scope : To provide training in techniques of military instructions 

to include training aids. 

0309 - Initial Interviews 

Scope: The administration of an instrument designed to determine 
background characteristics, preceptions, knowledge and experience of the 
student in regards to interracial and ethnic relations and his motiv¬ 

ations for being assigned to this institute. 

V-15 
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0?10 - Hvrran Relations Program Implementation 
* * 

:'"rP0 • This period is used to give atudents in truction on the 
lopJcnf.ntation of the Human Relations Program in accc dance with MCO 5350.UA. 

0311 - 0116 - Films ** 

r --11:32 are shown throughout the course t. provide information 
on the history anc culture of Ethnic groups and to re.nforce or explain topics 1 
in the discussion manuals. 

1 
1 
1 

1 

1 

I 
I 
1 

1 

1 

1 
I 
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Individual Action 

QUOI - Implementation and Management of an Action Pruram 

§£.°Pe: To prepare students to develope , implrsent, evaluate, and 
monitor individual action programs. 

0l*02 - Discussion of 1st Phase Action Assignment 

ScoPg: To share personal experiences gained fv;m individual action 
assignment with other members of the discussion gr< . 

0^*03 “ Internal USMC Action Assignment 

Scope : Students are assigned the task of spearing to everyone he or she 
meets during the day, record their reaction and report the reactions to the 
discussion group. 

ObOl» - External USMC Action Assignment 

Scope : Students are assigned to perform. volun*.i-er work, helping people 
at various service agencies in the local civilian cortsunity. 

0i»05 - Action Agency Visits 

Scope : Practical field exercise vhere students vork as volunteers at 
assigned service agencies in the civilian community. 

£>l»06 - Action Reports 

Scope: Students report interactions and experiences gained as 
volunteers at assigned service agencies. 

A-T 
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UNITED STATES MARINE CORPS 
MARINE CORPS HUMAN RELATIONS IN'iTIYUTE 

MARINE CORAS RECRUIT DC HOT 
SAN DIE60. CALIFORNIA 97140 

jiGSGjgsf 
1510 
30 Jan 1971 

This course of instruction as outline herein is effective for the 
Six Week Hunan Relations Instructors Course. 

Director 
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MAUINE CORPS HUMAN REIATIONS INSTITUTE 

SYLLABUS 

Table of Contents 

Subjert 

Authentication 

Table of Contents 

Purport, Scope and Objectives 

Foreword 

Administrative Time 

Subcourse 2 Dual Life Value Theory 
And Discussion Manual 

Subcourse 3 Research And Education 
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Description of Lessons 
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MARINE CORPS HUMAN RELATIONS INSTITUTE 

SYLLABUS 

I 
I 
1 
1 
! 

I 
I 
I 

Pun)o»c 

To train Hunan Relations Instructors to implement, condi:t and monitor 
Human Relations Programs throughout the United States Mirine Corps. 

Scone 
• % 

This course of instruction is designed to train student¡r in the organiza¬ 

tion and maintenance of the USMC Human Relations Progrsr. at all levels in 

the Marine Corps. The course encompasses philosophy, mir. rity-majority 

issues, culture shock, and selected readings in the fiel: of human rela¬ 

tions. Qnphasis is also placed on techniques of conduct ng guided dis¬ 

cussions, oral and written presentations, conducting ret %rcht, interview 
procedures, and research and implementation of Action Pr .Tam. Upon 
completion of this course of instruction the graduating ¡tudent la able 
to orient commanders, train and advise discussion leader , maintain re¬ 

cords and implement, conduct and monitor the Human Relat.ona Program 

effort of the command. 

Objectives 

To prepare the instructor to effectively participate In a program 

uesigned to improve or ameliorate conditions that cause ]*oblems among 

Maxines, between Marines and the civilian populace, and iarlnes and 

Foreign nationals overseas. 

?. To provide the student with a knowledge of the program philosophy 

and methodology. 

}. T<< prepare the student to present a convincing one-hour orientation. 

7c train the student to conduct guided discussions. 

5. To prepare the student to train unit discussion leaders to conduct 

guided discussions. • 

6. To prepare the student to initiate and supervise am effect Its action 
program. 

7. To train the student to conduct data collection to identify local 

( problem issues. 

ill 
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For«vo rd 

Tne program employs a nev approach vhlch rerltalizar belief la 
funinnf-rta1, human equality as the ideal covernlBf later, rooaal atti¬ 
tudes and behavior. It aleo provides the participants vi h the means 
!• unrjyrc crjss-cultural and racial problems realisticr ly, and to 
muke cross-cultural of racial information relevant to tL It everyday 
behavior. 

The training program has tvo major components: Bdur t.ional and 
Action. The educational component emoloys a variety of r thode to deal 
with many kinds of altitudinal and ootivatlonal deflclen ice, obstacles 
•md problems that stand In the way of positive interact!•no, thue 
»dlowing ‘he ,anticipant to re-order his personal hlerar :y of values 
ir. H v'iy re re --nrint ent with reality and less eubject t. prejudice, 
ninconcepii< ri. and inaccurate "popular" kncvledce. Once his is done, 
he sei. er- presented with specific information vhlch m- •« them the 

. inf.ience *c act effectively. As the course develops, t. y are given 
h..t h opj. rt-unit y ana encouragement to participate in mort and more 
extensive crocr-cultural endeavor*. 

1. ?rgani;.aticn cf Inctructlon 

a. Course« 

Adminihtrative Time (01) 

Bute curse 2 (02) _ Du*i Uf* Value Theory An Diecuseicn Manual 

Subcourse 3 (03) . Research And Eductfblon 

Subcourse 1* (Ok), individual Action 

b. Teaching Methods 

(1) Applicatlcn (A): Instruction involving active student 
participation where student applies or praeticee vhat he has 
been taught. 

(2) pace Study (CS): The study of a specific situation in 
order to develop analytical and decision making abilities. 

(3) Conference (C):A directed group discuaeion in which 
the members actively participate, conversing r.a a given 
problem cr topic under the leadership of a treined discussion 

!! 

.1 
a 
a 
a 
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leader. The term Includes the seminar which generally involves 
knowledgeable students conducting research and panel discussion. 

Cr1ticue (CR): A period of time in the instructional process 
devoted to the review and critical examination of applicatory 
instruction. 

(5) Methods (D): The showing and explaining of skill methods, 
techniques, films, equipment and devices. 

Examinât ion (X): One method of evaluation of the student 
mastery of the material taught. An examination may be used to 
reinforce previous instruction, to motivate rtudents, to assess 
student capabilities, to evaluate the effectiveness of the in¬ 
struction, or tb help determine course gradea. 

(7) Field Trip (FT): A visit to a military installation, civil¬ 
ian establishment or government institution for an educational 
purpose . 

(6) Guest Lecture (GL): A lecture by a civilian or military 
lecturer who is not regularly assigned to the school. 

(9) Lecture (L): The formal communication of subject material 
orally to .the student, often including thougnt-provoklng or drill 
questions by instructor. 

j10) Marked Requirement (MR): Oral or written student work 
(exclusive of examination) which is evaluated and graded by 
faculty. 

(11) Presentation (P): Oral presentation by students to demon¬ 
strate knowledge, understanding or competence in a subject area. 

(12) Research (RE): Guided or unguided research by students 
either individually or in groups, on a general or specific topic 
within a specified source field. 

(13) Seminar (SE): Oral presentation of information, gathered 
during field trips to organizations and agencies, to increase 
student background knowledge and awareness, through panel dis¬ 
cussion. 

W-5 
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2« Allocation of Hours 

»• Total hours scheduled for HRIC 2-7¾ 

V’-6 

1. Administrative Time 

2. Dual Lifa Value Theory 
And Discussion Manual 

3 

U, 

Research and Education 

Individual Action 

Total Hours 

£09< 

Vi 

:8.5 

112.0 

hours 

hours 

5 

31. o' 

206.0 

hours 

hours 

!i 

.1 

.1 

1 

I 
1 
I 
I 
T 

« 

«O 
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ADMINISTRATIVE TIME x6.5 hours 

To incorporât* no:.-&cadenic activities within ti.ï Human helatio 
Instructors Training Ecneduie. 

Periods 

0101 In Procecoinj 1.0 

0102 Director's Time b.j 

0103 Instructor's Time • 2.0 

0101. Physical TroininK 6.0 

OlO'j Opening t.;«.rcii.e/Ir.troduction ¿.. 
Human Rel¿lions Prepram 1.0 

0106 Human nelations ^notructors Course Overview . 

? 
0107 Graduation 1. 

010Ö Out Processing , 

0109 Individual Photos 1,0 

0110 Class Photo 1.0 

Total 10.5 

U
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SUBCOURSE 2 

Dual Life Value Theory And Discuaaion Manual 112.0 Hours 

Purpose 

1. io teach students a philosophy of life basée upon hunan values^ 
and the American Ideology with application to human relations. 

2. To present an analysis of the orientation, vith an overview of 
program's content and the necessary background to l.ad avseries of directed 
educational discussions about human values and their application to hunan 
relations. 

Lessor.:- 

0201 initial Orientation 1,5 

020? Personal Introductions 6,0 

0203 Orientation Model Presentation By Instructors 1.0 

0201* Discussions Lead By Instructors Vol* I. 5^.0 

0201 Discussions Lead By Students Vol, II. Ll.O 

0206 Orientation Study And Evaluation 2.0 

0207 Lecture By Allis Development Of 
Discussion Materiels ,5 

020Ü Lecture By AIR: Basic Values 1,0 

020y Lecture By Aiks Our Values And The 
Military Man 1,0 

0210 lecture By AIRs Cross Cultural Adjustment 
Techniques 1,0 

0211 Lecture By AIKs Political Economic System 1.0 

0212 Lecture By AIRs Our Sameness And Differences i 0 

0213 lecture By Aik: Ka*e - Female Relations 
And The Human Life Value 1,0 

Total 112.0 

2 
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SUBCOURSE 3 

Research And Education Uj.5 Hours 

Purpose 

To provide students with a basic background of knowledge and 

techniques necessary to become effective human relations instructors. 

Lessons 

0301 basic Research 

O302 Book Reports 

0303 Examinations And Critiques 

030h Discussion Leading Techniques 

030Ç Reading Assignments (Homework) 

0306 Quizes (Homework) 

O307 instructional Techniques 

0306 Initial Interviews 

0309 Hunan Relations Program Implementation 

0311 Film: Is It Always Right To Be Right? 

0312 Film: Eye Of The Storm 

0313 Film: The Prejudice Film 

031b Film: i.’orth Ameri can Indian Series 

0315 Film: Slavery And Slave Resistance 

0316 Film: La Raza 

0317 Film: The Mexican American Heritage & Destiny 

O3I8 Film: Years of Reconstruction 

Total 

10.0 

J4.O 

b.O 

U.O 

0 

0 

¿.0 

3.0 

2.0 

.5 

1.0 

1.0 

2.0 

1.0 

1.0 

1.0 

1.0 

W.5 
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SUBCGJKSE L 31.0 Hours 

’ndividual Action 

tuiporc 

To provide instructions on the inplenentation a d nanafetent of an 
action proerán and the necessity for personal invoj enert in positive 
human relations activities. 

lessons 

Olp>} Implementation And Management of An Actio*. 
Program 

OJjU,'1 Action Program 17.0 

OijOl laubach heading Ketr.od 12.0 

Total 31.0 
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APPEDIX A 

DESCRIPTION OF LESSONS 

I 
I 
I 
I 
I 

ADMINISTRATIVE TIME 

0101 - Processing 

Scci'c*; A period devoted to student reporting, adsLinistrative 

processing and academic matriculation. 

0102 - Director's Time . „ 

Soc££_: To allow the Institute's Director the opportunity to address 

students o:. n< 2.-scheduled subjects which are deer.ci important in furthering 
their knowledge of the Human Relations Program. 

0103 - Instructor's Tine 

Leone : To provide time for instructors to assign homework and other 
academi-' projects not scheduled. 

I 
I 
I 
] 

I 
I 

OlOL - Physical Training 

Scone : To allow time for students to maintain their physical condition 

in accordance with current Marine Corps directives. 

0105 - Opening Lxercise/Introduction to Human Pelotions Program 

Sees— A formal welcome and introductory’ activity by the Director and 

Staff of the Marine Corps Human Relations Institute commencing the course 
of instructions. 

OIO6 - Human Relations Instructors Course Overview 

Ccopp: A period in which studentc become familiar with seminar room 

polices and gain an overview of the course of instructions. 

DIO? - Graduation 

Score: A formal culminating activity of humar, relations instructors 

course including a guest speaker ana presentation -f diplomas to gradr.ute-5. 

OIO6 - Out Processing 

J. Coope: A period devotei to administrative arc academic processing 

of each student in preparation for departure from une Institute. 

1 
1 
1 

GIO9 - Individual Photos 

Lc ~ -t' : Administrative time for 

a~aacmic record soo/.». 
r Swv.der.ts --o get p*ct'vm‘es tuk0; 

A-l 
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0110 - Class Photo 

Si o,'c : Adr.inictrtttive tine for photo of staff -na ctudoatc if 
lustitv'te. 

" 
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SUBCOURBE 2 

Dual Life Value Theory And Discussion Mr.r.ual 

020^ - Initial Orientation 

Scope : A period in which students receive a general overview of the 
educational material^ included in the Human Relations Program. 

0202 - Personal Introductions 

Scoge: A period proceeding the discussion sessions where students 
give background information concerning their lives and' prejudices to other 
members of the discussion group. 

0203 - Orientation Model Presentation By Instructors 

Scope: To provide an orientation model to students for assistance and 
guidance in their presentation of the orientation to future discussants. 

020U - Discussions Lead By Instructors; Volumn I 

Scope: Discussion and analysis of the topics contained in Volumn I 
Human Relations Leadership Discussion Manual. 

020$ - Discussions Lead By Students; Volumn II 

Scope: Discussion and analysis of the topics contained in Volumn II 
Human Relations Leadership Discussion Manual. 

0206 - Orientation Study And Evaluation 

Scope : A period provided for Instructional guidance by instructors for 
study and presentation of the orientation. 

0207 - Lecture by AIR: Development of Discussion Materials 

Scope: A lecture presented to students to provide background on how 
the materials contained in the discussion manuals were developed. 

0208 - Lecture by AIR: Basic Values * 

Scope: A lecture presented to students to identify the discussion 
materials view of human nature and to re-examine the meaning of the basic 
American principles. 

0209 - Lecture by AIR: Our Values And the Military Nan 

Scope: A lecture presented to explain the proper role of the military 
man relative to the dual life value theory taught In this program. 

A-3 
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OJIO - Lecture ty AI*: Cron CultW Adjuotwnt Tceluil,ue. 

£££!£.: A lectur« presented to explain the eonr-««. # 
m«. „0 the »ajuitaent »uide vhereby in', HZFÎ'L0' 
aelentlfically. / ■ airrerenee» ¡¿j be explained 

0?U - Lecture by AIF: Political Economic System 

§££££• A lecture presented to explain the relatiooa: ip betvee. 
government and human relations and the importance of^,-• 
human relations program. «c »rnmimt in a 

0212 - Lecture by AIR: Our Sameness fc Differeneee 

S£0£e: A lecture presented to explain the specific : .cial issue, 
revealed by attitude studies end to discuss vaya to hat. te these iseues 
that cause misunderstandings in human relations. 

0213 - lecture By AUi: Male - Female Relations And The Human Life Value 

meleSC0?!;.iA Pxc^Rted t0 explain the relation alp between 
male - female relations and the Dual Life Value Theory. 

r.,# t’y - 
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SUBCOURSE 3 

Research And Education 

0301 - Basic Resea 'ch 

», SB;.Ä'S‘Ä-Ä£ ™S*,SS;."- — 
0302.- Book Report 

stuäe:ts \° ”‘d — 

0303 - Exaaination and Critiques 

the Sfffí i/“rf “‘»"««-fited testing period adslnistered to detercine 
the degree of student learning and faculty present-ion of course nuterUl. 

03Cfc - Discussion Leading Techniques 

cusofS?1 T°iPr?Vid!din depth tralnir* in plonnir..- and conducting 61-5- 
cus.ions, analyzing discussion materials, and selecting discussion leaders. 

0305 - Reading Assignments (Homework) 

topics^di6cus8ed°ln diSí^up”“4“ 0“ 

®306 - Quizes (Homework) 

Sco^ej. To test the students understanding of homework assignments. 

0307 - Instructional Techniques 

incli^aLn7ld:.tr,inlne in of ihatructioha to 

0308 - Initial Interviews 

Scope. The administration of an instrument designed to determine, 
background characteristica, precept loco, hnovle^c Sd eSeÍ'enc™ of Uo 
actions for being assigned to this institute. experience of the 

A-5 i'8< 
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■ MOV - iiM.ii Hi.'lt : ' :-.i s . ¿1 ti. Imp.1c r- 

^ ■■op- : i hi ss pijj’jo : Sc usc<i to ;; : ve $v.sd«:r.l..*¡ .¡..o'.,; •;*. lor. on tl • 
implementation of the Human helations PiOtram in accordance viti) HGO 

Dili - C) ! 0 HI ms* 

: ¡Jims j..; shewn throughout tr j course to próvida inior.it, io« 
on the ÎTT't.'ty and culture of Ethnic Groups and to reinforce or explain i-.picr. 
in the di scuts ; on mar.upl.'. 
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SUBCOURSE h 

Individual Action 

OijOl - Implementation and Management of an Action Program 

Scop«: To prepare students to develop».( implement, evaluate, and 
monitor individual action pro¿rams. 

OI4O2 - Action Program 
• * 

Scope : To provide an opportunity for students to become involved 
in positive human relations activities. 

01*03 - Laubach Reading Method 

Scope : To provido the necessary instructions fox students to implement 
a one-on-one tutoring program at their commands. 

rv 
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;; fí:<rn of the nn-r/; j.r. Hujr.n Pelttiona Propran is, 
through e chica tin,i art irr, to mt^.ish, inplrnrnt and monitor a Marin# 
.orr>r-inde Humar. Printirn-. Propram des'.rned to ensure more constructive 
reAati-'»nsh:rs between .ill Marines and between Marines and the civil!» 
corvruni tv. 

TI. J^ctlvea. he oMectives of the propram are to determine method# 
ar.'j rorditiens for iirrrnvirr relations between Marines. Soeclficallv, 
its r-urnose is to develop and implement a scientifically puided and intoereted 

#ducfltln" and individual action program designed to improve 
attitudes ann to devedor and maintain constructive interactions between all 
arirrs. The folJowinp objectives should be achieved: 

A. F.ncharce leadership abilities* 

•\ Increase understanding between Marines. 

.1. Achieve mutual respect between Marines. 

D. Improve morale and reduce disciplinary problems. 

E. Achieve more effective and mutually satisfying relations 
Marines. •«ong 

F. Increase efficiency and productivity by reducing tension. 

r• Trrrcve community relations. 

r.. "rpr'-ve the image of the Marine Corps. 

r Methodology. The procedures outlined will be used by all elements of 
-e . ar.ne worps in the conduct of the Human Relations Training Prorre*. 
;r APr*J °» the Marine Corps began a Rum» Relations research project 
in conjunction with the Amène» Institutes for Research (A.T.R.). The 
A.I.R. is a non-profit scientific »d educational institution engaged in 
research towards solutions of fundamental problems. Their staff consists 
of psychologists, sociologists, statistici»s »d educators who work on a 
broad spectrum of research »d development for governmental agencies, 
ir h:stn»-] organizations and foundations. The curriculum used in the ÜSMC 
Humar Relations Program was devised by a joint TTSMC/A.I.R. team which 
conducted surveys »d interviewed over 300 Marines at 6 major USMC 
installations in the United States. J 
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Ilf :->iT3r r f : or: 

i lie ir. al' Hu^ar TeTat 1 onn r 
\: 

' •••irar Pel-11 on:. Varual 
:.-. 7:.- ’■ anir-.l conts'.ns Twlerlalt 

thf roavijt of the sclerf ficallj 

_ ““a! . if 
TÔT 

u. rr'^.T dlfln.sslrn 
rr or\ that r.ar, beer, e' tel In pilot projects *t three ( 

T*-r> ra.,io • robjems arounrt which there rüterlale 

»jret 
U".1 >1 fo*- tee 
o i-eb reroárch r; 
-a; or "nr’rr lorp' -a' 
W» rt :f-velco< b aiib th«* .A.cV.rioue9 for noarible solution of them are a pell rabie 
fc.r use at any core erb aenlroua of ir,proving relations among servicemen and 
worn. These* Problems include a lack of mission motivation, lack of under¬ 
stand:^ about others, attitudes based on ru^th and misunderstanding, social 
reir.f -reme' : c: inappropriate behavior and the feeling of the individual 
Vtir’r^ that ne, aient', can do nothing about change* Recommended changes to 
the r "T Hi.r.ar. Helaticn.«. Mar.ual will be submitted to HQMC (Code A03R) for 
r»:view ano aonrrval* 

r. ?rainir.r Prorrar. The training program covers human values, cross- 
c-.ltueal rrobler.s, ricial issues, and the military man's role in service and 
soc'et.yj it consists of three distinct elements: 

1. Orientation. The initial orientation presents an overview of 
th<- rrmgram, provokes thought for further discussion and motivates men to 
eru age in constructive individual actions. 

?. Education. The education phase is presented In the form of a 
series of guided discussions and emphasises the following: 

a. Philosophy 

(1) Life, liberty and equality 

(2' Our values and the fighting man 

b. Vinority issues and studies 

c. Culture Shock 

a. Data Collection 

3. individual Action. The Action Program is designed to encourage 
personal involvement in human relations activities. 

a. Internal USMC 

b, External UFMC (Community) 

TV. Organization, In order to accomplish the mission, the following 
orranizationaV structure has been established which consists of four 
elements: 

fKrnt 
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A. HQyi: Hur.ar Relations ^anch (Arjh). A ''•*rrarent H5VC Kumar Relations 
Traininr Branch assisted hy repreaentatives fror A.T.R. has baen established 
in the G-3 Division. The purpose of this Branch is to supervise and coordinate 
activities of the P^VC Human Relations Propram. Emphasis will be placed in 
the following areas: 

1. Supervise the conduct of sample attitude surveys among Marine 
Gorrr, personnel to identify the issues and problem attitudes which aro 
barriers to better working relations between Marines. This lays the 
foundation for Uu* prop*am. 

2. Conduct additional research largely from documentary aourcea to 
assist, in preparation of corrective educatianal materiale. 

3. ^repare and test educational materials with small groups of 
trainee«. Extensive testing is a critical element of the pregnou The 
materials not only mist be factual, but must be persuasiva in correcting 
specific problem attitudes. 

U. Organise the structure and specify the procedures for training, 
monitoring, and guiding the activities of Marine Corps Human Relations 
Instructors. 

Ç. Supervise the orientation and training sessions. 

6. Develop and institutionalise accompanying individual action 
programs. 

7. Conduct periodic studies to check program effectiveness, and to 
identify new problem Issues. 

p. Revise educational materials periodically to keep than current. 

9. Institutionalise the program within routine military operations 
to ensure continuity. 

R. The USVC Human Relations Instructors’School 

1. Mission 

a. Primary: The mrpose of the Human Relations Instructors’ 
School is to train an initial cadre of Human Halations Instructors for all 
corm.-'nds, and to train additional/replacement instructors for all conranda 
annually. 

b. Secondary: To conduct orientât!on/training courses in 
Human Relations. 

O 
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?. Objectives, The objective; of the Humar Relations Instructors' 

'>choe~i is to irt>1n qualified students to effectively: 

a. Oive oriertation. 

b. Conduct miided discussions. 

c. Orpanize, implement and monitor the Human Relations Propram» 

(1) Train members of their command. 

(?) Train small proun discussion leaders. 

(3) Conduct action propram. 

(U) Conduct data collection. 

C. Hunan Relations Instructors. Upon praduatlon from Human Relations 
Instruetors'school, the íftiman Pelaiions Instructor is the command level 

representative In all matters pertaining to the USMC Human Relatione Training 
Proprar. 

1. Mission. The mission of the Human Relations Instructor la to 
orppnize, implement, conduct and monitor the Human Halations Training 
Propram at his cormand. 

2. Resnonsibilitiea 

a. Brief commander and staff on proposed plan for program 
implementation. 

b. Conduct initial orientations for the ecsmandar and all 
members of his comrand. The policy approved by the Commandant is that 
no member of the cormand will receive this orientation until his coransnder 
has received it. This policy applies to sil caeránd and staff personnel 
within the orpanizatioral structure. 

(1) Scheduling should be coordinated through the appropriate 
trairinr section. The schedule should be announced sufficiently in advance 
"■f the presentation so that unit commanders can ensure maximum attendance. 
Attendance should be recorded to avoid repetitious attendance at the 
ori en ta ti on. 

(?) Materials and equipment necessary for presentation of 
the initial orientation are an overhead projector, screen end e set of view* 
praph transparencies which have been developed by the A.I.R.AJSMC Human 
Relations Team. 

U 
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(j) The orientation shoOd be presented in e room that is 
li,’hted but. sufficiently dim so thst the vleirgrspha can be seen easily. The 
room should be lipht enough so that the Instructor oan maintain eye contact 
with the rroup. When the rroup Is small enough to allow for discussion, the 

minute orientation nay require aa much aa 3 hours. However, the instructor 
should allow sufficient breaks so that maximum interest of the audience is 
maintained, 

(U) The orientation text end initial visual «Me will be 
provided by HGVC. 

c. Select and train Unit Discuseion Leaders. 

(1) Unit Discussion Leaders should bs carefully selected 
ana trained for they will conduct the continuing education and action program. 
Ideally, the discussion leaders should be selected from the normal chain of 
corrard, in the unit. This may not always be possible for any number of 
reasons including disagreement, with program philosophy or poor verbal akllls. 

(2) In selecting personnel for these duties the following 
criteria should be considered: K 

(e) Rank: Corporal through OySgt; istLt through Major. 

(b) Minimum 6 to 9 months remaining on atatioi:. 

(c) Motivation for and understanding of the ideological 
concerts of the program. 6 

(d) High leadership capabilities. 

(e) Good talking and reading ability, and skills in 
disc’ssior leadership. 

L Sound military background with experience in 
handling men especially desirable. 

(g) Broad general educational background to include an 
awareness of social problems in the United States and the American-host 
national relations in foreign countries is highly desirable. 

(h) Minimum OCT and VE of 110, 

(i) Sound moral character. 
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(3) Instructor will rive orientation to all personnel 
selrcwd oe discussion leaders; he will train Uicse selected In groups 
of in for a wininuir of 60 hours. 

(h) The -iuiran Relations Training Instructors should assist 
the discussion leaders in setting up training schedules and suitable training 
facilitée*; and conditions. Classes should be scheduled with a maxiMUm of 
20 rartirinar.ts fl5 is désirable) in each group and receive no more than two 
hours training day. The training site should hava a low noise level and 
be conducive to free-flowing discussion. 

d. Organi?e and monitor data collection to identify problem 
issvep s^r'fic to his area of responsibility. He must plan and implement 
a -te- for conducting surveys to assess the attitudes and misunderstanding 
ar~iV. various -roups, e.r. minority and majority. Based cc these studies he 
ru-i. advise '«on the need to update or otherwise revise the materiale. 
"h'’;,e survevs will also help measure orogram effectiveness. Anonymity is 
imv-native in samoling, particularly in interviews and written surveys. 

(1' The best procedure is to interview informally; Just 
talk to many people about problems and issues. If a problem ia uncovered 
or an a.snert of one that isn't already covered in the educational course, 
check to see if it is a widespread problem or an idiosyncracy of one or 
two npor le. Tf the problem is eo complex, subtle or sensitive that people 
would be unable or reluctant to discuss, check it by formal properly sampled 
interviewing. Tf 1t can be checked adequately by a written questionnaire. 
do so. * 

(<) Each commend should check ite own local conditions using 
tte anove procedure. This means the Human Belatiena Instructor must be 
thoroi ,-rly familiar with the educationrl materials because he will be looking 
only for additional problems not already in the materials. 

(3) Attitudes of Marines in the various groups of the state 
corran^ must be assessed simultaneously. 

(U> Roth interviews and group administered written rueatio®. 
naires will be used in the assessment of attitudes. Formal interviewing may 
be undertaken using a number of people as interviewers, if this method la 
used. Tt if necessary to develop standard interview questiona ( a structured 
outline which includes introductory statements and a list of specific topics 
to bo Olscussel . Written qufstionnalres provided by the HQMC should be the 
basic too., "r collecting information. Advantages of written questionnaires 
are that th- nrovHe tangible data for careful analysis, they avoid bias 
that nay be introduced by interviewers, and they are a much faster way of 
col!-ctng information. Past experience in Human Relations work has shown 
that Marines show .ittle hesitancy in giving honest and direct answers 
concerning their attitudes towards minority/majority and cross-cultural 
problems. 

» i .* 
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(i} The nurpone of co ectinp interview and questionnaire 

da*1» is to assist in identification of the problem issues causing friction 

between different ^rotins in your corra d. Tabulation of data nay be started 

as soon as tne first «rroup of completei questionnaires are available to 

deterri ne the frequency and percentage of types of anewera to each question. 

Fron the preliminary tabulations of data, establish a list of the maior issues 

cauainp friction between the elements in the command. The overriding objective 

of this nhase is to determine if the issues are the same aa those for which 

the corrective educational materials prepared by the Human Relations Branch 
are applicable to your situation. 

(6) The Human Relations Training Instructor must monitor 
the quality of training implementation. He should provide each Unit Discussion 

Leader with forms to provide necessary foadback for identification of problem 

areas in the unit, program, i.e., what educational materials are not working 

either that he or his trainees don't understand or don't find persuasive, 

or issues that are not. dealt with by the materials. Continuous examination 

1r n^ssary to discover strengths and weaknesses in the program, need for 

procedural changes, task priorities and atandarda of performance. The 

instr:-tor should make spot checks of unit level training sessions to see If 

cln-s sises are within the prescribed limit. If the discussion leaders are 

adhering to the prepared lesson materials, If sufficient classes are being 
held, and If prôner discussion techniques are being used. 

(7) Within any comand there are factors which influence 

humar relations between Marines. Research has revealed that there are many 

rytr.s and misunderstandings circulating among the men about ccamand policies, 
òore factors affecting human relations are related to: 

(a) Task assignment procedures. 

(b) Promotion and award procedures. 

(cï Judicial problems. 

(d) Oth*r training programs and opportunities. 

(e) Policies, regulations, local practices and customs. 

(f) Individual attitudes of Influential personnel within 
the command. 

In-tructors should thoroughly analyze these factors and 
incorporate facts in his training program to clear up seme of the myths and 
misunderstandings. 
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e. Organize .wi "onfoct the Action ^mfran 

(1) Planninr, the aetior phase nust beedn as the educational 
nhase in pro*reaainr. The first task will be to identify constructive 
activities that are already ar^poinp in order to have 'a basis from which to 
start. Analyze these activities for wide-spread application considering 
tine involved, oroblens encountered and results obtained. Acquire information 
about ongoinr and potential new activities Vy obtaining fron conpany level 
proprar renresentatives a written list of ectiTitles in which the men would 
like to enpa?e. Write up a brief caitline plan for ttie most promising 
suggestions including a method for evaluation. Locate groups or units who 
are willing to try out one or more of these plana. Those judged to be 
effective should be imnlernented command-wide and a new set of experimente 
begun on the next promising set of suggestions. 

(2) Remember, keep the first set of suggestions as simple 
as possible and proceed to those more comolex. Tou ere interested in 
individual constructive contacts across wealth, age, and racial lines 
between Marines and members of the civilian corwrunity rather than formal 
unit community action projects. This progrm’B success will depend on involve¬ 
ment of large masses of men on an individual day to day basis. 

(3) 'When the action pro pram begins, there can be many 
beneficial asr°cts for improvement of the individual Marines. For example, 
there are many Marines who are desirous of completing their high school 
education. At the same time there are Marines who would be willing to tutor 
others. Skills will be improved et the same time that the opportunity for 
constructive interaction is increased. It may be necessary to coordinate 
with Career Planners, education officers, etc. for assistance with these 
projects. Some study areas may also need to be provided by appropriate 
staff sections. 

(u) Later, when individual Marines or units are motivated 
to engage in action projects in the adjacent community such as work in an 
orphanage or youth center or old folks home, transportation may be necessary. 
These contacts in the civilian community should go far to improve the image 
of the Marine Corrs, 

f. Conduct Periodic Retraining Clinics. Both the WJMC staff 
and the command level staff will be involved in many administration and 
management tasks. Instructors and unit level instructors may be lost through 
transfer and discharge. Regularly scheduled retraining sessions should be 
held to train replacements and also to enable instructors and discussion 
leaders to improve their skills and understsndlng of program content. 
Planning for loristic suonort must be effected to include transportation, 
classroom and office space and equipment, billeting and messing of trainees, 
communications and schedules for operations. 
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g. Determine Nature and Scope of Related Human Relations Work. 

At each comrand, there will probably be some on-going human relrtions ~ ~ 

training pro^Tame. T^e inetructors should contact personnel conducting 

these rrofTarnsj analyae the scope of the progran, and attempt to incorporate 

these efforts, where possible, with the Headquarters Marine Corps Training 

Program, f'reat care should be exercised in contacts with these program 

loaders to avoid rivalry. They may object on the grounds that this new 

program is not necessary because its objectives are already being accomplished. 

In actual fact this program supplements rather than Aiplieatea or replaces 

onning efforts. Leadership schools usually incorporate human relatione 

training. Pnth courses may be closely related with overlapping approaches 

to the same goals, 

h. Maintain Liaison with Others In the Conn and Who Are 

Involved With Human Relations Matters, All bases have an Equal Opportunity 

or Human Relations Council, These sections should be assured that this 

program is not intended to replace but rather to supplement their operations. 

Those officers will be recipients of complaints that may indicate your program 

is not as effective as you anticipated. A pattern of similar coeplalnts may 

be your key that materials need up-dating or that training inplementation haa 

not been adequately accomplished and that corrective actione are necessary, 

i. Maintain Liaison with HQMC Human Halations Branch for such 

natters as changes in educational material. 

j. Assess Impact of Training Action and Other Program Elementa 

(1) The only reliable proof of the effect!vanees of your 

pro,-ram is th» increased working efficiency of the coranand. There should 

be an accompanying reduction in friction between the diverse groups, and 

an improvement in morale. 

(2) Instructors should also administer periodic attitude 

surveys. Tnese may be arranged to test Impact of the total program or to 
measure impact of various segments of the program, education and action. 

(j) The most useful measurement will be that which stresses 

eomnorison. There are several major comparisons that are useful in deter¬ 

minin'* Program effectiveness. These are: 

began. 

(a) A comparison of relations before (or as) the program 

(b) A comparison of relations between units implementing 

the pro'ram well, poorly, and not at all, 

(c) A comparison of attitude scores before (or as) 
the *'!-•> 'iii starts ani after training. 
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(d) A comp3ri.'son baaed on issues of friction before 

(or as) tbe proprair began versus the current status of issues of friction 
including relative degrees of intensity. 

(e) Liaison procedure for coordination of activities 

with HQMC will be published under separate directive. 

(f) All forms of human relations training and pertinent 

activities in the areas of human relations should receive as much publicity 

and attention as possible through commands and corammlty information services. 

Special attention should be given to news bulletins and format changes to 

ensure effectiveness. 

(g) The human relations training office should be 

included on all check in/cut sheets and readily identifiable for all 

personnel. 

(h) Tt is desired that individuals or groups be given 

suitable recognition for meritorious service or achievements to cosnand or 

community relations through existing wards or those which may be established. 

D. Unit Discussion Leaders. The importance of the Unit Discussion 

Lead*rs cannot 1» over emphasised as these discussion leaders will train 
the vast majority of Narines. Their mission it to train no more than 20 
men per group, no more than two hours per day unless otherwise directed. 

V. Command Emphasis. All commanders are responsible for the Human Relations 

Training Program within their com and and should ensure a continuing program 

of education In Human Relations for all Marines of their command. Emphasis 

should be placed on the following areas: 

A. Human Relations Instructors. All major conn ands have been directed 

by the Commandant oí the Marine Corps to assign graduates from Human Relations 

Instructors' School to perform primary duties as Human Relations Instructors. 

Tnese Instructors should be members of their command. There will be no less 

than one instructor for each 1,000 men. Gamanders should provide a system 

for ensuring that each vacancy will be filled on a continuing basis with 

school trained personnel. Commanders should assist the Human Relations 

Instructors by providing the support, personnel, and facilities required 

to acc implish their prescribed dutiesf conduct of the Human Relations 

’’’raining Program will be their primary and only duty. 

B. Orientation and Training. Cownanders are responsible for ensuring 

that an adequate program is arranged to present the prescribed orientation 

and training to all members of his comand. The orientation, scientifically 

based, will be riven b- graduates from Human Relatiorts Instructors School. 
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c* Artion, Coimnandera should nlscs particulsr emphasis on establishing 
ari effective Action Program« Tf the Action Program fallsf it will adversely 
affect the entire Human Relations Training effort, 

n* nnlt Ma eu a si on Leaders, Commanders are responsible for training 
srwcinec number of unit, discussion loaders And will aalntaln proper 

cognisance to ensure the discussions remain relevant to the basic mission 
and objectives outlined in paragraphs 1 and II, 

VI. Conclusion, Success of this program will depend on a combination of 
command suooort, continuing educational sessions held by dedicated, school 
trained personnel and a well organised extended individual action program 
throughout the Corps, Through this tool of leadership many of the Corps' 
and the Nation's human relations problems any be amsloriated or resolved. 



DCPAPTMENT OF THE NAVr 
HMOOUâKTtnS UNHID STATES MANlNf (OWNS 

WASHINGTON O C ¿U1AO 

MPE-J2-ja 
15 May 1974 

From: Conunandant of the Marine Corps 
To: All General Ofricers and Commanding Officers 

Subj: Human relations training 

1. The purpose of this letter is to inform you of the trans¬ 
fer of the Human Relations Training function from San Diego 
to the resident schools at MCDEC, together with the concept 
and supporting rationale. 

2. The closing of the Human Relations Institute at San Diego 
was directed by Congress. This will occur in July 1974 after 
a class of reserves graduates. Thereafter, the function will 
be conducted at the resident schools, MCDEC, where it will be 
incorporated into the ongoing leadership training with heavy 
emphasis on human relations. 

3. The goal of this program modification is to provide Marine 
leaders with the knowledge and skills necessary to lead Marines 
in order to ensure the highest combat readiness of the Corps, 
the continued success of the Marine Corps in combat, and the 
fair and equal treatment of Marines at all times. 

4. Conceptually, leadership training is to be conducted 
throughout the Marine Corps through a system of education, 
action, and by example. To this end and commencing in FY-75: 

a. Instruction to be given at The Basic School (about 
three weeks) will qualify the student to perform the duties 
of Unit Discussion Leader (UDL), as well as to prepare him 
for his leadership duties. 

b. Instruction to be given at the Amphibious Warfare 
School and the Communication Officer School (about five weeks) 
will qualify the student to perform the duties of Leadership 
Instructor. These duties include teaching basic leadership 
principles, teaching others to be UDL's, and performing the 
duties of UDL when needed. 

c. Instruction to be given at the Command and Staff 
College (about three weeks) will qualify the student to super¬ 
vise, manage, monitor, and inspect all leadership training. 
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Subj: Human relations training 

d. Instruction to be given at the Staff Noncommissioned 
Officers Academy (about 20 hours) will qualify the student to 
perform the duties of Assistant Unit Discussion Leader (AUDL), 
and to supervise, manage, and monitor individual leadership 
action. This course will include examination of real life 
problems and will stress the application of leadership 
principles. 

e. A mobile training team will be available to conduct 
training sessions in those field commands where there are 
voids in trained UDL's. The instruction will be designed to 
train selected leaders to be UDL's and AUDL's, and when re¬ 
quired, the team will conduct training for appropriate staff 
officers. 

5. The Marine Corps philosophy and approach to human rela¬ 
tions is sound, successful, and in its short life has borne 
significant results. The coordinated leadership education 
program generally described above is expected to upgrade and 
strengthen our human relations program. It offers the pros¬ 
pect of producing quality UDL's and AUDL's in increased numbers 
to meet the needs of the Corps on a continuing basis. It 
eliminates the need for full-time human relations instructors 
which we can ill afford in view of high manpower costs. 
Finally, it places the responsibility of this important func¬ 
tion squarely on the leader who is the traditional teacher in 
our Corps. 

6. You will be provided additional details and guidance in 
appropriate directives. For now, using the trained Marines 
on board, I expect you to take those actions necessary to put 
human relations training into the hands of your leaders. 

7. I ask for your continued, conscientious, and dedicated 
support for equality, fair treatment, and racial harmony. 

1 
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DEPARTMENT OF THE NAVY 

MCAOOUAHTCIIS UNITED STATES MANINE COMS 

WASHINGTON 0 C 201*0 

MARINE CORPS ORDER 5390.2 

From: Commandant of the 'Marine Corps 
To: Distribution List 

Subj: Leadership/Human Relations Program 

Ref: (a) 10 USC# 5947 (NOTAL) 
(b) MARGORMAN, par. 5390 
(c) MCO P5600.31C(NOTAL) 
(d) MCO P1510.23A 
(e) MCO P1500.12G 

Enel : (1) Individual Action 
(2) Mission and Functions of Marine Corps Leadership 

Instruction Department 
(3) Duties of the Leadership Instructor 
(4) Unit Discussion Leader Course Program of 

Instruction 
(5) Formal Schools Providing Comprehensive Leadership 

Training 
(6) Administrative Entries for OCR's and SRB's 
(7) Participant Learning Objectives 
(8) Transmittal Sheet for Recommended Changes to 

Leadership/Human Relations Manuals 
(9) Command Leadership/Human Relations Chronology 

Report 
(10) Marine Corps Leadership/Human Rejetions Inspection 

Guide 
(11) Special Instructions for Marino Lu.t.achx.ients Afloat 

Report Required: Command Leadership/Human Relations Chronology 
Report (Report Symbol MC-5-90- ) par. 16 

I« Purpose. To provide information and prunuu policy 
and implementing instructions concerning the Marine Corps 
LeadershipAluman Relations Program during the transition fror 
human relations training to comprehensive *.• .ctiTslup training. 

2. Cancellation. MCO 5350.♦A. 
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3. Policy 

a. The Marine Corps will have a continuing proyrai ot 
leadership/human relations for all Marines. The program 
will be executed to supplement those other Corps-wide 
leadership efforts whose primary purpose is the maintenan i 
of the highest degree of combat readmes: . 

b. All Marines, officer and enlisted, will participât- 
in a minimum of 20 hours of leader ship/human relations 
training annually. This training will be followed by a 
positive, individual action effort, which is addre^.o.o m 
enclosure (1). 

c. All 1 oc ally sponsored programs will be conduct oj it. 
such a manner that they contribute effectively to the 
improvement of leadership and the human relations clir. it« 
within the command. No Marine Corps comm,and will under t uK. 
any program of leader^hip/human relations training whi h 
involves the use of any techniques inconsistent with 
Marine Corps policies which foster self-discipline and 
organizational unity. This refers specifically to tech 
niques derived from psychotherapy, such as laboratory .am¬ 

used in group therapy, encounter groups, sensitivity 
training sessions, emotional confrontation, informal or- 
rank address, unstructured rap sessions, touch-feel gam«., 
transactional analysis or structural analysis. Leadership 
training will be conducted in accordance with recognized 
and proven traditional military techniques and principles. 

d. Conceptually, leadership/human relations training 
will be conducted Marine Corps-wide, through a system of 
education, action, and by example. Leadership/huisan 
relations doctrine and techniques will be taught to Marin«.- 
leaders in the formal schools system and in the field. The 
recipients of this training will in turn teach and It ad 
other Marines. 

4. Background 

a. Reference (a) outlines the general responsibility ot 
commanding officers for the morale, physical well-Leir. ., and 
welfare of the Marines under their command. Reference lb) 
cites those specific requirements of military leadership 
which have historically governed the basic relatiorship. 
between Marine officers and noncommissioned officers, and 
the Marines they lead. 

^ ^ C « * f — 
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b. The Marine Corps Human Relations Program was 
designed as a tool of military leadership, with the basic 
objective, through education and action, to ensure more 
constructive relationships among Marines and between Marines 
and individuals outside the Marine Corps. This initial 
effort was directed toward ameliorating racial problems. 

c. The program is currently undergoing a transition 
from human relations to a much broader leadership training 
program. During this transition, educational materials and 
the system currently in use will continue to be the basis 
for leadership/human relations training. By 1 July 1976, 
leadership/human relations will be improved upon and 
reorganized by meshing various elements of traditional 
leadership with the human relations dual-life philosophy. 
This more comprehensive leadership will institutionalize 
within the Marine Corps a training system to provide Marine 
leaders with the knowledge and skills necessary to ensure 
the highest combat readiness of the Corps, the continued 
success of the Marine Corps in combat, and the fair and 
equal treatment of all Marines at all times. 

5. Objectives. The objectives of the Marine Corps 
Leadership/Human Relations Program are: 

a. To improve leadership instruction in selected 
formal schools. 

b. To teach concerned and responsible leadership 
in selected formal schools and in the field. 

c. To foster the constant application of leadership 
doctrine by all Marine leaders. 

d. To promote harmonious interaction among Marines 
across barriers of race, ethnic group, grade, age and sex. 

e. To promote fair and equal treatment for all Marines. 

6. Program Structure. The Marine Corps Leadership/Human 
Relations Program will be conducted in the following 
manner : 

a. First Year of Participation 

(1) Orientation Phase. To provide an introduction, 
stimulate interest and provide basic program information. 

3 
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Participants discuss the (2) Discussion Phase, 
materials in NAVMC 2648. 

(3) Individual Action Phase. In this effort the 
individual Marine will be encouraged and influenced hy all 
Marine leaders during the year to make positive contri¬ 
butions in association with one another and in local civic 
endeavors. 

b. Second Year of Participation 

(1) Orientation Phase. To provide review 
information with deliberate emphasis on action and 
leadership. 

(2) Discussion Phase. Participants discuss the 
materials in NAVMC 2649. 

(3) Individual Action Phase. In this effort the 
individual Marine will be encouraged and influenced by all 
Mar ine leaders to make positive contributions in association 
with one another and in local civic endeavors. During this 
period command leadership training should stress the 
responsibilities of leaders and potential leaders m 
developing their Marines morally, mentally, and physi cally. 

c. Third and Subsequent Years of Training 

(1) Orientation Phase. To provide a review of the 
philosophical materials presented in the first 2 years 
and renew emphasis on individual action and professional 
leadership. 

(2) Discussion Phase. Participants in the third 
year will discuss the materials in NAVMC 2650. Participants 
in subsequent years will discuss materials as provided. 

(3) Individual Action Effort. Individual action, 
with emphasis on self-improvement and concern for others, 
will continue throughout the year. The Marine will be 
encouraged to improve himself professionally and personally 
through participation in activities of his own choosing. 
These activities could include the pursuit of civilian 
education, increasing occupational skills to enhance 
eligibility for promotion, or participation in martial arts 
training to develop the physical stamina and self-contidence 
of a good leader. Simultaneously, the Marine will be 
encouraged to maintain a personal program of concern for his 
fellow Marines and to participate in local civic functions. 

4 
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d. Discussion Group 

il) Composition. To foster an in-depth discussion 
of all relevant topics, and an association with Marines of 
different backgrounds, each conunand must ensure that 
discussion groups are composed of the widest possible age, 
grade, race, ethnic and sex mix. To ensure that everyone 
has the opportunity to express his views, discussion groups 
should not exceed 20 members. 

(2) Participants. The participants should under¬ 
stand that they are attending a conference and not a class 
or a period of instruction. Each person should participate 
freely, with the knowledge that the discussion will suffer 
where the group is not exposed to individual viewpoints and 
observations. The role of the discussion leader should not 
be viewed as that of a teacher or instructor, but as that of 
a moderator, stimulator and summarizer. Each leader 
participating in a discussion group should prepare himself 
to actively assume a leadership role within the discussion 
group. 

(3) Facilities. Discussion groups should meet 
in a well lighted room of comfortable size. If a large 
conference room is available it should be employed. Each 
participant should face inboard to enhance the discussion 
technique. Classroom styled situations, where all members 
sit in rows facing the discussion leader, should be avoided. 

7. Leadership/Human Relations Organization. Three 
organizations are charged with overseeing the successful 
execution of the Marine Corps Leadership/Human Relations 
Program. 

a. Equal Opportunity Branch (CMC (Code MPE)). This 
Branch, under the cognizance of the Director, Manpower Plans 
and Policy Division, Headquarters, U. S. Marine Corps, 
assists in matters pertaining to the development, imple¬ 
mentation and monitoring of the Leadership/Human Relations 
Program. Additionally, the Branch conducts st^ff visits to 
convnands for the purpose of evaluating the progress and 
effectiveness of the commands' leadership/human legations 
programs, offering recommendations for improvement, and 
gathering information for the development of future programs. 

b. Leadership Instruction Department. Tht? Leadership 
Instruction Department is located at the Marine Corps 
Development and Education Command, Marine Corps Base, 
Quântico, Virginia. It is a field service activity under 
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the operation«! control of Headquarters, Narine Corps. The 
mission and functions of the Leadership Instruction 
Department are cited in enclosure (2). 

f* Cofqwand staff Organization. These organizations 
function as prescribed by the appropriate echelons of 
command. 

8* Leadership/Human Relations Instructional Staff 

Leadership Instructor. Students of the Amphibious 
warfare School and the Communication Officers School will 
receive training qualifying them as leadership instructors. 
A portion of this education will address the training of 
unit discussion leaders and the administration of other 
appropriate leadership training. Graduates of these two 
formal schools will be designated leadership Instructors 
and will perform these duties on an additional duty basis 
as required by the commands in which they serve. The duties 
of the leadership instructor are contained in enclosure (3). 
Because of program similarity between human relations and 
comprehensive leadership training, those commands having 
graduates of the Human Relations Institute who are human 
relations officers and/or human relations instructors, are 
authorized to use them to perform leadership instructor 
duties until they are transferred or reassigned. Educational 
materials will be developed for use in fully qualifying 
human relations instructors as leadership instructors. 

b. Unit Discussion Laadey (udl) 

(1) All assigned unit discussion leaders will be 
officers or staff noncommissioned officers. Officers 
receiving training at The Basic School, beginning with 
Basic Class 1-76, will receive comprehensive leadership 
training qualifying them as unit discussion leaders. A 
second source of unit discussion leaders will be conmand 
sponsored unit discussion leader schools conducted in 
accordance with enclosure (4). 

(2) The use of two leaders in a discussion group is 
encouraged. When two leaders share the responsibility for 
the conduct of the sessions the quality of the discussions 
is greatly enhanced. One of the unit discussion leaders 
must be a graduate of an authorized training program. 

(3) When it is not possible to assign two discussion 
leaders, the unit discussion leader should coordinate with 
the senior officer, or in the absence of an officer the 
senior staff noncommissioned officer, in the discussion 
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group to review educational materials and plan for their 
respective roles in the discussion group. Liaison should 
continue for the duration of the discussion, with the unit 
discussion leader and the senior participant effecting an 
informal team relationship. 

c. Mobile Training Teams. The mobile training teams are 
organic to the Leadership Instruction Department and are 
composed of members of that department. They are designed to 
provide the Commandant of the Marine Corps the instructional 
staff necessary to train Marine leaders to implement, conduct 
and monitor leadership training at locations in the field. 
The teams will train individuals to be unit discussion leaders 
in those field commands where there are voids in trained unit 
discussion leaders. Additionally, as part of the development 
effort, the mobile training teams will conduct research, gather 
data, monitor and provide staff assistance to command programs. 

9* Leadership/Human Relations Symposia. An annual leadership/ 
human relations symposium will be hosted by the Commandant of 
the Marine Corps (Code MP). Mandatory quota allocations and 
funding requirements will be contained in the current 7100 
series Marine Corps bulletin. Commands desiring quotas in 
addition to those allocated by the 7100 series bulletin, and 
addressed in the current 5390 series bulletin, should submit 
requests to CMC (Code MPE). 

10. Comprehensive Leadership Training Within the Formal 
Schools System 

a. Enclosure (5) contains a list of those formal Marine 
Corps schools that will include comprehensive leadership 
training in their programs of instruction. Students 
attending these schools will receive the comprehensive leader¬ 
ship training presented by the Leadership Instruction 
Department located at Marine Corps Base, Ouantico, Virginia. 

b. Commanders of formal schools not included in enclosure 
(5) that include leadership/human relations training in their 
programs of instruction, will ensure that such instruction is 
consistent with comprehensive leadership training and the 
specific instructions contained in paragraph 4c of this Order. 

c. Commanders of formal schools not included in enclosure 
(5) may request assistance from the Commandant of the Marine 
Corps (Code MPE) in the development and implementation of 
comprehensive leadership courses for their schools. Upon 
approval of the request, the Commandant of the Marine Corps 
will provide appropriate assistance to the school commanderc 
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d. Students who receive comprehensive leadership 
training at one of the formal schools listed in enclosure 
(5) will have satisfied the annual 20-hour leadership/human 
relations training requirement. Appropriate OQR/SRB entries 
(see enclosure (6)) should be made by the parent commands. 

11» Civilians. Those civilian employees serving in super¬ 
visory capacities shall attend leadership/human relations 
training. Civilian employees serving in nonsupervisory 
positions are encouraged to participate in leadership/human 
relations training. 

12. Training for Other Military Service Personnel 

a. Personnel from other military services who are 
assigned to Marine Corps commands are authorized to partici¬ 
pate in their 18-hour DOD required human relations training 
exclusive of the Marine Corps if they can receive their own 
service peculiar program. Where such an opportunity does 
not exist, they will participate in the Marine Corps 
Leadership/Human Relations Program in order to satisfy DOD 
training requirements. Decision as to which program will be 
undertaken will reside with the commander exercising opera¬ 
tional control. However, other service members will not be 
required to participate in more than 20 hours of training 
annually, regardless of the source of training. 

b. Commanders who have other service members assigned, 
or are in close proximity to other Marine Corps and/or other 
service commands to which Marines are assigned, are 
authorized to furnish these personnel leadership/human 
relations training. This training must be requested by the 
appropriate other service commander and be within the capa¬ 
bilities of the leadership/human relations instructors on 
board. 

c. Appropriate remarks concerning the training of other 
service personnel will be included in the Command Leadership/ 
Human Relations Chronology Report. 

13. Manuals. Procedures for requisitioning replacement 
leadership/human relations manuals are contained in 
reference (c). 

14. Participant Learning Objectives. Participant learning 
objectives for leadership/human relations training are 
provided in enclosure (7) to assist the commander in 
assessing the effectiveness of training. 
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a. Conunanders will: 

(1) Ensure that all Marines, officer and enlisted, 
participate in 20 hours of leadership/human relations 
training annually. Marines undergoing recruit or formal 
training are not required to undergo leadership/human 
relations training while attending those schools. Marines 
under orders to an overseas tour from a permanent CONUS duty 
station will receive their first year training prior to 
transfer, except in the foregoing cases. 

(2) Implement the program at every echelon employing 
either graduates of the Human Relations Institute, graduates 
of the formal schools at Quântico, graduates of the unit dis¬ 
cussion leader schools, or officers and noncommissioned offi¬ 
cers trained by mobile training teams. The course emphasis 
indicated in enclosure (5) will be used as a basis for 
specific assignments. 

(3) Ensure that each discussion group is briefed on 
individual member responsibilities with respect to the dis¬ 
cussion. Individual responsibilities are based on a partiei- 
pant/conference relationship and not one of student to class. 

(4) Maintain proper cognizance over each discussion 
group through periodic monitoring to ensure that the 
discussions are conducted in accordance with this Order. 

(5) Ensure that each discussion group is composed of 
representative ratios of age, grade, sex and ethnic group, 
to the extent unit assets will permit. 

(6) Participate in all phases of the leadership/ 
human relations program to include ensuring that their 
commands have internal and external action programs in being. 

(7) Ensure the development of a master plan for the 
conduct of leadership/human relations training, outlining 
the command's training program for all Marines and civilian 
supervisors, and effecting the desired grade and age spread 
which is vital to successful training. In this regard, 
commanders are authorized to utilize some senior officers 
and/or senior staff noncommissioned officers to participate 
in and monitor training in which they have previously 
participated. These senior officers and s»aff noncommis¬ 
sioned officers will bring to the discussions both experience 
and leadership. Officers and staff noncommissioned officers 
so utilized should receive appropriate credit by OQR/SRB 
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training S^ct^äaf ^ ln00rp0r«“) lnto c«»^.. 

(8) Ensure that all civilian supervisors receive 20 
hours of leadership/human relations training annually. 

(9) Select leadership instructors, assignino them to 
ÎT^t^SSUtllnedyin enc}osure (3) and making OQR/SRB entries 
as outlined in enclosure (6) • Such duties should be r»*rf 
on an additional duty basis. When. av.uîbî. ^r^thîÎ oS! 
leadership instructor should be utilised to conduct S" 
raining. Inactive leadership instructors are required to 

fraîi^? ln aPPrOPrlate phi,se 1**darship/human^relatlons 

offi offifers «nd staff noncommissioned 
officers as unit discussion leaders making OQR/SRB entries as 
outlined in enclosure (6). Officers and staff SncS^Ï«?oîL 
officers so assigned should have received unit discussion 
leader training during officer basic training or from either 
a Human Relations Institute graduate, a leadership instructor 
or a member of the Leadership Instruction Department's Mobil«»' 
Training Team. Enclosure (4) is to be uSed £Tgüïdê XÍ 
training unit discussion leaders. Unit discussion leaders 
who are not active are required to participate in the annrn 
pnate phase of leadership/human relationsPtraining annuall^. 

(11) Ensure that OQR's and SRB's contain appropriate 
entries as reflected in enclosure (6). appropriate 

(12) Request mobile training team assistance in thos» 
nôtSeÕ„W^rdadeqUfely quallfle<3 unit discussion ?eSdtts «I not on board or where special emphasis is needed in the 
conduct of a local program. This request should be addressed 
to the Commandant of the Marine Corps (Code MPE) with a conv 
to the Chief, Leadership Instruction Department Marine Otra« 
Education Center, MCDEC, Quântico, Virginia 22134. 

u «i13! Transmit recommended changes to Leadership/ 
Human Relations manuals to the Commandant of the Marine Corns 

»¿'V C?Py t0 the ^.rship Instruction*5* 
^ ?r il5îr Question center, MCDEC, Quântico, 
Virginia 22134 utilizing the format contained in enclosure 

(14) Submit the Command Leadership/Human Relations 
Chronology Report in accordance with enclosure (9). 
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(15) Employ enclosure (10) as a guide m monitoring 
ana inspecting the command's leadership/human relations 
programs and in preparing for Inspector General visits. 

(16) Ensure appropriate entries are made in the 
training records of civilian personnel who attend subject 
training. J 

b. Commanding officers of Marine detachments afloat will 
use the additional instructions contained in enclosure (11). 

c. The Chief, Leadership Instruction Department will; 

(1) Carry out missions and functions as outlined in 
enclosure (2). 

(2) Conduct staff visits to field commands as 
directed by the Commandant of the Marine Corps. 

(3) Submit trip reports within 30 days of each staff 
visit to the Commandant of the Marine Corps (Code MPE). 

(4) Submit a narrative course completion summary to 
the Commandant of the Marine Corps (Code MPS) within 30 days 
of completion of each course conducted at the formal schools 
listed in enclosure (5). Outline highlights of instruction, 
problems encountered# end make additional conunents as 
deemed appropriate. 

(5) Submit programs of instruction and recommended 
changes to the Commandant of the Marine Corps (Codes MT and 
MTES) in accordance with references (d) and (e), and to Code 
MPE. 

Reports Required. Semiannually, commanding generals 
and commanding officers will submit the report outlined in 
enclosure (9). This report will reach the Commandant of the 
Marine Corps (Code MPE) not later than 30 days following the 
end of the reporting period (reporting periods end 30 June 
and 31 December). 

l7« Reserve Applicability. This Order is not applicable 
to the Marine Corps Reserve. ./ 

“"^ohï: liclauciHí.l, 
Chief of 
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INDIVIDUAL ACTION 

1. Defiru tion. Individual action is defined as the 
conscious commitment by Marines to put into action in their 
daily activities the principles, traits, and fundamental 
elements of the leadership/human relations proaran. It 
includes recognizing one's responsibilities as a Marine, 
acquiring the skills needed to fulfill them, and carrying 
then, out through positive behavioral activities that protect 
and defend life. 

2. Purpose. The purpose of individual action is to extend 
leadership/human relations training beyond the classroom so 
that the principles, traits and fundamental elements can 
be practiced consistently with dedication, by example, and 
daily throughout a career. 

3. Sc ope. The scope includes self-improvement and 
constructive interpersonal relations with Marines of all 
racial, ethnic, social, and economic backgrounds, between 
Marines and members of other armed services, and between 
Marines and rivilians at home and overseas. 
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MISS I ON AND FUNCTIONS OF 
MARINE CORPS LEADERSHIP INSTRUCTION DEPARTMENT 

1. Mi .»tf i or,. Tho mission of the Leadership instruction 
Department is to train Marine Corps leaders in the 
principle--, and techniques of sound leadership with heavy 
emphasis on human relations. 

2* Fun 1 ions. As prescribed by the Conunandant of the 
Marine f'orps, the functions of the Leadership Instruction 
Department are to: 

a. Conduct leadership training courses in the formal 

schools at MCDEC. 

b. Conduct leadership training courses at field 
commands. 

c. Conduct special courses at MCDEC in leadership 

training. 

d. Assist in: 

(1) The development, testing and revision of 
leadership courses and manuals. 

(2) The study of prevailing conditions, attitudes, 
prejudices and behavior effecting leadership training. 

(3) The evaluation of the effectiveness of Marine 

Corps leadership training. 

ENCLOSURE (2) 
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1. Leadership instructors will receive formal training 
during attendance at Amphibious Warfare School and 
Communication Officers School. 

2. The leadership instructor, on an additional out y oasis, 
performs the following tasks: 

a. Plans, organizes and conducts training for unit 
discussion leaders. 

b. Assists and monitors discussions conducteo oy unit 
discussion leaders. 

c. Organizes and monitors data collection to identify 
problem issues peculiar to local areas. 

d. Monitors data collection as directed by higher 
headquarters. 

e. Organizes and conducts periodic refresher triir.ir 
dimes r or leaders and unit discussion leaders. 

f. Assesses and reports the impact of guided 
discussions, leadership actions and other leadership 
training elements. 

•1¿ 
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UNIT DISCUSSION LE/^-DER COU H JE 
PROGRAM OF INJTRUC FION 

(To Be Published Separately) 
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FORMAL SCHOOLS PROVIDING 
COMPREHENSIVE LEADERSHIP TRAINING 

1. Leadership/human relations training will be developed 
and conducted by the Leadership Instruction Department, 
Marine Corps Education Center, MCDEC, Quântico, Virginia 
22134. Course emphasis and length are provided below. 

2. The Basic School (TBS) and Woman Officer Basic Course 
(WOBC) - 120 hours. Students of TBS and WOBC will be 
trained as unit discussion leaders. 

3. Amphibious Warfare School (AWS) - 120 hours. The AWS 
course will prepare students to teach others to be unit 
discussion leaders. Graduates will be trained as leadership 
inst ructors. 

4. Advanced Communication Officers School (ACOS) - 120 
hours. Same as the AWS student. 

5. Command and Staff College (C&S) - 60 hours. The course 
will emphasize supervision, management, monitoring, 
inspection, and appropriate participation in leadership 
training. 

6. Staff Noncommissioned Officers Academy (SNCO Academy) - 
20 hours. The course will place emphasis on the development 
of skills that will enable graduates to assist unit 
discussion leaders in discussion groups, and to supervise, 
manage, and monitor individual leadership action. This 
course will cover a review of the leadership philosophy 
to include examples of real life problems. It will stress 
the application of leadership principles. 

ENCLOSURE (5) 
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ADMINISTRATIVE ENTRIES FOR OQR ' £ AND_SRB 1 

1. The below-listed samples are to be used as a guide ter 
commanders in making administrative entries on page j of 
OQR's and page 11 of SRB's concerning leadership/human 
relations. 

a. When individuals have successfully completed 
discussion leader's training: 

unit 

Successfully completed unit discussion leader's 
training this date and is certified as a qualified 
unit discussion leader for NAVMC's 
(2648, 2649, 2650 as appropriate) 

b. When a Marine is assigned duties as a unit 
discussion leader: 

'Assigned this date to additional duties as a 
unit discussion leader." 

c. When unit discussion leaders will 
discussion leader duties: 

no longer pertorm 

"Satisfactorily completed additional duties as 
a unit discussion leader this date." 

d. Upon transfer of a unit discussion leader: 

"Satisfactorily performed duties as a unit 
discussion leader and is recommended for 
assignment to these additional duties," 

e. When a trained unit discussion leader is considered 
not qualified to perform duties as a unit di:ussi->n It.,. Her: 

"Determined this date to be unqualified to 
perform duties as a unit discussion icaicr." 

f. When a Marine is assigned duties a. a . j jer.-hip- 
human relations instructor: 1 

"Assigned this date tr addition.:! : 
leadership/huinan relation.- ir.wtri.'t t 

q. When a leadership/h i: .r. r^luti 
performed duties in leader nip'1. imm r 
reassigned to duties other t nan Indei: 

;o.tr or has 
’ i u.s urd i-, 

1 /human reiati,,:. : 
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or L* 

"Reassigned from auties it. leader olap/human 
relations this date." 

h. iM.tr. individual Marines have rereived JO hour 
‘raining the tirst year: 

ve 1 JO hours of leader ship/human relation; 
* 1 u¡ :. 11..¡ for calendar year usina NAVMt’ . n4c. 
i AW V ' ‘,190.2." ~~ 

1. W'r,.-r. individual Marines have received 20 hours of 
training the .eoond year: 

"R< tived 20 hours of leadership/human relations 
‘r ara:.g f .r calendar year _ using NAVM^' 2t,49 
I AW Mil t 390.2 . " 

.-0,( n i ron vidual Marines have received 20 hour.; of 
training 1 r the th.rd and subsequent years: 

'Rc.-eived sO hours of leadership/hurrian relation^ 
training for calendar year_using NAVMC 2650 
I AW MCO 5 190.2." 

k• f-nt ry fot inclusion m the service records cf U. 
.«a. g pt-r. ic.nel who have received 20 hours of leader, ¡ap 
r an r*a a. ,:. training within the Marine Corps: 

io eivco race relations training with the 
M u .r.e Corps while undergoing human relations 
training (1st, 2d, etc. year) as required by 
Lx 0 lurective 1322.11. This training was 
conducted at (comm.and/place) on (date) . " 

ENCLOS URL (b) 
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PARTICIPANT LEARNING OBJECTIVES 
HUMAN RELATIONS LEADERSHIP DISCUSSION MANUAL, 

VOL. I, NAVMC 2648 

1. Upon completion of training in section 1, pages 1 
through 30, the participant will be able to explain in his 
own words his basic responsibility as a group participant to: 

a. Participate in group discussions. 

b. Listen to all viewpoints during discussions. 

c. Take an active part in individual action assignments. 

d. Explain that each participant can help as an 
individual by improving his understanding of others. 

2. Upon completion of training in section 2, pages 31 
through 73, the participant will, in his own words, be able 
to: 

a. Explain that "values," such as life, liberty and 
equality are those things that are important to him and to 
others. 

b. Explain the theory, as discussed in the manual, that 
"Life is man's most basic value." 

c. Explain the life value theory, as discussed in the 
manual, as e.g., "The life value theory is a dual value of 
self and others." 

d. Explain the theory that "Reason is the balancer 
in the dual life theory of self and others." 

3. Upon completion of training in section 2, pages 74 
through 95, the participant will, in his own words, be 
able to: 

a. Explain how "political freedom" protect.- human life 
by giving a definition of political freedom as .g., ma 
meaningful life protecting voice (vote) in one1.- own rule." 

b. Explain the meaning of "equality" as discussed in 
class by defining equality as e.g., "Each person's life is 
as important to him as my life is to me." 

4. Upon completion of training in part 2, pages 88 through 
118, the participant will, :n his own words, be able to; 

ENCLOSURE (7' 
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a. Explain that the proper role of the military man 
; a to defend and protect human life. 

b. Explain that the need for order/djscipline in the 
military is essential for mission accomplishment. 

c. State that the four indicators of effective 
leadership are: discipline, esprit, morale, and combat 
effectiveness, or words to that effect. (pp 103-104) 

5. Upon completion of training in section 3, pages liy 
through 210, the participant will, in his own words, be 
able to: 

a. Apply the four step cross-cultural adjustment guide 
approach to a given problem in order to reduce any misunder¬ 
standing one may have of others. (page 121) 

b. Explain that the basis for differences such as 
skin color, culture and language may exist for reasons of 
survival. 

c. Define "prejudice" and give an example of how it 
affects self and others. 

d. Give an example of how "name calling" can affect 
self and others. 

e. Explain why we discuss problems of misunderstandings, 
prejuoice, and name calling, and give an example of how they 
adversely affect the Marine Corps. 

ENCLOSURE (7) 
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PARTICIPANT LEARNING OBJECTTVrq 
HUMAN RELATIONS LEADERSHIP DISCUSSION MANUAL 

VOL. II, NAVMC 2649 

1« Upon completion of training in section 
through 140, the participant will, in his 
able to; 

4, pages 1 
own words, be 

*1 state and explain the four step cross-cultural 
adjustment approach suggested in the manual (page 12) to 
help reduce culture shock, e.g., f y 

(1) Try to find the reason for the difference. 

(2) Knock off exaggerat 

(3) Compare the alleged 
in one's own culture. 

(4) Toughen up mentally 

b. Define "culture shock" 
different culture. 

ions - get the facts, 

differences to similant 

as a negative reaction to 

i es 

d 

c. Explain how culture shock "sickness" can adversely 
affect the combat readiness of a unit, (page c) 

d. Explain that a sign of 
or making fun of everything in 

culture shock is denouncing 
another culture. (page 7) 

e. Explain how culture 
problems such as UA, racial 

shock coula cause some current 
unrest and insubordination. 

f. Use the four step cross-cultural ao 
to dispel the generalization that all t n<_ .-, 

ment approach 
nationals are 

(1) Corrupt or that they try to brine you 

Seemingly unclean oecause their -at.tatior 
below Anencan standards. 

i s 

(3) Lazy because they . lee*! during 

g. Expla-in that the reason we disc, 
the host nationals is to a***: t ? i'.^x 

don't value their lives, am to rtate 
customs. 

religion of 
i :e a that they 

^pect for their 

# 54 < Z-21 



.:. ipjr. completion of training in section 5, pages 1*1 
t;.; ugh 1/4, the participant will, in his own words, be 
id]«? to: 

a. Explain that tho main purpose of government is 
aximum haoan welfare (the life value). 

b. Explain that the four main components of an ideal 
government are: 

(1) All the freedom possible. 

(2) All the control necessary. 

(3) Constitutional control of changes (by voting). 

(4) Taproot - the right to make life-protecting changes 

c. Explain how the above four components relate to the 
military. 

d. Explain why more control is necessary and less 
freedom is possible in the military than in civilian 
society. (page 165) 

e. Explain how prejudice can injure those without an 
equal life-protecting voice in government. (page 174) 

3. Upon completion of training in section 6, pages 175 
through 223, the participant will, in his own words, be 
able to: 

a. Explain that the reason male-female relations are 
addressed in these discussions is because ignorance of them 
causes misunderstanding, hostility and a lack of respect 
overseas that can adversely affect the combat efficiency 
of a unit. 

b. Discuss what action individuals can take to improve 
leadership within the Marine Corps. 

ENCLOSURE (7) 
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HE/UJING 

Originator’s Code 
File Nurnbei 
Date 

From: 
To: Commandant of the Marine Corps (Code MPE), 

Headquarters, U. S. Marine Corps, Washington, D. C. 
20 iHO 

Subj: Re^ormended Changes to Volume_of the Marine Corps 
Leariership/Human Relations Discussion Manual 

Ref : (a) MCO 5390,2 

1 • accordance with the provisions of reference (a), the 
be low-re-omen ded changes are submitted: 

Page ( s ) _ 

Sub jeer: 

Problem: 

Recommended Change: 
change as appropriate. 

(Include complete page or sentence 
Most importantly, be specific.) 

Copy to: Chief, Leadership Instruction Department, 
Marine Corps Education Center, MCDEC, 
Quântico, Virginia 22134 

ENCLOSURE (8) 

1 
23 



Mro 5^90 V 

8 Apr 1975 

COMMAND LEADER gilP/HUHAN RELATIONS CHRONOLOGY REPORT 

1. The Command Leadership/Human Relations Chronology Report 
concerns leadership/human relations events that have taken 
place in the command during the reporting period. The 
reporting period is defined as the calendar year up to the 
date of the report, i.e., 30 June or 31 December. The 
report will include, but not be limited to the followings 

a. Training Information 

(1) Percentage of personnel on board at the end of 
the reporting period who have received training (from any 
source) in: 

(a) Volume I_ 

(b) Volume II 

(c) Volume III_ 

(d) Subsequent Training_ 

NOTE: If a Marine has completed more than Volume I training 
he should be figured into the percentages for all 
training he has completed. 

(2) Percentage of personnel (Marines and civilian 
supervisors) trained by the command during the calendar year. 
(Disregard incoming personnel who were trained by their 
previous command, but count command trained personnel who 
have been transferred.) Figure the percentage using the 
following computation: (a) Number of personnel trained by 
the command divided by (b) The number of personnel in the 
command on January 1 who needed training (should be 100 
percent) plus (c) Number of personnel who joined requiring 
training minus (d) The number of personnel transferred during 
the year who did not receive training. 

-S- « Percentage trained by the command. 
(b+c)-(d) 

(a) Percentage of Marines trained by the command 

command 
(b) Percentage of civilians trained by the 

(3) Discussion leaders: 

ENCLOSURE (9) 
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(a) Number trained by the command during the 
current calendar year: 

Officers__ SNCO's_ 

(b) Number on hand at the end of the reporting 
period: * 

Officers__ SNCO's___ 

b. Action Program 

(1) Describe the command's philosophy with respect 
to individual action efforts being undertaken within the 
command (Internal Action Program). Provide concrete example 
and rationale. 

(2) Describe the command's philosophy with respect 
to individual action efforts being undertaken in the 
civilian community (External Action Program). Provide 
concrete examples and rationale. 

c. Problem Areas 

(1) How many leadership/human relations instructors 
are currently on the rolls of the command? What are the 
anticipated losses during the next 6-month period (indicate 
name, grade and reason for loss)? 

(2) What problems have been encountered with the 
educational materials, and what actions have been taken to 
correct these problems? 

(3) What problems have been encountered in the 
discussion groups? 

(4) What problems have been encountered with unit 
discussion leader's training? 

d. Provide a conwander's evaluation of the following: 

(1) 'Hie adequacy of unit discussion leader criteria 
and training. 

(2) The impact of the leadership/human relations 
Pro9r®m on the command's effectiveness, discipline, esprit 
and morale. 

2. Recommendations for improvement in the leadership/human 
«■•lotions program are encouraged. 

ItCLOSURI (9) , S - 25 
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MARINE CORPS LEADERSHIP/HUMAN RELATIONS 
INSPECTION GUIDE 

MARINE CORPS ORDER 

1. Is the current edition of ICO 5390.2 being maintained 
in the command's files? 

2. Does the order have all current changes (if any)? 

COMMAND EMPHASIS 

1. Has the commander participated in 20 hours of leadership/ 
/ÜÎS!îneÎîia!iion8 tr«inin9 for the current calendar year? 
(MCO 5390.2, par. 3b.) J 

2. Has the commander's staff participated in 20 hours of 
leadership/human relations training for the current calendar 
year? (MOO 5390.2, par. 3b.) 

3. Does the commander brief each discussion group at the 
onset of its training? (MOO 5390.2, par. 15a(3).) 

4. Does the command have internal and external action 
programs in being? Cite specific examples. (MOO 5390.2, 
par. 15a (6).) 

LEADERSHIP/HUMAN RELATIONS SYMPOSIUM 

Has the command budgeted for representatives to attend the 
annual Leadership/Human Relations Symposium? (MOO 5390.2, 
par. 9.) 

PERSONNEL 

1. How many leadership instructors and human relations 
instructors are assigned to the command? 

2. How many leadership instructors and human relations 
instructors are assigned duties as leadership/human 
relations instructors? 

3. Are the leadership instructors and human relations 
instructors assigned to duties in the leadership/human 
relations field performing their duties on an additional 
duty basis? (M00 5390.2, par. 15a(9).) 

/-26 
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3 Apr 1975 

4. Are the leadership instructors or human relations 
instructors assigned adequate to conduct the Leadership/ 
Human Relations Program? 

5. if the answer to #4 is "no", what action has the 
commander taken, to include requesting a HQMC staff visit? 
(MOO 5390.2, par. 7a.) 

6. How many trained unit discussion leaders are in the 
command? 

7. How many have conducted training within the past 6 
months? 

8. Are adequate unit discussion leaders assigned to ensure 
the proper execution of the Leadership/Human Relations 
Program? 

9. If the answer to #8 is "no", what action has the 
commander taken, to include requesting the assistance of 
a mobile training team? (MCO 5390.2, par. 15a(12).) 

10. Are all unit discussion leaders officers or staff 
noncommissioned officers? (MOO 5390.2, par. 15a(10).) 

11. If the answer to #10 is "no", why are all unit 
discussion leaders not officers or staff noncommissioned 
officers and what steps are being taken to correct the 
situation? 

12. Does the commander have any method for evaluating and 
documenting the performance of his unit discussion leaders? 

TRAINING 

1. Does the command have a master plan for the conduct of 
leadership/human relations training, and is the plan 
incorporated into the command's training directives? 
(MOO 5390.2, par. 15a(7).) 

2. Will the command achieve the goal of having 100 percent 
of its personnel (officer and enlisted) participate in 20 
hours of leadership/human relations training during the 
calendar year? (MCO 5390.2, par. 15a(l).) 

3. Are the command's civilian supervisors receivina 20 hours 
of leadership/human relations training annually? 
(MOO 5390.2, par. 15a(8).) 

2-27 
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. A*e the Leadership/Hunan Relations Discussion Manuals 
beir.^ used as the basis for s.nall group discussions during 
the 20 houis of 1 eadership/hurran relations training? 
(MCO 5390.2, par. o.) 

5. Does the command possess an adequate number of manuals 
and guidelines to conduct training? 

a. Fii.* Year, Volume 1_ 

b. Second Year, Volume II__ 

c. Third Year, Volume III__ 

fc. Does the commander maintain proper cognizance over each 
discussion group, including visits and a monitoring system, 
to ensure that the discussions remain relevant? (MCO 5390.2, 
par. 15a(4).) 

7. Is the command employing any of the techniques referred 
to in the popularized group psychotherapy sessions of the 
so-called encounter groups or sensitivity training sessions? 
(MCO 5390.2, par. 3c.) 

8. Do discussion group sessions include emotional 
confrontation, informal cross-rank address, unstructured 
"rap" sessions or any "touch-feei" games? (MCO 5390.2, 
par. 3c.) 

9. Are the facilities available for training conducive to 
the group discussion techniques? (MCO 5390.2, par. 6d(3).) 

îr1ûndoSCU‘3S10^Jg,f?u?s comP°sed of 20 Marines or less? (MCO 5390.2, par. 6d(l).) 

11. Are the discussion groups composed of representative 
ratios of age, grade, sex and ethnic group, to the extent 
that unit assets allow? (MCO 5390.2, par. 15a(5).) 

12. Is the command using its available training capacity? 

RECORD BOOK ENTRIES 

1. Are OQR and SRB entries being made on all leadership 
instructors, human relations instructors, and unit discussion 
leaders as required by this order, and are they being made as 
directed by enclosure (6)? (MCO 5390.2, par. 15a(9) 4 (10).) 

ENCLOSURE (10) 
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2. Are OQR and SRB entries being made for all Marines when 
they complete their annual 20 hours of leadership/human 
relations training? Are the entries being made as outlined 
in enclosure (6)? (MCO 5390.2, par. 15a(ll).) 

ENCLOSURE (10) 
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SPECIAL INSTRUCTIONS FOR MARINE DETACHMENTS AFLOAT 

1. This enclosure provides guidance for implementation of 
leadership/human relations training in detachments afloat. 

2. Commanding officers of Marine detachments afloat will: 

a. Ensure that each Marine in their command receives 
the leadership/human relations training prescribed. 

b. Establish liaison with the commanding officer of the 
appropriate supporting Marine barracks to formulate and 
execute plans for the conduct of training. Paragraph 4 
lists those commands designated as supporting Marine 
barracks. 

3. Commanding officers of designated supporting Marine 
barracks will: 

a. Provide leadership/human relations training support 
as required for the Marine detachments home ported in their 
general area. 

b. Submit requests to the Commandant of the Marine 
Corps (Code MPE) for additional leadership/human relations 
manuals to support Marine detachments. 

c. Notify the Commandant of the Marine Corps (Code MPE) 
of any costs included in providing this support that cannot 
be absorbed by the Marine barracks or the Marine detachment. 
It is anticipated that actual costs for supporting this 
program will be nominal. 

d. Request from the Commandant of the Marine Corps 
(Code MPE), any required educational materials or technical 
assistance. 

4. Below is the list of commands designated as supporting 
Marine barracks: 

Z- 30 
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SUPPORTING MARINE RARRAPK*; 

ALAMEDA, CALIFORNIA 
BREMERTON, WASHINGTON 
CHARLESTON, SOUTH CAROLINA 
GUAM 

JACKSONVILLE, FLORIDA 
LONDON, ENGLAND 
LONG BEACH, CALIFORNIA 
NAPLES, ITALY 
NEWPORT, RHODE ISLAND 
NORFOLK, VIRGINIA 
NORTH ISLAND, SAN DIEGO, CALIFORNIA 
PHILADELPHIA, PENNSYLVANIA 
ROTA, SPAIN 
SAN DIEGO, CALIFORNIA 
VALLEJO, CALIFORNIA 
YOKOSUKA, JAPAN 
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22 July 1974 

Leadership Branch Staff Training 

Purpose: To provide the Leadership Branch staff with a 
thorough understanding of the philosophy* theories ^ 
concepts, methods and skills used in the human 
relations program, as necessary, to obtain the 
background required to develop and conduct 
leadership training in the formal schools. 

Course Time: 195 hours. 

Enclosure (1): General Content of Philosophies, Theories, 
and Concepts Segments of Leadership Branch 
Training. 
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Monday, 5 Aug 74 

0800 - 0830 Admin Remarks 
0830 - 0930 Welcome Address 
0930 - 1030 A.I.R. Remarks 
1030 - 1130 Attitude Survey 
1130 - 1300 Lunch and PT 
1300 - 1400 Effective Speaking 
1400 - 1500 Effective Listening 
1500 - 1700 Intro Methods & Media 

Tuesday, 6 Aug 74 

0800 - 0930 Background Orientation 
0930 - 1030 Initial Orientation 
1030 - 1130 Analysis of the Orienta¬ 

tion 
1130 - 1300 Lunch and PT 
1300 - 1600 Philosophy, Theories, and 

Concepts of the Program, 
PTC-1 

Wednesday, 7 Aug 74 

0800 - 1030 

1030 - 1130 
1130 - 1300 
1300 - 1400 

Philosophy, Theories, and 
Concepts, PTC-2 
Guided Discussion 
Lunch and PT 
Guided Discussion Leader¬ 
ship Technique 

1400 - 1600 "ol. T Discussion 

Thursday, 8 Aug 74 

0800 - 1130 

1130 - 1300 
1300 - 1600 

Philosophy, Theories, and 
Concepts, PTC-3 
Lunch and PT 
Vol. I Discussion 

Friday, 9 Aug 74 

0800 

1130 
1300 

1130 Philosophy, Theories, and 
Concepts, PTC-4 

1300 Lunch and PT 
1600 Vol. I Discussion 

Col DAVIS 
LtGen JASKILKA 
Dr. Spector 
A.I.R. 

I.0.C. Team 
1.0.C. Team 
I.O.C. Team 

Col WEAVER 
GySgt CONTRERAS 
Dr. Spectoi/ 

Mr. Shepherd 

A.I.R. 

A.I.R. 
GySgt CONTRERAS 

GySgt CONTRERAS 
GySgt BURKE 

A.I.R. 

GySgt BURKE 

A.I.R. 

GySgt BURKE 

£71 < 



Monday, 12 Aug 74 

0800 - 1130 Philosophy, Theories, and 
Concepts, PTC-5 

1130 - 1300 Lunch and PT 
1300 - 1600 Vol. I Discussion 

Tuesday, 13 Aug 74 

0800 - 1130 Vol. I Discussion 
1130 - 1300 Lunch and PT 
1300 - 1600 Vol. I Discussion 

Wednesday, 14 Aug 74 

0800 - 1130 Student Leadership 
Discuss ion 

1130 - 1300 Lunch and PT 
1300 - 1600 Student Leadership 

Discussion 

Thursday, 15 Aucj 74 

0800 

1000 
1130 
1300 

1000 Student Leadership 
Discussion 

1130 Conduct Interviews 
1300 Lunch and PT 
1600 Basic Research Techniques 

Friday, 16 Aug 74 

0800 
1000 

1130 
1300 
1430 

1000 Student Desiqned Survey 
1130 Student Leadership 

Discuss ion 
1300 Lunch and PT 
1430 Film and Discussion 
1600 Intro to Individual 

Action 

€ H»«5 ' 

t >4 

A.I.R. 

GySgt BURKF. 

GySgt BURKE 

GySgt BURKE 

GySgt CONTRERAS 

GySgt CONTRERAS 

GySgt CONTRERAS 
Shepherd/Spector 

A.I.R. 

A.I.R. 

GySgt CONTRERAS 

GySgt CONTRERAS 

A.I.R. 

BB-2 



Monday, 19 Aug 74 

0800 - 1000 Exam and Critique 
1000 - 1130 Film and Discussion 
1130 - 1300 Lunch and PT 
1300 - 1500 D.R.R.I. 
1500 - 1600 Film and Discussion 

Tuesday, 20 Aug 74 

0800 
1000 
1130 
1300 

1000 Intro to Vol. Ill 
1130 Discussion of Vol. Ill 
1300 Lunch and PT 
1600 Discussion of Vol. Ill 

Wednesday, 21 Aug 74 

0800 
1130 
1300 
1400 

1130 Vol. Ill Case Studies 
1300 Lunch and PT 
1400 Film 
1600 Vol. Ill Case Studies 

Thursday, 22 Aug 74 

0800 
1000 
1130 
1300 
1400 

1000 Philo, etc.,PTC-6 
1130 Vol. Ill Action 
1300 Lunch and PT 
1400 Vol.Ill Action 
1500 Film, Discussion 

Friday . 23 Aug 74 

0800 
1130 
1300 
1500 

1130 Vol. Ill Case Study 
1300 Lunch and PT 
1500 Case Study Action 
1600 Hand-Out & Explanation 

of Case Study Exam 

A.I.R. 
GySgt CONTRERAS 

LtCol HALLISEY 
GySgt CONTRERAS 

GySgt CONTRERAS 
GySgt CONTRERAS 

GySgt CONTRERAS 

GySgt CONTRERAS 

GySgt CONTRERAS 
GySgt CONTRERAS 

A.I.R. 
GySgt CONTRERAS 

GySgt CONTRERAS 
GySgt CONTRERAS 

A.I.R. 

A.I.R. 

A.I.R. 



Monday, 26 Aug 7s 

0800 - 1130 Case Study Presentations Students 
1130 - 1300 Lunch and PT 
1300 - 1600 Individual Action, 

Concepts, and Theoretical 
Considerations 
Individual Assignments A.I.R. 

Tuesday, 27 Aug 74 

»» 

1 
0800 
0900 
1130 
1300 

0900 Film, Discussion LtCol KAUFMAN 
1130 Individual Action A.I.R. 
1300 Lunch and PT 
1600 Individual Action, 

Availability of Internal 
Action Projects, 
Individual Assignments A.I.R. 

Wednesday, 28 Aug 74 

0800 - 1500 Individual Action A.I.R. 
1500 - 1600 Discussion of Individual 

Action, Agencies, and 
Available External Action. 
Individual Assignments A.I.R. 

Tharscu, , J‘> Aug ;4 

0 8 0 0 

1500 

i 5 0 0 

1600 

individual Action Assign- 
ru 0 n ti s 
Discussion of Individual 
Action 

A.I.R. 

A.I.R. 

Friday, 10 Aug 74 

0800 

1500 

1500 Individual Action Assign¬ 
ments A.I.R. 

1600 Review of Action Program A.I.R. 

I 
I 
1 

I 
1 

I 
I 
1 
1 
1 

4 
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Monday, 2 Sept 74 

Holiday Routine 

Tuesday, 3 Sept 74 

0800 - 1000 Director's Time 
1000 - 1130 3-minute Impromptu 
1130 - 1230 Lunch and PT 
1230 - 1600 Methods and Media 
1600 - 1700 Guided Discussion 

Wednesday, 4 Sept 74 

0800 - 1130 Analysis of Performance 
Requirements 

1130 - 1300 Lunch and PT 
1300 - 1630 Developing Job Performance 

Requirements 

Thursday, 5 Sept 74 

Col DAVIS 
I.O.C. Team 

I.O.C. Team 
I.O.C. Team 

0800 - 1100 
1100 - 1130 
1130 - 1300 
1300 - 1400 

1400 - 1530 

1530 - 1600 

Friday, 6 Sept 74 

Develop. Learn. Objectives 
Director's Time 
Lunch and PT 
Introduction to Lesson 
Pian 
Documentation of Instruc¬ 
tion 
Director's Tine 

I.O.C. Team 

I.O.C. Team 

I.O.C. Team 
Col DAVIS 

I.O.C. Team 

I.O.C. Team 
I.O.C. Team 

0800 - 1600 Preparation for 10 
minute Lectures I.O.C. Team 

BB-5 



Monday, 9 Sept 74 

0800 - 1100 Presentation of 10 minute 
Lecture 

1100 - 1130 Director's Time 
1130 - 1300 Lunch and PT 
1300 - 1500 Presentation of 10 minute 

Lecture 
1500 - 1600 Director's Time 

Tuesday, 10 Sept 74 

0800 - 0900 Validation and Revision 
0900 - 1200 Developing Learning Objec¬ 

tives for an Existing 
Course 

1200 - 1300 Lunch and PT 
1300 - 1630 Course Design Workshop 

Wednesday, 11 Sept 74 

0800 - 1600 Course Design Workshop 

Thursday, 12 Sept 74 

0800 - 1600 Course Design Workshop 

Friday, 13 Sept 74 

0800 - 0900 Questionnaire and Dis¬ 
cussion 

0900 - 0930 Director's Time 
0930 - 1Í30 branch Hosted Conference 

with Resident School 
Coordinator 

I.O.C. Team 
Col DAVIS 

I.O.C. Team 
Col DAVIS 

I.O.C. Team 

I.O.C. Team 

I.O.C. Team 

I.O.C. Team 

I.O.C. Team 

LtCol kaui’-'a: 
Col DAVIS 

Col DAVIS 

« . * 

^ ^ O' 
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GENERAL CONTENT OF PHILOSOPHIES, THEORIES, AND CONCEPTS (PTC) 

PTC-1 

PTC-2 

PTC-3 

SEGMENTS OF LEADERSHIP BRANCH TRAINING 

: Humphrey/Shepherd 

Introduction to Human Relations Concepts 

New Developments. 
Middle Leadership Considerations. 
Program and Philosophy. 

: Humphrey/Spector 

Nature of Problems and Reasons 

Why Bother? 

Get Rid of Trash 
Not Welfare Organization 
Administrative Load 
Over Commitment 

Characteristics of Recruits. 
Dealing Systematically with Problems. 

: Spector/Humphrey 

Training Objectives 

Motivation Factors. 
Maslovian Guide. 
Championship Motivation. 
Short and Long Term Objectives. 

1. ''otivational 
2. Cognitive 

Delineate Stages of Motivation. 
Military Legitimacy of Action. 
Evaluation of Students. 
Practical Knowledge of Human Relations Training. 
Relationships. 

MC/DOD/AIR/Leadership Branch/Formal Schools 

Command and Staff 
Amphibious Warfare School 
Communications Officers School 
Basic School 
Staff NCO Academy 

Í 4 *- 

- - -—.—- 

Enclosure (1) 
BB-7 



PTC-4: Humphrey/'tlerionq/ Hampton 

Human Relations and Leadership 

USMC Leadership Literature. 

Title 10 
Navy Regulations 
Marine Corps Manual (Esp. Paragraph 5390) 

Relationships Among Human Relations Concepts and Marine 
Corps Leadership Concepts. 

Function and Problems of Leadership. 
Development of New Marine Corps Leadership Manual. 

PTC-5: Spector/Humphrey 

Background of Program - Strengths and Deficiencies 

Implementation of DOD Requirements. 
Human Relations, Past, Present and Future. 
Other Approaches. 

Advantages and Disadvantages 
Utility of Approaches 

Pitfalls of Marine Corps Program. 

Understanding and Implementation 
Commanders Faulty Perceptions 

Ways to Overcome 

PTC- 6: Spector'Shepherd 

Creating Total Climate and Living Programatic Leadership 

wS- 

BB-8 
Enclosure (1) 
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U i.tt 

rrcu: \ irjr.andant o:‘ tiie Marine Corps» 
C- : M --r'lt utt t. List 

Cutj: H .ran Hell*1 nu Hro^ram Within the Organized Reserve 

Ref: va .u ULC, art. (NOTAD 
(t i MAhCORMAN, par. 5390 
;D MCO i6b 
;j MCO F DIO. ¿3A 'NOTAD 

Enel: Cl) Mission and Functions of Marine Corps Human 
Relations Institute 

(s1 Criteria for ¡selection and Assignment of Marines 
to Human Relations Instructors Course 

3. Human Relations Officer’s MOS Description 
(4) Human Relations Instructor's MOS Description 
'’5/ Student Ferformance Objectives 
'6.' Administrative Entries for OQR’s and SRB’s 
(7) Transmittal Sheet for Recommended Changer to the 

Marine Corps Reserve Human Relations Manual 
(8) Command Human Relations Report 

Report Required: Command Human Relations Report (Report 
Symbol MC-5350-05) par.7 and end. (8) 

1. Fur; ~se. To provide Information and promulgate policy 
and Implementing instruct Dn.o concerning the Marine "'orps 
Human Relations Frogram within the Organized Reserve. 

2. backgrc und 

a. Reference (a) outlines the general responsibility of 
commanding officers for the morale, physical well-being, and 
general welfare ~f the officers and men under their command. 
Reference (b) cites those specific requirements of military 
leadership which historically have governed the basic 
relationcnlp between Marine officers and noncommissioned 
officers, and the Marines, they lead. The Marine Corps Human 
Relations Program Is designed as yet another tool of military 
leadership, for implementation and application within the 
military chain of command. 

PCN 102 079716 00 

fJ< A?pnNr>iv rc 

, a ,i„ 4 



1 
MCO 53‘juR.7 
22 Mar 1974 

b. The basic goal of the Marine Corps Human Relations 
Program is through education and action to ensure more 
constructive relationships among Marine reservists and 
between the Marine and the community In which he lives. 
The Initial effort of this program has been directed toward 
racial problems. It Is based upon prevailing attitudes of 
persons belonging to majority and minority groups as 
revealed In an extensive survey conducted throughout the 
Marine Corps. Educational materials and Instructive tech¬ 
niques have been developed to ameliorate biased attitudes. 

c. The focus of the program Is to revitalize or 
Identify values to facilitate behavioral changes In the area 
of Intergroup relationships. The foundation of the program 
rests on the Ideological premise of man's commonality; that 
his most basic value Is a "dual human life value" Including 
life of self and life of others; and that liberty and 
equality are life-protecting values desired by most men. 
Experience Indicates that the most persuasive articulation 
of this ideology requires "live" discussions with exten¬ 
sively trained guided discussion leaders. 

d. The Marine Corps Human Relations Program will be 
conducted as follows: 

(1) The Initial 8-hour course consists of three 
phases. The first of these Is a 1/2-hour orientation 
designed to promote participation In subsequent phases. 
The second phase Is 7 1/2 hours of small guided group 
discussion. The training Is to be conducted In blocks of 
4 hours per drill day to be completed during one drill 
weekend. The third phase Is an Individual action effort. 
In this effort Individual Marines will be encouraged and 
influenced to make positive contributions In association 
with one another and In local civic endeavors. Volume I 
of the Marine Corps Reserve Human Relations Leadership 
Discussion Manual Is used as the basis for small group 
discussions during this first year. 

(2) Pending the results of the first year of train¬ 
ing, it Is currently envisioned that follow-on requirements 
will consist of a 2-hour refresher training session to be 
Implemented based on the needs of the local commander. 

e. The organizational structure of the Marine Corps 
Human Relations Program consists of six elements: 

(1) Equal Opportunity Branch (CMC (Code MPE)). 
This Branch under the cognizance of the Director, Manpower 

€ SO- 
CC-2 
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\-) Marine C. rp. Hurra:. Helatlons Institute. The 
te Is located at the Marine Corps Recruit Depot, 
California. It Is a field service activity of 
riera, V. Z. Marine Corps. The mission and funct 
Institute are cited In enclosure (1). 

, an 

1 ono 

(3) Human Relations Research Support Group. This 
¿roup Is composed of these designated military and civilian 
agencies that contribute to the required scientific founda¬ 
tions of the total program. Essential to the activities of 
this group are those periodic field analyses conducted in 
support of the Marine.Corps-wide program. 

■i Human helatlor.s/Af fairs Staff Organization. 
These organizations function as prescribed by the appro¬ 
priate echelons of command. 

i 1 ) Human Relations Instructor. These active duty 
Marines, officer r enlisted, graduates of the Human 
Relations Institute, are carefully selected In accordance 
with the criteria contained in enclosure (2) to this Order. 
Those Marines approved for assignment to the Human Relations 
Course will be trained over a period of 3 months at the 
Human Relations Institute. Upon graduation they will be 
designated as humar, relations instructors and assigned the 
appropriate seconda ry 1 litary occupational specialty as 
defined in enclosures .3) and (^). Within the Organized 
Reserves, instructors will serve on appropriate level staffs 
to assist the responsible district director in supervising 
training under his cognizance as outlined in reference (c). 

(£1 Tr.lt Lie c^csi :,n Leader. These are Marines who 
have been selected, by his or her unit commander, to lead 
guided discussion groups. This individual will receive 
intensive training for 2 weeks at the Human Relations 
Institute during annual training duty (ATL). Upon success¬ 
ful completion of the training, these Marines will be 
designated as unit discussion leaders. Their primary 
responsibilities are to provide the unit commanders with 
assistance necessary for the development of a viable human 
relations program within the command and to lead small unit 
discussion groups of not more than 20 Marines and not 
less than eight. 

3 
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a. The Marine Corps Reserve will have a continuing 
pro gran, o: mandatory human relations training. 

L * ,vith. the exception of those newly enlisted personnel 
await.nr basic recruit training, every Marine, officer and 

will participate in this 8 hours of human 
relation.- training annually. 

c. Those commands that do not have certified human 
relations discussion leaders on board may conduct locally 
devised programs until human relations discussion leaders 
are trained and on board. The program outlined in this 
Order will not be undertaken until certified human relations 
discussion leaders are on board. However, no Marine Corps 
command will undertake any program of human relations or 
leadership training which involves the use of any tech¬ 
niques inconsistent with Marine Corps policies which foster 
self-discipline or organizational unity. This refers 
specifically to techniques derived from psychotherapy, 
such as laboratory games used in group therapy, encounter 
groups, sensitivity training sessions, emotional confron¬ 
tation, informal cross-rank address, unstructured rap 
sessions, touch-feel games, transactional analysis or 
structural analysis. 

^• Program Goals 

a. The program is designed to revitalize within each 
Marine, an understanding of, and an appreciation for, those 
basic American values necessary for the most effective 
application of military leadership requirements and princi¬ 
ples. Individual participants are challenged to rise above 
whatever degree, and type, of prejudice they may possess in 
order to facilitate those positive behavioral changes 
needed to ensure the total military competence of the Marine 
Corps . 

b. Program implementation within the Organized 
Reserve is developmental in nature to the extent that 
ideal minimum training requirements have not been positively 
identified. To assist in program development and monitoring 
at the small-unit level, student performance objectives 
are provided in enclosure (5). 

bS2< I 
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Selection Criteria :^r hurr.ar. Relations Discussion 
1--adera. Procedures for selection of applicants to attend 
' .\e c-weeK Marine Corpo Human Relations Discussion Leaders 
Course (HRDLC) are as follows: 

a. Quotas 

(1) Quotas are assigned on the basis of one 
discussion leader's estimateu ability to train 120 Marines 
per year, exclusive of training during ATD. 

(2) Quotas will be allocated to the Commanding 
General, ¿4th Marine Aircraft Wing/Marine Air Reserve 
Training Command and district directors by separate directive. 
Assignments to these courses will be as alternate ATD. 
Requests for attendance as additional ATD will be submitted 
to the Commandant of the Marine Corps (Code RESP-5) on an 
Individual basis. 

(3) The Commanding General, 44th Marine Aircraft Wing 
and district directors will submit rosters of approved 
Marine attendees for the Reserve training class to the 
Director, Human Relations Institute, with copies to the 
Commandant of the Marine Corps (Code MPE) no later than 30 
days prior to the class convening date. 

(44) Waivers of the requirements In paragraph 5b, 
below, will be considered on an individual basis by the 
Commanding General, 44th Marine Aircraft Wing/Marine Air 
Reserve Training Command and district directors. 

b. Commanders will certify that Marines selected to 
attend the HRDLC meet the following criteria: 

(1) Be sufficiently mature and have the depth of 
personality to enable them to guide discussion groups in 
topic areas that are sensitive and volatile. Volunteers are 
desired but not required. 

(2) Have the mental, verbal and reading capability 
to study and assimilate information within the program and 
explain to other Marines its content and scope. 

(3) Have at least an anticipated year to serve as a 
class II reservist after completion of training at the 
Institute. 

(4) Have demonstrated leadership ability. 

5 
* 
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(5) Be of sound moral character. 

! £ ) Have awareness of current social Issues. 

6. Action 

a. Commanding officers will: 

(1) Select Marines to attend the HRDLC in accordance 
with paragraph 5, above. 

(2) Ensure that each trained discussion leader has 
appropriate record book entries made- in his SRB or OQR as 
outlined in enclosure (6). 

(3) Ensure that each trained discussion leader 
performs duties as a discussion leader for a minimum of 1 
year after graduation from the HRDLC. 

(4) Ensure that all Marine reservists receive the 
6 hours of human relations training. 

(5) Implement the program within the command 
within 90 days of the return of the trained unit discussion 
leader or within 90 days of receipt of this Order. 
Additional educational programs may be conducted by the 
commander as desired in support of this program. 

(6) Maintain proper cognizance over the training 
being conducted by the discussion leader. 

(7) To the maximum extent feasible, ensure that each 
discussion group is composed of individuals of varying age, 
sex, grade, and race. 

(8) Participate in and support each phase of the 
program. Stress the leadership responsibilities of each 
Marine to develop the knowledge imparted in this training 
into a useful tool for use not only in the Corps but also 
in the civilian community. 

(9) Transmit recommended changes to the manuals, via 
the chain of command, to the Director, Human Relations 
Institute, MCRDep, San Diego, California 921^0. The format 
indicated in enclosure (7) will be used. 

b. District directors will: 

(1) Ensure that sufficient trained human relations 
instructors are available within staff resources to carry 
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training supervision i esponsltllltles as outlined In 
: aragraph 2e(l,) and reference vc). 

(2) Forward recommended changes to program materials 
to the rirector, Human Relations Institute, MCRDep, San 
4-lego, California 92140, via the appropriate chain of 
command. 

^ (3) Submit semiannual command human relations reports 
in accordance with enclosure (8) to reach the Commandant of 
the Marine Corps (Code MPE), with Information copies to the 
Commanding General, 4th Marine Division, by the 15th of March 
and 15th of September, as appropriate. Reports will reflect 
command activities during the first half and the last half 
of the fiscal year, respectively. 

c. Commanding General, 4th Marine Aircraft Wing will 
submit semiannual command human relations reports In accord¬ 
ance with enclosure (8) to reach the Commandant of the Marine 
Corps (Code MPE) by the 15th of March and 15th of September, 
as appropriate. Reports will reflect command activities 
during the first half and the last half of the fiscal year, 
respectively. 

d. Director, Human Relations Institute will: 

(1) Carry out mission and functions as outlined in 
enclosure (1). 

(2) Conduct staff visits to west coast commands as 
approved by this Headquarters. 

(3) Submit trip reports within 30 days of the 
completion of each visit to the Commandant of the Marine 
Corps (Code MPE). 

(4) Submit a course completion summary within 30 
days of the completion of each course to the Commandant of 
the Marine Corps (Code MPE). 

(5) Submit programs of instruction and recommended 
changes to the Commandant of the Marine Corps (Code MPE) 
in accordance with reference (d). 

(6) Maintain direct liaison with field commands in 
the execution of the responsibilities outlined in 
enclosure (1). 

# 
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7• Reports Required 

a. Effective 1 T,.ly 197^ and semiannually thereafter 
as outlined In paragraph 6c, above, the Commanding General, 
^th Marine Division and the Commanding General, Hh Marine 
Aircraft Wing will submit the report outlined In 
enclosure (9). 

t. The Commanding General, 4th Marine Division and the 
Commanding General, 4th Marine Aircraft Wing are encouraged 
to submit special reports as deemed appropriate. 

H. L. BECKINGTèN 
Acting Chief of Staff 

D 1ST RIB ITT ION: G less 7801044 
plus 7000023 (25) 

7801044 (15) 

Copy to: 8145001 

# 
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mission a::l FuncTior;: cf the marine corps 
HL'MA\' hELATIOMS INSTITUTE 

1. Mission. To provide the Commandant of the Marine Corps 
with the Instructional staff necessary to train human 
relations Instructors to Implement, conduct and monitor 
prescribed human relations training and education programs 
throughout the Marine Corps. 

2. Functions 

a. Conduct human relations Instructor courses to 
train officer and enlisted human relations Instructors. 

b. Conduct unit discussion leader training courses for 
selected members of the Organized Reserve. 

c. Assist In the study of prevailing conditions, 
attitudes, prejudices and behavior affecting human relations 
as necessary to develop effective concepts, methods, 
materials, organizational structures and policy for effec¬ 
tive human relations training and education within the 
Marine Corps. 

d. Assist in the develcoment, testing and revision of 
human relations training techniques and curricula as 
directed by the Commandant of the Marine Corps. 

e. Assist in the monitoring and evaluation of the 
Marine Corps human relations training and education program. 

f. Assist in research and development within the Marine 
Corps for matters dealing with human relations training and 
education. 

1 

ENCLOSURE (1) 

CC-9 

émhméuééMéM Ü 



CRITERIA FOR SELECTION AND ASSIGNMENT OF 
MARINES TO HUMAN RELATIONS INSTRUCTORS CÔÏÏRSE 

1. Selection of instructors is a critical factor and must 
receive close command attention to ensure success of this 
program. Commanders will certify that Marines selected to 
attend the Human Relations Institute meet the following 
criteria: 

a. Be in the grades of sergeant through lieutenant 
colonel. Volunteers are desired. 

b. Have less than 1 year on station. 

c. Have demonstrated leadership ability. 

d. Be sufficiently mature and have the depth of 
personality to enable them to train discussion leaders to 
lead discussion groups in topic areas that are sensitive 
and volatile. 

e. Have the mental, verbal and reading capability to 
study and assimilate Information within the program and 
explain to other Marines its content and scope. 

f. Be of sound moral character. 

g. Have an awareness of current social issues. 

h. Have more than 1 year to EAS after graduation from 
the Human Relations Institute. 

2. Waivers of time-on-station requirements will be made on 
an Individual basis. Request for waivers will be made to 
the Commandant of the Marine Corps (Code MPE). 

ENCLOSURE (2) 
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^ati»s and Tasks. Advises commander on matters 
pertaining to the human relations program of the command, 
conducts initial orientations for commanders and principal 
subordinate commanders on general precepts and Implemen¬ 
tation of human relations program. Selects or assists in 
the selection of unit discussion leaders. Plans, organizes, 
and conducts training of unit discussion leaders. Assists 
and monitors discussions conducted by unit discussion 
leaders. Organizes and monitors data collection to identify 
problem issues specific to local areas. Monitors data 
collection as directed by higher headquarters. Organizes 
and conducts periodic refresher training clinics for unit 
discussion leaders. Determines nature and scope of related 
human relations work within the command. Assesses and 
reports the impact of training, action and other program 
elements. 

Special Requirements. Successful completion of Human 
Pelations Instructors Training Course, Marine Corps Human 
Relations Institute, Marine Corps Recruit Depot, San Diego, 
California. 

:/o ei; 

H-man Relations Officer 
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HUMAN RELATIONS INSTRUCTOR'S MOS DESCRIPTION 

MOS 8535 (W) 

HUMAN RELATIONS INSTRUCTOR (HumRellnstr) 

MGySgt through Sgt 

I. MOS DESCRIPTION 

Summary. Conducts and supervises, or assists in 
conducting or supervising, all phases of instruction, 
individual action, and data collection in the Marine Corps 
Human Relations Training Program. 

Duties and Tasks. Conducts or assists in conducting 
initial orientations for commanders, principal subordinate 
commanders and all personnel of the command on general 
precepts and implementation of the human relations program. 
Selects or assists in the selection of unit discussion 
leaders. Plans, organizes, and conducts training of unit 
discussion leaders. Assists and monitors discussions 
conducted by unit discussion leaders. Organizes and 
monitors data collection to identify problem issues 
specific to local areas. Monitors data collection as 
directed by higher headquarters. Organizes, implements 
and monitors individual action efforts. Organizes and 
conducts periodic refresher training clinics for unit 
discussion leaders. Determines nature and scope of related 
human relations work within the discussion, action and 
other program elements. 

Special Requirements. Successful completion of Human 
Relations instructors Training Course, Marine Corps Human 
Relations Institute, Marine Corps Recruit Depot, San Diego, 
California. 

II. T/O BILLET TITLE 

Human Relations Instructor 

i 

ENCLOSURE (4) 
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c - • HMANCb. OBJECTIVES 

1. Upon complet I or. 
notes or materials, 
In the manual. 

of training, the Marine, without using 
should explain the following as defined 

a. Political freedom and its relationship to a 
democratic form of government. (USXC Human Relations 
Leadership Discussion Manual, Marine Corps Reserve, volume 
I, pages through 50.) 

t. The Equality Concept. (USMC Human Relations 
Leadership Discussion Manual, Marine Corps Reserve, volume 
I, page lib.) 

c. The Dual-Life Value. (USMC Human Relations 
Leadership Discussion Manual, Marine Corps Reserve, volume 
1, page 116.) 

2. Without the aid of the manual, the student should 
outline in his own words the following: 

a. Cross-Cultural Adjustment Steps. (USMC Human 
Relations Leadership Discussion Manual, Marine Corps Reserve, 
volume I, page 75.) 

b. Four steps for personal confidence and moral 
courage. (USMC Human Relations Leadership Discussion Manual, 
Marine Corps Reserve, volume I, page 66.) 

3- Upon completion of training the student should be able 
to discuss the interrelationships of the Equality Concept 
and the Dual-Life Value theory to Include the function of 
man's reasoning ability. (USMC Human Relations Leadership 
Discussion Manual, Marine Corps Reserve, volume I, page 116.) 

4. The student should be able to discuss in his own words 
the Defender of Life Concept. (USMC Human Relations Leader¬ 
ship Discussion Manual, Marine Corps Reserve, volume I, 
pages 66 through 69.) 

ENCLOSURE (5) 
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ADMINISTRATIVE ENTRIES FOR OOR*S AND SRB*S 

1. The below-listed sample entries are to be used as a 
guide for commanders In making administrative entries on 
page 5 of OQR's and page 11 of SRB's concerning human 
relations: 

a. When individuals have successfully completed unit 
discussion leaders training: 

"Successfully completed Reserve unit discussion 
leaders training this date and is certified as a 
qualified unit discussion leader." 

b. Upon transfer of a unit discussion leader: 

"Satisfactorily performed duties as a Reserve unit 
discussion leader and is recommended for reassign¬ 
ment to these duties." 

c. When unit discussion leaders will no longer perform 
discussion leaders duties: 

"Satisfactorily completed duties as a 
Reserve unit discussion leader this date." 

d. When a trained unit discussion leader is considered 
not qualified to perform the duties as a unit discussion 
leader: 

"Determined unqualified to perform duties as a unit 
discussion leader this date." 

e. When a unit discussion leader has performed primary 
duties in human relations for a minimum of 1 year after 
graduation from the Human Relations Institute and is 
reassigned to duties other than human relations: 

"Reassigned from duties in human relations 
in accordance with MCO 5350R.7." 

f. When individual Marines have received 8 hours of 
Reserve training the first year: 

"Received the first 8-hour course in human relations 
training in accordance with MCO 5350R.7." 

Îw92' 
ENCLOSURE (6) 
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COMMAND HUMAN RELATIONS REPORT 

1. The Conunand Human Relations Report Is to be a narrative 
concerning human relations events that have taken place In 
the command during the reporting period. This report will 
Include but not be limited to the following: 

a. Training Information 

(1) Average strength during the period. 

(2) Number participating In the 8-hour training 
during reporting period. 

(3) Total number who have completed the 8-hour 
training. 

(4) Percentage of command that has completed the 
8-hour training. 

(5) Number of human relations discussion leaders 
on hand . 

(6) Number of human relations discussion leaders 
trained during the reporting period. 

(7) Films used and group reaction to each. 

(8) Unique or innovative techniques being utilized. 

t. Action Program 

(1) Description of individual action efforts being 
undertaken in the command. (Internal Action Program) 

(2) Description of individual action efforts being 
undertaken in the civilian community. (External Action 
Program) 

c. Problem Areas 

(1) Anticipated human relations instructor losses 
(indicate name, grade and reason for loss). 

(2) Problems encountered with the educational 
materials. 

(3) Problems encountered in discussion groups. 

ENCLOSURE (8) 
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DEPARTMENT OP THE NAVY 
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A01K-1fb-1? 

11 Auû ià/2 

: .nai.JuM of the Mar’ ne Cc,rp3 
? tribut ion Llc-t 

.urj: .arpie Survey of the Marine Corps Hunan Relations 
Training Progran 

Ref: (a) MCO 5350.^ (ALMAR 97) 

2nd: (1) List of Comnands Participating In the Survey 
(2) Training and Control Group Designations, Size 

and Initiating Dates 
(3) Decision Chart 
(4) Schedule of Conferences 

1. General. This Headquarters will conduct a sample survey of 
Marines undergoing Hunan Relations Training during the period 
15 September 1972 through 30 January 1973. The survey, in 
conjunction with other Information gathered during the same 
period, will be processed at this Headquarters to measure the 
results of the training program. The information will also 
be utilized to refine and further aevelop the educational 
materials. Enclosure (1) is a list of major commands that 
will take part In this sample survey. 

2. Survey Instrument 

a. Separate questionnaires have been prepared for Human 
Relations Instructors, Unit Discussion Leaders and Marines 
who will participate in the survey as trainees. Approximately 
four thousand (^000) Marines throughout CONUS and overseas will 
participate. Those Marines participating In the survey will 
be divided Inte "training groups" and "control groups". During 
the survey, the training groups will undergo the 20 hours of 
human relations training and will be administered the question¬ 
naire, as required. The control groups will not undergo any 
training but will be administered the questionnaire, as 
required. This procedure will provide a basis for comparing 
trained and untrained Marines and facilitate the analysis of 
results of the survey. 

b. Discussion Leaders will be required to complete a 
questionnaire after each 20 hour period that they guide a 
discussion group. 
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o. Human Relations Instructors will be required to 
complete a separate questionnaire Immediately upon completion 
of training for their groups. These questionnaires will be 
r.il lei from this Headquarters approxi mately 1 December 1972. 

3. Statistical Information 

a. The following statistical Information is required from 
all reporting units participating in the survey: 

(1) Average on board strength. 

(2) Number of: 

(a) Unauthorized Absences. 

(b) Serious Incidents. 

(c) Nonjudicial punishments. 

(d) Courts-martial awarded. 

(e) Punitive discharges awarded. 

(f) Request Mast. 

(g) Reenlistments. 

(h) Personnel. 

1. Joined 

2. Transferred 

(3) Average daily sick call. 

(a) Work day 

(b) Holiday 

(4) Percent of on board strength trained or currently 
being trained under MCO 5350.4. 

DD-2 
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me a vv otutl.rkal lût a Is required for the twr 
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15 runp 197.. rr 15 Gepternter 1972. 

15 . eptern: er 1:<72 to 30 January 1973. 

V;° r7Je;irch desi^n fc^ the survey will require close 
:cora.:..a r. t«-tween this Headquarters and field commands. 

-ure (") training and control group designations 
and ornes, enclosure (3) reflects the frequency of testing 
i°r training and control groups and times for forwarding 
material to this Headquarters. 

^ u;*e importance of this survey, a representative 

indi cat pH ad‘u^rter3 be available at the commands 
indicated In enclosure (¿0 during the period 31 August 1972 - 

WpiotïtenlTr l972 fcr the PurP°se of conferring with Human 
n-lations Instructors on the conduct of tne survey, exolalning 
research design and answering any questions. Attention is 
invited to the "Notes" contained in enclosure (¿0. 

C. ih.s headquarters will provide each command with the 
questionnaires and answer sheets prior to 15 September 1972. 

1’ The answer sheet completed by each Marine and the statistical 
information, requested in paragraph 3-a. above will be forwarded 
to th.s Headquarters. All questionnaires completed by the Unit 

l0n Lead®rs and Human Relations Instructors as' indicated 
in enclosure (3) are to be returned to: 

Commandant of the Marine Corps 
(Code A01K) 

Headquarters, U. S. Marine Corps 
Washington, D. C. 20380 

£i>8< 3 
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8. The conduct of this survey Is not expected to disrupt 
the normal training in human relations already planned for 
the commands Involved. It is expected that those units 
scheduled for training during the period of the survey will 
be utilized. However, the dates set forth in enclosure (2) 
should be adhered to as closely as possible. 

9. Reference (a) refers. 

Chitf oi Stoff 

DISTRIBUTION: 

CQ, PMPPAC 
CG, FMFLANT 
CG, 1STMARDIV 
CG, 2DMARDIV 
CG, 3DMARDIV 
CG, ISTMAW 
CG, 2DMAW 
CG, 3DMAW 
CG, PORTRPS, PMPPAC 
CG, PORTRPS, FMFLANT 
CG, 1STMARBDE 
CG, MARCORB, CAMLEJ 
CG, MARCORB, CAMPEN 
CG, MARCRUITDEP, SDIEGO 
CG, MARCORSUPCEN, BARSTOW 

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

< 
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COHMAN'Û 

HQ, FMFrAr’ 

HQ, FMFLAjM 

FIRST MARINE DIVISION 

SECOND MARINE DIVISION 

THIRD MARINE DIVISION 

FIRST MARINE AIRCRAFT WING 

SECOND MARINE AIRCRAFT WING 

THIRD MARINE AIRCRAFT WING 

FORTRPSPAC 

FORTRPSLANT 

FIRST MARINE BRIGADE 

MARINE CORPS BASE CAMP LEJEUNE 

MARINE CORPS BASE CAMP PENDLETON 

MARINE CORPS RECRUIT DEPOT, SAN DIEGO 

MARINE CORPS SUPPLY CENTER, BARSTOW 

IN THE SURVEY 

NUMBER OF 
PERSONNEL 

(r ' 

120 

120 

720 

300 

780 

300 

300 

300 

160 

160 

160 

2^0 

240 

l8o 

180 

Enclosure (1) 
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TRAINING AND CONTROL GROUP DESIGNATIONS. SIZE. AND INITIATING 
DATE 

HQ. FMFPAC 

CGI 10 
TG2 20 
CG2 10 
Total 60 

l60ct72 
Ml So 
CGI 10 
T02 20 
CQ2 10 
Total 60 

15NOV72 
None 

1STMARDIV 

15Sep72 
TGI 100 
CGI 20 
TG2 100 
CG2 20 
Total 2^0 

I60ct72 
TGI 100 
CGI 20 
TG2 100 
CG2 20 
Total 240 

15NOV72 
TO TOO 
CGI 
T02 
CG2 
Total 

20 
100 
20 

240 

3DMARDIV 

15Seo72 
foilio 
CGI 20 
TG2 110 
CG2 20 
Total 260 

l60ct72 
TGI 110 
CGI r>o 
TG2 110 
CG2 20 
Total 260 

CGI 20 
TOS 110 
CG2 20 
Total 260 

1STMAW 

15S6D72 
fSF^TtO 
CGI 10 
TG2 40 
CG2 10 
Total 100 

3DMAW 

Wo 
CGI 10 
T02 40 
CG2 10 
Total 100 

I60ct72 
Ml 40 
CGI 10 
TG2 40 
CG2 10 
Total 100 

l60ct72 
TGI 40 
CGI 10 
T02 40 
C02 10 
Total 100 

CGI 10 
T02 40 
C02 10 
Total 100 

CGI 10 
TG2 40 
C02 10 
Total 100 

Enclosure (2) 
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FORT PAC 

TG] ],) 
G G1 i J 
TG? 30 
CG. 10 
Tctal 80 

IQTMARbùfc’ 

150fp7? 
TGI 30 
CGi 10 
TG2 30 
CG? lû 
Total So 

HQ, FMFLANT 

ISoep?? 
tel 20 
CGI 10 
TG2 20 
CG2 10 
'i’otal 6G 

2DMARDIV 

15Sep72 
TGI UO 
CGI 10 
TG2 110 
CG2 10 
Total 100 

2DMAW 

150ep7 
TGI 
CGI 
TG2 
CG2 
Total 

L~ 

To 
10 
Ho 
10 
100 

I60ct72 
TGI 30 
CGI 10 
TG2 30 
CG2 10 
Total 80 

15NOV72 
None 

I60ct72 
None 

15Nov72 
^ 30 
CGI 10 
TG2 30 
CG2 10 
Total 8û 

I60ct72 
None 

15NOV72 
TGI 20 
CGI 10 
TG2 20 
CG2 10 
Total 60 

I60ct72 
TGÏ MO 
CGI 10 
TG2 40 
CG2 10 
Total 100 

15N0V72 
TGÏ ZTo 
CGI 10 
TG2 40 
CG2 10 
Total 100 

I60ct72 
TGÏ 40 
CGI 10 
TG2 40 
CG2 10 
Total 100 

15NOV72 
TS! 40 
CGI 10 
TG2 40 
CG2 10 
Total 100 

Enclosure (2) 
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FORTRPS. LAUT 

^Sep72 
None 

I60ct72 
TOI 30 
COI 10 
T02 30 
C02 10 
Total 80 

CQ1 10 
T02 30 
C02 10 
Total 80 

MCB. CAMPEN 

CQ1 10 
TQ2 30 
CQ2 10 
Total 80 

I60ct72 
W1 3o 
CQ1 10 
T02 30 
CO 2 10 
Total 80 

15NOV72 
töl 30 
COI 10 
T02 30 
C02 10 
Total 80 

MCB, CAMLEJ 

C01 10 
TQ2 30 
CG2 10 
Total 80 

I60ct72 
far 3o 
COl 10 
T02 30 
CQ2 10 
Total 80 

15NOV72 
föf 3o 
COl 10 
TQ2 30 
CQ2 10 
Total 80 

MCRD, SDIEOO 

CGI 10 
T02 20 
CG2 10 
Total 60 

I60ct72 
fax 20 
CGI 10 
T02 20 
CG2 10 
Total 60 

15N0V72 
ToTsTo 
COl 10 
TQ2 20 
C02 10 
Total 60 

MCSC, BARSTOW 

15Seo72 
föf 20 
CGI 10 
TG2 20 
CG2 10 
Total 60 

I60ct72 
fÖI 'SO 
CGI 10 
T02 20 
CG2 10 
Total 60 

15NOV72 
m 20 
COl 10 
T02 20 
CQ2 10 
Total 60 

Enclosure (2) 
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SCHEDULE OF CONFERENCES 

31 August 1972 

7 September 1972 

9 September 1972 

12 September 1972 

15 September 1972 

MCB, Camp Lejeune, N.C. (Note 1) 

MCB, Camp Pendleton, Calif. (Note 2) 

HQ, FMPPAC (Note 3) 

HQ, 3d Marine Division (Note 4). 

HQ, 1st Marine Aircraft Wing (Note 5) 

NOTES ; 

1. Human Relations Instructors from Hq, FMFLant, 2dMAW, 
2dMarDiv and ForTrpsLant are invited to attend the conference 
on 31 August 1972 at MCB, Camp Lejeune, N. C. 

2. Human Relations Instructors from the IstMarDiv, 3dMAW, 
ForTrpsPac, MCRD, San Diego and MCSC, Barstow are invited to 
attend the conference on 7 Septembex* 1972 at MCB, Camp Pendleton. 

3. Human Relations Instructors located in Hawaii are invited 
to attend the conference on 9 September 1972 at Hq, FMFPac. 

4. Human Relations Instructors located in Okinawa are invited 
to attend the conference on 12 September 1972 at Hq, 3dMarDiv. 

5. Human Relations Instructors located in Japan are invited 
to attend the conference on 15 September 1972 at Hq, IstMAW. 

Enclosure (4) 
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HUMAN Fit.LAi IONS fiRAN'H 

G-3 DIVISION 

HEADQUARTERS MARINE CORPS 

MCQ/3 

December 1971 

MARINE CORPS QUESTIONNAIRE 

1. The purpose of this questionnaire is to get your advice 
concerning the improvement of human relations in the Marine 
Corps. This advice is needed to help plan and carry out a 
more effective human relations program here and at other 
locations throughout the Corps. 

2. Please do not put your name on the questionnaire. Your 
answers will be combined with many others for statistical 
purposes only. They will not be analyzed on an individual 
basis. 

3. Please answer every question to the best of your ability. 
Do not leave any blanks. There is no time limit. 

p?n..n:x jT. 



BIOGRAPHIC INFORMATION 

This information is needed only for processing the answers. 

DO NOT INCLUDE YOUR NAME — you will remain completely 

anonymous. 

Age : Rank __________________________ 

Present Unit : _____ 

Present Marine Base: ___- 

Arrival Date at Present Base: _ 

Years in the Marine Corps : __ 

» 

Years of School Completed: ___ 

Home of Your Childhood: _ 

Check One: 

White 

Black 

Other Minority Group; Which One? 

Check One: 

_Male 

_Female 

EE-2 
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ï:- ' Y’ri,J t J K*in t-liis human rtit ions .juest ionna:r<: bei^rt . . 

_Yes _No 

Did \,.u receive any human relations;, or racial rel.it mr.fc, 
training at, your last duty station?: 

_Yes _No 

li your last answer war: "Yes": 

- Approximately how many hours of training dad you 
receive? 
_ hours 

- Whan did you receive this training? 

Year_Month_ 

- This training was given: 

A. During duty hours _Yes 

B. After duty hours _Yes 

C. In my unit training 
program  Yes 

- The nature ot this program was (check one): 

A. Mainly lectures _ 

B. Mainly rap sessions _ 

C. Mainly discussion sessions 
using the dual life value 
discussion materials _ 

D. None of the above 

No 

No 

No 

nr'3 
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For each Item from 1 through 33, place «i check In the blank that 
corresponds to your answer, according to the following scale: 

A = Disagree strongly 

B = Disagree 

C * Neither agree nor disagree 

D * Agree 

E = Agree strongly 

F = Don't know 

A B C D F 

1. The problem of racial prejudice has been 
greatly exaggerated by a very few vocal 
militants. 

2. There 1s a good chance that the Marine 
Corps can reduce racial problems. 

3. White Marines are punished less 
severely than non-whites for the same 
offenses. 

4. There Is no racial discrimination in 
military justice In the Corps. 

5. Too much attention Is being given to 
the black minority and not enough to 
other minorities. 

6. Closer association between the races 
will Improve relations. 

7. Non-whites have good reason to 
distrust whites. 

8. If I don't actively try to solve 
the racial problem, then I'm making 
it worse. 

9. Non-whites get more than their share 
of dirty details. 

10. The U.S. is obligated to help 
minorities because of past discrimination. 

EE-4 



5 

For each Item from 1 through 33 place a check In the blank that 
corresponds to your answer, according to the following scale: 

A * Disagree strongly 

6 * Disagree 

C « Neither agree nor disagree 

D = Agree 

E * Agree strongly 

F « Don't know 

11. The Marine Corps really doesn't care what 
people like me think. 

12. An unfairly large number of non-whites are 
assigned Infantry MOS's. 

13. Non-whites tend to segregate themselves. 

14. Most non-whites still need close supervision 
on technical jobs. 

15. Most non-whites would like to date white 
women. 

16. There should be more open discussion 
between the races about racial problems. 

17. Most NCO's are fair in discipline and 
punishment. 

18. Non-whites should stay with their own groups. 

19. Most whites deliberately discriminate 
against minorities. 

20. Most whites would like to date non-white 
women. 

21. Tension between blacks and whites is a 
serious problem in the Marine Corps. 

22. Most Marine officers try tote helpful with 
personal matters. 

ABODE 
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For each item from 1 through 33 place a check in the blank that 
corresponds to your answer, according to the following scale: 

A = Disagree strongly 

B * Disagree 

C * Neither agree nor disagree 

D = Agree 

E = Agree strongly 

F = Don't know 

23. Non-whites are trying to get ahead too fast. 

24. No man should push himself where he is not 
wanted. 

25. Too many people in the Corps are out for 
themselves. 

26. I think the Marine Corps Is the best 
military service In the world. 

27. If things continue the way they are going 
the blacks will get more than their fair 
share. 

28. It's up to whites to take the lead In 
associating with non-whites. 

29. Integration In the Corps doesn't seen to 
help In reducing racial tensions. 

30. In the long run, dating between blacks 
and whites does more harm than good. 

31. Calling attention to racial problems 
only makes things worse. 

32. The Corps is doing a very good job in 
trying to reduce problems and tensions 
between groups. 

33. People can be trained to be less prejudiced. 

CE-6 
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34. Since joining the Marine Corps, my attitude toward other races and groups: 

-has not changed _has become more favorable _has become less 
favorable 

35. Race relations on the base: 

-are getting better _are getting worse _are not changing much 

36. How many blacks have been awarded the Congressional Medal of Honor? 
_6 

_22 

37. How many black millionaires are there In the U.S.? 

_10 

_30 

38 f!rstat1me?r ^ heavyweight championship won by a black for the 

_1900 

_1920 

39. How many blacks have college degrees? 

_100,000 

600,000 

4°. ^"^yj^ts h«ve you seen In the last month Involving Marines? 

seen any^Hte°0 ^ D° n0t 1eaVP 8 b1ank' If you haven,t 

_.4« between two white Marines 

-B. between a white and a non-white Marine 

41 

_C. between two non-white Marines 

UrHpaíyNiniSí?DfÍ9htS ih?4ted a^uments) have you seen In the last month? 
ïny! wHtr8ER °n eaCh ^ ne* Do not 1eave a blank. If you haven't seen 

_A. between two white Marines 

_B. between a white and a non-white Marine 

_C. between two non-white Marines oxS< EE-7 



42. I think non-whites cluster together In groups because: (Check as many 
as apply) 

_A. they want to be with their friends 

_B. they seek protection from outsiders 

_C. they mean to threaten others, such as whites 

_D. they are excluded from white groups 

_E. don't know 

In the last two weeks, did you spend any of your free time with people from 
the following groups? 

43. Spent free time with blacks_Yes _No 

44. Spent free time with members of other minority groups, such as Puerto 
Ricans, Mexlcan-Amerlcans, etc. _Yes _No 

45. Spent free time with whites_Yes _No 

46. Which of the following would you recommend as ways of improving conditions 
In the Marine Corps? (Check as many as apply) 

a) _Better ways of learning about Marines' grievances 

b) _^Stronger discipline 

c) _White Marines should spend more time learning about the problems 
of Marines who are from minority groups 

d) _More association between black and white Marines 

e) _Blacks should be careful not to cry prejudice so often 

f) _There should be more black officers 

g) _The Marine Corps should pay less attention to racial problems 

h) _More whites should recognize their own prejudice 

1) _More blacks should recognize their own prejudice 

j) _Reduce racial tensions by having each man just do his job well 

! 
EE-8 
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47. I have been treated unfairly In the past month In connection with: 

work assignments 

promotion 

discipline 

liberty 

legal matters 

personal affairs 

51 

52. 

other 
TfITl In) 

_n0 

_no 

_n° 

_no 

_no 

_no 

no 

48. If I were In combat, I'd rather have a black marine fighting along side 
me than a white. 

Yes No” No preference 

49. How do you feel generally about whites? 

Do you like them? yes _no 

Do you trust them? _yes _no 

50. How do you feel generally about blacks? 

Do you like them? _yes _no 

Do you trust them? _yes _no 

How do you feel generally about members of other minority groups, 
such as Puerto Ricans, HexIcan-Amerlcans, etc. 

Do you like them? 

Do you trust them? 

jres 

jres 

_n° 

no 

How often have you personally been affected by racial prejudice In the 
past month? 

_ almost always 

_ often 

_ sometimes 

_ rarely 

_ almost never 

EE-9 
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We would like to find out what certain things mean to you. For example 

on the lines below you are asked about BLACK POWER. There are ten lines 

that look like this: 

bäd •_! *_::::_:good 

If you think that BLACK POWER Is very bad, put an X In the space right next 

to "bad." If you think that BLACK POWER Is very good, put an X In the space 

right next to "good." If you can't decide If BLACK POWER Is bad or good, put 

an X In the center space between them. 

Put your X In any one of the seven spaces to tell us how ^ad or good you 

think BLACK POWER Is. Then go to the next line and mark one of the spaces 

with an X to tell us how fair or unfair you think BLACK POWER Is. Then go 

to the next line, and so on until you've put an X on each of the lines. 

Some of the lines may seem foolish. Don't worry about 1t—just give us 

your first Impression. 

BLACK POWER 

bad: 

fair: 

strong: 

happy: 

cruel : 

large: 

bitter: 

beautiful : 

light:, 

nice: 

_:good 

_¡unfair 

_¡weak 

_:sad 

_¡kind 

_¡small 

_: sweet 

_:ugly 

_¡heavy 

_:awful 

EE-10 



light: 

bad 

beautiful 

strong: 

nice: 

happy: 

bitter: 

cruel 

fair: 

large: 

11 

SINGING "DIXIE" 

Î • • • 

• • • • 

• • • • 

• • 

• • 

• • • • 

• « 

• • • • • 

• • 

oit>< 

_: heavy 

:good 

,:ugly 

:weak 

• • awful 

:sad 

: sweet 

:kind 

• • :unfair 

: small 

EE-11 
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AFRO HAIRCUTS 

bitter: 

cruel : 

bad: 

light: 

nice: 

happy: 

large: 

strong: 

beautiful 

fair: 

* * 

EE-12 

: sweet 

:k1nd 

:good 

: heavy 

:awful 

:sad 

: small 

:weaK 

,:ugly 

:unfa1r 

1 

.} 
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MCQ/Ü 
Tine 1972 

Hur.an Relation^ Survey 

1. 

2. 

3 • 

H. 

The purpose cf this 
improving the Karine 

survey Is to gather information needed for 
Corps program in human relations. 

Co not put your name on the answer sheet, 
combined with many others for statistical 

Your answers will be 
purposes only. 

Indicate your 
answer sheet 

answer to each question by marking an X on the 
only. Do not make any marks in this booklet. 

There are no ri£ht or wrong answers; we want to learn about 
Marines' opinions. There is no time limit. 

5’ ran riin take this survey more than once, so that we 
can find out if opinions change. To do this, we need to be able 

^™vpare y0Ur answers on one survey with your answers on another 
ö UX V• 

a. If this is the first time you are taking this particular 
survey, do the following: 

1) At the bottom of the answer sheet in the two places 
Indicated, write the last four numbers of the serial 
number of any bill you might have in your pocket or 
wallet. If you don't have a bill, ask the man next 
to you for the numbers from a bill that he is not 
using for this purpose. 

2) Tear off the number and save it in your wallet, or some 
other safe place, so that you can use the same number 
if you take the survey again. 

b. If this is not the first time you are taking this particular 
survey, do the following: 

^ of> the answer sheet, write the same four 
numbers that you used when you took the survey before. 

2) If you do not have the number, write four zeros at the 
bottom of the answer sheet. 

appendix rr 
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BIOGRAPHIC INFORMATION 

This information is needed only for processing the answers--youi will 
remain completely anonymous. Indicate your answers on the answer sneet 
only. 

A. Age: 

Less than 20 - Mark column 1 

Over 20 but less than 25 - Mark column 2 

Over 25 but less than 30 - Mark column 3 

Over 30 - Mark column 4 

B. Rank: 

Below E4 - Mark column 1 

E4, E5, or E6 - Mark column 2 

E7, E8, or E9 - Mark column 3 

Company grade officer - Mark column 4 

Field grade officer - Mark column 5 

C. Years in the Marine Corps: 

1 

Less than 2 

Over 2 but less than 4 

Over 4 but less than 6 

Over 6 

Mark column 1 

Mark column 2 

Mark column 3 

Mark column 4 

D. Years of school completed: 

Less than 12 

12 (high school) 

Some college 

College graduate 

319< 

Mark column 1 

Mark column 2 

Mark column 3 

Mark column 4 
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E. To which of these groups do you belong? 

Black - Merk column 1 

Spanish-speaking American - Mark column 2 

Nhlte . Mark column 3 

American Indian - Mark column 4 

Other . Mark column 5 

F. Are you male or female? 

Male - Mark column 1 

Female - Mark column 2 

G* two months?* ^ CldSSeS 1n human relat1ons training during the past 

Yes - Mark column 1 and answer Question H 

No - Mark column 2 and go to the next page 

H. How many hours of human relations training did you have In the oast 
two months? K 

Less than 5 - Mark column 1 

More than 5 but less than 10 - Mark column 2 

More than 10 but less than 15 - Mark column 3 

More than 15 but less than 20 - Mark column 4 

20 or more . Mark column 5 

Go to the next page. 

&wO< 
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For each question from 1 through 62, mark the answer sheet In 
column 1, 2, 3, 4, 5, or 6 according to the following scale: 

1 = Disagree strongly 

2 * Disagree 

3 * Neither agree nor disagree 

4 * Agree 

5 * Agree strongly 

6 * Don't know 

1. The Marine Corps is firmly comnitted to the principle of equal 
opportunity. 

2. Non-whites should treat whites better than they do. 

3. The Marine Corps should make a greater effort to assist non-whites 
to qualify for enlistment and technical MOS's. 

4. White Marines are punished less severely than non-whites for the 
same offenses. 

5. All whites feel some prejudice toward non-whites. 

6. There is no racial discrimination in military justice in the Corps. 

7. Every man should have a voice in his own government no matter how 
poorly educated he is. 

8. Closer association among the races will improve relations. 

9. Non-whites have good reason to distrust whites. 

10. If I don't actively try to solve the racial problem, then I'm 
making it worse. 

11. Non-whites get more than their share of dirty details. 

12. The Marine Corps really doesn't care what people like me think. 

13. An unfairly large number of non-whites are assigned infantry MOS's. 

14. Success and prestige aren't as Important to non-whites as they are 
to whites. 

15. Most non-whites would like to be included in white groups. 

FF-4 
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For each question from 1 through 62, mark the answer sheet in 
column 1, 2, 3, 4, 5, or 6 according to the following scale: 

1 * Disagree strongly 

2 ■ Disagree 

3 * Neither agree nor disagree 

4 * Agree 

5 * Agree strongly 

6 * Don't know 

16. Whites do not show proper respect for non-whites with higher rank. 

17. One way of reducing racial tension would be to assign individuals 
to units made up of their own race. 

18. There should be more open discussion between the races about 
racial problems. 

19. Whites do not usually have to perform as well as non-whites to be 
promoted in the Corps. 

20. Joining the Marines was one of the better decisions I have made. 

21. Whites should treat non-whites better than they do. 

22. All non-whites feel some prejudice toward whites. 

23. Allowing black Marines to wear Afro haircuts amounts to 
preferential treatment. 

24. Most whites don't care about the problems of minorities. 

25. Most whites deliberately discriminate against minorities. 

26. It's no use trying to get anywhere in the Corps. Whether or not 
you get promoted is strictly out of your hands. 

27. Non-whites think they don't have to follow the rules as much as whites. 

28. Non-whites do not show proper respect for whites with higher rank. 

29. Whites should try to understand what it feels like to be a member 
of a non-white group. 

30. There should be more officers who come from minority groups in the 
Marine Corps. ff-5 
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For each question from 1 through 62, mark the answer sheet in 
column 1, 2, 3, 4, 5, or 6 according to the following scale: 

1 = Disagree strongly 

2 * Disagree 

3 * Neither agree nor disagree 

4 * Agree 

5 * Agree strongly 

6 * Don't know 

31. Most whites would like to see non-whites better off. 

32. Too many people in the Corps are out for themselves. 

33. Commanding officers should pay more attention to the needs of 
minority group members. 

34. I think the Marine Corps is the best military service. 

35. Most non-whites are just as dependable as whites. 

36. If things continue the way they are going, the blacks will get more 
than their fair share. 

37. It's up to whites to take the lead in associating with non-whites. 

38. Commanding officers should deal more openly with racial problems. 

39. The Corps is doing a very good job in trying to reduce problems 
and tensions between groups. 

40. People can be trained to be less prejudiced. 

41. The American belief in the equality of life and liberty is out of 
date. 

42. Americans don't get respect overseas mainly because foreigners 
are ungrateful. 

43. There is a big difference between HJIng in defense of life and 
killing in cold blood. 

44. Man is a reasonable being and therefore democracy is a suitable 
form of government for him. 

45. There is some basic equality among all men. 

FF-6 
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For each question from 1 through 62, mark the answer sheet in 
column 1, 2, 3, 4, 5, or 6 according to the following scale: 

1 ■ Disagree strongly 

2 * Disagree 

3 » Neither agree nor disagree 

4 * Agree 

5 * Agree strongly 

6 = Don't know 

46. Asians value their lives as much as Americans do. 

47. All of man's basic nature is selfish. 

48. A real belief in human equality has to be shown in action. 

49. Tht most important purpose of freedom is to protect human life. 

50. Man's nature demands equal respect from others. 

51. The military service is one of man's highest callings. 

52. The idea that some men are superior to others could get us all 
killed. 

53. There is a tendency for Americans to show lack of proper respect 
for foreign persons. 

54. There are or were good life-protecting (survival) reasons for skin 
color differences among the races. 

‘'S. Leaving a fellow Marine "out of the crowd" helps to cause race 
problems. 

56. The American minority groups need to work with the whites but 
they also need their own unity groups. 

57. Africa has had some highly developed civi1izations. 

58. If the minorities represent about 10Ï of the total peculation, 
having 1 man from the minorities on a 10-man Boaro of Direct; rs 
for clubs and promotion boards will guarantee fair representat)0 0. 

59. There should be better ways of learning about Marines' grievances. 

60. More whites should recognize their owr prejudice. p 

tfüNik 
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Fú> eacn uuestion from 1 through 62, mark the answer sheet in 
column i, ", 3, 4, 5, or 6 according to the following scale: 

»» 
1 = Disagree strongly 

2 = Disagree 

3 - Neither agree nor disagree k 

4 = Agree -j 

5 = Agree strongly I 

6 = Don't know ^ 

61. Non-whites cluster together in groups so they can threaten 
the whites. J 

62. Race relations on the base are getting better. 

1 
1 

1 
1 

Go to the next page. | 

1 
1 
1 
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Have you been treated unfairly in the past month in connection with: 

63. Work assignments? 

Yes - Mark column 1 

No - Mark column 2 

64. Promotion? 

Yes - Mark column 1 

No - Mark column 2 

65. Discipline? 

Yes - iterk column 1 

No - Mark column 2 

66. Liberty? 

Yes - Mark column 1 

No - Mark column 2 

67. Punishment? 

Yes - column 1 

No - column 2 

68. Personal affairs? 

Ye- - column 1 

No - column 2 

Have you been treated unfairly in the past month by: 

69. NCO's in your unit? 

Yes - column 1 

No - column 2 

70. Officers in your unit? 

Yes - column 1 

No - column 2 
o-. 
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Have you been treated unfairly in the past month by 

71. Other Marines in your outfit? 

Yes - column 1 

No - column 2 

72. Marines outside of your unit? 

Yes - column 1 

No • column 2 

73. Civilians? 

Yes - column 1 

No - column 2 

74. In general, do you like whites? 

Usually yes - column 1 

About half the time - column 2 

Usually no - column 3 

75. In general, do you trust whites? 

Usually yes - column 1 

About half the time - column 2 

Usually no - column 3 

76. In general, do you like blacks? 

Usually yes - usually 1 

About half the time - column 2 

Usually no - column 3 

77. In general, do you trust blacks? 

Usually yes - column 1 

About half the time - column 2 

Usually no - column 3 

FF-10 
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78. In general, do you like members of other minority groups, such as 
Puerto Ricans, Mexican-Americans, etc.? 

Usually yes - column 1 

About half the time - column 2 

Usually no - column 3 

79. In general, do you trust members of other minority groups, such as 
Puerto Ricans, Mexican-Americans, etc.? 

Usually yes - column 1 

About half the time - column 2 

Usually no - column 3 

80. If you were in combat, would you rather fight beside a white 
Marine or a black Marine? 

A white Marine - column 1 

A black Marine - column 2 

No preference - column 3 

81. Which would you rather serve under - a black conmanding officer or 
a white commanding officer? 

A black coimanding officer - column 1 

A white commanding officer - column 2 

No preference - column 3 

82. Do black Marines treat you fairly? 

Almost always - column 

Usually - column 

Sometimes - column 

Rarely - column 

Almost never - column 

1 

2 

3 

4 

5 

83. Do white Marines treat you fairly? 

Almost always 

Usually 

Sometimes 

Rarely 

Almost never 

column 1 

column 2 

column 3 

column 4 

column 5 
2k8< FF-ll 
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We would like to find out what certain things mean to you. For 

example, on the lines below you are asked about BLACK POWER. There 

are seven lines that look like this: 

col col col col col col col 

84- bad 1 2 3 4 5 6 7 good 

Mark one of the columns, from 1 through 7, in Question 84 to tell 

us how bad or good you think BLACK POWER is. If you think that BLACK 

POWER is very bad, put a mark in column 1 on the answer sheet for 

Question 84. If you think that BLACK POWER is very good, put a mark 

in column 7. If you can't decide if BLACK POWER is bad or good, put 

the mark in column 4. Put the mark in column 2 or 3 if you think it's 

bad, but not very bad. Put the mark in column 5 or 6 if you think it's 
good, but not very good. 

Go to the next question and mark one of the columns to tell us how 

fair or unfair you think BLACK POWER is. Then go to the next question, 

and so on, until you've marked a column for each question about BLACK 
POWER. 

Some of the lines may seem foolish. Don't worry about it - just 

give us your first impression. 

Question col 

84. bad 1 

85. fair 1 

86. beautiful 1 

87. happy 1 

88. nice 1 

89. bitter 1 

90. cruel 1 

BLACK POWER 

col col col col 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

col col 

6 7 good 

6 7 unfair 

6 7 ugly 

6 7 sad 

6 7 awful 

6 7 sweet 

6 7 kind 

12 
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BLACK HANDSHAKE 

flues t Ion cgX col_ co]_ co]_ ççrï ço[ ço1_ 

91 • nice 1 2 3 4 5 6 7 awful 

92. beautiful 1 2 3 4 5 6 7 ugly 

93 * h«PPy 1 2 3 4 5 6 7 sad 

9^' ^alr 1 2 3 4 5 6 7 unfair 

95* cru«l 1 2 3 4 5 6 7 kind 

9^* 1 2 3 4 5 6 7 good 

97 • bitter 1 2 3 4 5 6 7 sweet 

THE MARINE CORPS 

Question 

98. 

99. 

100. 

101. 

102. 

103. 

104. 

col 

fair 1 

bad 1 

happy 1 

cruel 1 

bitter 1 

beautiful 1 

nice 1 

col col col col 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

col col 

6 7 

6 7 

6 7 

6 7 

6 7 

6 7 

6 7 

unfair 

good 

sad 

kind 

sweet 

ugly 

awful 

»•> • 
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AFRO HAIRCUTS 

Question 

105. bitter 

106. cruel 

107. bad 

108. nice 

109. beautiful 

110. fair 

111. happy 

col col cfil col 

12 3 4 

12 3 4 

12 3 4 

12 3 4 

12 3 4 

12 3 4 

12 3 4 

col col col 

567 sweet 

567 kind 

567 good 

567 awful 

567 ugly 

567 unfair 

5 6 7 sad 

rp-14 
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SUPPLEMENTARY QUESTIONNAIRE 

he following questions are needed to help us process the data on the 
discussion groups. We are not interested in knowing your identity, 
e will keep all these answers completely anonymous. Your honest 
impressions will be greatly appreciated. 

1# ^Ve..you served in any other branch of the military besides 
the Marines? 

Air Force 
Army 
Coast Guard 
Navy 
None 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 
Mark column 5 

2. If you have had human relations training elsewhere, where 
was it? 

In the military _ Mark column 1 
As a civilian _ Mark column 2 

3. How many men are there in your company? 

Less than 80 
81-100 
101-120 
More than 120 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 

4. How long have you been out of ITR? 

Less than one month 
One month to 6 months 
Over 6 months but less 

than 12 
Over 1 year but less 

than 2 
Over 2 years 

Mark column 1 
Mark column 2 

Mark column 3 

Mark column 4 
Mark column 5 

v.r; 
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Where were you born? 

Northeastern States 
Mid Atlantic States 
Southern States 
Midwestern States 
North Central States 
Southwestern States 
Rocky Mountain States 
Far West States 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 
Mark column 5 
Mark column 6 
Mark column 7 
Mark column 8 

Do you consider yourself primarily: 

Combat arms _ Mark column 1 
Support _ Mark column 2 
Other Mark column 3 

Please write the first two digits of your MOS in the space 
provided on the answer sheet. 

What do (did) you think is (was) the purpose of these discussion 
groups? 

To talk about race problems 
To talk about race problems 

in the Marine Corps 
To talk about all kinds of 

human relations problems 
Don't know 

Mark column 1 

Mark column 2 

Mark column 3 
Mark column 4 

Do (did) you look forward to participating in these groups? 

Yes, thought it would be 
interesting 

Yes, was glad to get out of 
other jobs 

No, it seemed like a chore 
No, did not believe in this 

kind of thing 

Mark column 1 

Mark column 2 
Mark column 3 

Mark column 4 
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The following questions can only be answered 
participated in the discussion groups. 

if you have already 

10. Was there good rapport between the 
the participants? 

discussion leader and 

A great deal 
Some 
Very little 
None 

11. Was the discussion leader 
for the group? 

_ Mark column 1 
_ Mark column 2 
_ Mark column 3 
_ Mark column 4 

able to summarize important points 

To a great extent 
To some extent 
To a small extent 
Not at all 

12. Did the discussion leader 
the discussions? 

_ Mark column 1 
_ Mark column 2 
_ Mark column 3 
_ Mark column 4 

actively ask participants to enter 

To a great extent 
To some extent 
To a small extent 
Not at all 

13. Did the discussion leader 
discussions? 

_ Mark column 1 
_ Mark column 2 
_ Mark column 3 
_ Mark column 4 

reward participation in the 

To a great extent 
To some extent 
To a small extent 
Not at all 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 

• ft • 
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14. Was the discussion leader able to conununicate with all the 
members of the group? 

To a great extent 
To some extent 
To a small extent 
Not at all 

15. Did the discussion leader 
participants? 

_ Mark column 1 
_ Mark column 2 
_ Mark column 3 
_ Mark column 4 

talk over the heads of some of the 

To a great extent 
To some extent 
To a small extent 
Not at all 

16. Was the discussion leader 

Always 
To a great extent 
To some extent 
To a small extent 
Not at all 

17. Did the discussion leader 
who were senior to him? 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 

sincere in the points he presented? 

_ Mark column 1 
_ Mark column 2 
_ Mark column 3 
_ Mark column 4 
_ Mark column 5 

along well with participants 

To a great extent 
To some extent 
To a small extent 
Not at all 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 

18 ' were^is^qual?*00 leader get alon9 well with participants who 

To a great extent 
To some extent 
To a small extent 
Not at all 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 

GG-4 
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19. Did the discussion leader get 
who were junior to him? 

along well with participants 

To a great extent 
To some extent 
To a small extent 
Not at all 

20. Was the discussion leader 
human relations staff? 

_ Mark column 1 
_ Mark column 2 
_ Mark column 3 
_ Mark column 4 

supervised by another member of the 

To a great extent 
To some extent 
To a small extent 
Not at all 

21. Do you think that the command 
groups? 

_ Mark column 1 
_ Mark column 2 
_ Mark column 3 
_ Mark column 4 

showed interest in the discussion 

22. 

A great deal 
Some 
Very little 
None 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 

Do you think that the command supported 
discussion programs? 

the human relations 

To a great extent 
To some extent 
To a small extent 
Not at all 

23. Were the facilities provided 

They were excellent 
They were good 
They were reasonable 
They were only fair 
They were poor 
They were very poor 

_ Mark column 1 
_ Mark column 2 
_ Mark column 3 
_ Mark column 4 

for the discussion group adequate? 

_ Mark column 1 
_ Mark column 2 
_ Mark column 3 
_ Mark column 4 
_ Mark column 5 

Mark column 6 

*>■ 1 
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Did your class as a whole attempt 
human relations outside class? 

any projects to improve 

Yes 
No 

Mark column 1 
Mark column 2 

Did some members (not the entire class) attempt any oroiects 
to improve human relations outside class? P V pro:|ects 

Yes 
NO 

Mark column 1 
Mark column 2 

Are there any places on your base where vou can 
apply some of the principles learned in the discuss^n <,íoups? 

Yes 
No Mark column 1 

Mark column 2 

a¡:*JÍ*r® any Places in the civilian community where you can 

groups? aPP y SOme 0f the princiPles learned in the discussion 

Yes 
No 

No civilian communities 
near the base 

Mark column 1 
Mark column 2 

Mark column 3 

In general, how would the military react to anv 
perform projects aimed at improving human relations? ? 

Very favorably 
Favorably 
Unfavorably 
Very unfavorably 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 
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29. 

31. 

32. 

If you attempted such a project, what was the reaction? 

Very favorable 
Favorable 
Unfavorable 
Very unfavorable 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 

30. 1*11™?' hoï would the civilian community react to any 
ttempt to perform a project aimed at improving human relations? 

Very favorably 
Favorably 
Unfavorably 
Very unfavorably 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 

If you attempted such a project, what was the reaction? 

Very favorable 
Favorable 
Unfavorable 
Very unfavorable 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 

What was your general impression of the orientation session? 

Very favorable 
Favorable 
Unfavorable 
Very unfavorable 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 

33. What was your impression of the orienters? 

Very favorable 
Favorable 
Unfavorable 
Very unfavorable 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 

*1 * 

o 

GG-7 



8 

34. Did the discussion leader deviate from the book? 

To a great extent 
To some extent 
To a small extent 
Not at all 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 

35. Do you think that the discussion leader should deviate from 
the text? 

To a great extent 
To some extent 
To a small extent 
Not at all 

Mark column 1 
Mark column 2 
Mark column 3 
Mark column 4 

36. If there is anything else you want to say about the discussion 
group and/or human relations training, please use the space 
provided on the answer sheet. 

GG-8 
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Table I 

PARTICIPANT CHARACTERISTICS DERIVED FROM MCQ/4 
AND FROM THE SUPPLEMENTARY QUESTIONNAIRE 

Actual/Demographic 

Age 
Rank 

Length of service in the Marine Corps 
Service in any other branch of the military 
Years of school completed 
Race/ethnic group 
Sex 

Previous human relations training 
Place of birth 
Type of Unit 
Size of Unit 

Time between the Infantry Training Regiment 
and human relations training 

Expectations 

Expectations of purpose for discussion groups 
Expectations of scope and topics in course 

Degree of anticipation (positive or negative mental 
set) for training 

Perceptions 

Rapport between Unit Discussion Leader (UDL) 
and students 

Ability of UDL to summarize 

Solicitation of participation by UDL 
Rewards for participation 

Ability of UDL to adapt language level to class 
Since-ity of UDL 

Relationship of UDL with members of class—senior, 
equal, and junior 

Initiative of UDL 

Degree of supervision UDL received 
Commano interest 
Command support 
Adeqi cy of facilities 

Amount of leadership action attempted on class level 

Access to points where training can be applied 
Receptivity of military and civilian community to 

action efforts 
Skill of orienters 

o* 
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Table II 

INFORMATION DERIVED FROM QUESTIONNAIRE FOR 
HUMAN RELATIONS INSTRUCTORS 

Actual/Demographic 

Age 
Rank 
Length of service in the Marine Corps 
Years of school completed 
Race/ethnic group 
Sex 

Operational 

Method of conducting training (number of classes, 
hours per day) 

Monitoring of classes 
Full-time versus part-time employment as instructor 
Percentage of command that completed training 
Completion by commander of training course 
Completion by Command staff of training course 
Race/ethnic group of commander 
Command information on program (on- and off-base) 
Commander impact on human relations staff 
Direct access to commander for human relations staff 
Effect of commander's presence in class 
Adequacy of facilities 
Logistical support for both training and action 
Rewards for participation in action program 



Table ill 

INFORMATION DERIVED FROM QUESTIONNAIRE FOR 
UNIT DISCUSSION LEADERS 

Actúa1/Demographic 

Age 
Rank 
Command experience 
Length of service in the Marine Corps 
Years of school completed 
Race/ethnic group 
Sex 

Operational 

Participation voluntary or involuntary 
Self-evaluation of program understanding 
Expression (perception) of program philosophy 

(open-ended) 
Other teaching/training jobs 
Location of training facilities 
Proximity to civilian community 
Size and economy of civilian community 
UDL emphasis in course (open-ended) 
Method of conducting training (e.g. , number of days) 
Composition of this discussion group 
Self-evaluation of rapport with this discussion group 
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Table IV 

PROGRAM VARIABLES TO BE EXAMINED 

Composition of the groups 

Size 
UDL to student ratio 
Racial mix 
Rank mix and horizontal versus vertical breakdown 
Age mix 
Sex mix 
Length-in-service mix (Length at rank or partial rank) 
Type of facility 
Availability of ancillary facilities, e.g., meeting 

places for extra-curricular activities 

Functioning of the groups 

Authoritarianism of UDL 
Rewards for class participation 
Was survey given? Effect? 
Conduct of classes—massed vs. spaced 
CO monitoring 
HRI monitoring 



BRIEFING NOTES ON EXPERIMENTAL DESIGN 

1. Purpose of Trip 

a. To become better acquainted with the day-to-day 

problems of conducting the training. 

b. To explain our needs in the data collection process. 

c. To talk with the HRI's and explain the research 

to show where these data will fit in, how they 

will be used, and why they are necessary. 

2. Concepts of Training Groups and Control Groups* 

a. Training groups: These are the groups that 

actually undergo the training (attend the discussion 

sessions). Their attitudes in many facets of 

human relations will be assessed to try to 

determine the impact of training on these attitudes. 

b. Control groups: These groups are composed of 

individuals who have not undergone training 

(have not attended discussion sessions). 

Their attitudes are measured to compare with the 

attitudes of the training groups to get a better 

handle on the impact of training. 

• sPec^^c example was used to illustrate the major 
points from 2a through 5c. 

* t A s< 
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3. Experimental Design 

a. In order to assess the impact of a training 

program on attitudes, the testing and training 

processes must be clearly spelled out. In 

general, we want to control (be cognizant of) 

as many factors that might enter the equation as 

is possible. We set up a design that lets us 

come close to the ideal of having as controlled 

a situation as we can. 

b One thing that is generally done is to get 

measurements on critical variables both before 

and after we do something with or to the people 

in the experiment. In this particular case, we 

will get measurements before and after discussion 

classes have been completed, 

c. A second thing that we often consider is how the 

individual retains what he learned over a period 

of time after he underwent training. What's 

more, we would want to know what the shape of 

the training impact is over a number of time 

periods so that we can plot, on a graph, the 

line as it should be (whether it be a straight line, 

a curve, or whatever). 

4. Problems Associated with the Testing 

a. Reliability: The question here is: If we give 

HH-6 
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the same people, to what extent can we expect 

to get the same answers? We should always get 

the same answers if the parameters above hold true. 

However, we can't guarantee that (reasons will 

be given later), so we make estimates of the 

probability of getting the same answers. These 

estimates can go from -1.00 to 0.00 to +1.00. 

They go from totally opposite through totally 

random to totally alike. 

b. Validity : In the most general sense, here we are 

asking: To what extent are we actually measuring 

what we say we are measuring? This may sound 

funny; but oftentimes we think we are asking a 

question about something, and the person respond¬ 

ing thinks we are asking something totally different. 

g. The effect of testing the first time on any 

subsequent tests. Here what we are saying is that 

when a person takes a test once, he will perform 

differently the second time on the same or similar 

test than he did the first time. If it's an 

examination, he will probably do better. If it 

is a questionnaire, there is no "better" or 

"worse"; but his answers will either be more in 

tune with how he really feels since he has been 

forced to think about it or he might be better 

able to hide his feelings since he is now prepared. 

*"* A ►N. HH-7 



5. Other Problems 

a. Completion rate: We know that not everybody 

will respond to all answers. The problem is that 

there is usually a special reason for not answer¬ 

ing, and that makes these people different from 

those who do answer. 

b. Droupouts: During the course of an experiment, 

we always have some people who drop out. The 

reasons for this are many and may range from 

such things as being transferred to being bored. 

If we have more people drop out from one group 

than from another, we have some cause for concern. 

However, if people drop out at about the same 

rate from all groups, then we may assume that the 

reasons are "random" and would not affect the results. 

c. False answers; There are always some people in 

a large-scale study or experiment who will actually 

lie in giving their answers or who will simply 

run down the answer sheet and put down random marks 

without looking at the questions. We can't 

tell who these people are going to be, but we 

usually put in a few questions that serve as 

checks on the answers by requiring some consistency. 

These usually reveal the latter group, and quite 

often the former as well. 

HH-8 



6. Tying All This into the Present Problem 

a. Note request for numbers of participants and 

how they are to be used. 

b. Training and control groups 

(1) If you were given a request for 100 men 

total, most likely something like 80 were 

slotted for training groups and about 20 

for control groups. What does this mean? 

It means that 80 of the 100 men will be tested 

an(* will attend the discussion sessions; 

20 men will be tested, but they must not 

attend the discussion sessions. 

(2) We will want to determine how the attitudes 

of the men change over the period of time so 

some of them (about half) will be tested 

before and after the discussion sessions. 

That is, half of the training and half of the 

control group will receive the test at the 

start of the training and at the end. 

(3) The letter from HQ sets up different starting 

times for different groups, but note that 

everyone will complete a final questionnaire 

on, or about, 30 January 1973. Because of 

the different starting times, this means that 

::\s 
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different groups will have varied times 

(from 1 month to 3 months) between the 

completion of training and the final question¬ 

naire. 

(4) In point 2 above we said that only half the 

men were to be given the questionnaire only 

after training. The purpose for this is to 

enable us to determine the effects of the 

initial test on both the training and the 

second administration of the questionnaire. 

(5) It is important that all the groups are 

given the tests on about the same date (if 

the group is to be included at that date). 

c. Now let's go over the specifics for the groups 

presently represented. I hope you all have a 

copy of the letter from HQ, along with the 

requirements for men, with you. Note that differ¬ 

ent units have different requirements for numbers 

of men. This was done in order to have the least 

amount of impact on your running of your program. 

The numbers were based on a set of calculations 

made at HQ and are based on such things as the 

number of men in your command as well as the 

number already trained in that command. 

LiiO' 
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7. Now let's discuss some of these matters further. 

Any questions? 

Following a general discussion of the study, each 

of the specific requirements were discussed, e.g., 

number of Marines to be utilized and the dates of 

training and testing. Finally, the mechanics of the 

administration were prescribed as follows: 

"First of all, let me remove one problem from your 

minds. I have repeatedly been asked about the problem 

of turnover, in that many men will be rotated within 

three months. We are not concerned about this process 

because the study has been designed to accommodate the 

fact that we will lose up to 50% of our sample from day 

one to three months later. Therefore, do not limit the 

selection of men to those who will be around the entire 

three months. 

"Now, how are we going to choose the participants? 

We want you to take groups that are planned for training 

during the time period you have been told to do the testing. 

The best way to choose the control group is to take one 

or more classes and simply not give them training during 

that time period. If you don't have enough men scheduled, 

you will have to increase your classes to get the number 



needed. (Our efforts at Headquarters were directed 

toward making relatively sure that you would be training 

enough, however.) 

"The following information is going to be a little 

complex, so please listen carefully and please feel free 

to ask questions. 

"For the administering of the questionnaires, we 

want you to follow these procedures: 

1. Test the class at the appropriate times (before 

and after training, or after training only). I will 

help you determine which classes fall into which group 

or, rather, how many of each you will need. 

2. For the before-training test: 

a. Give the class the test; 

b. Collect them; 

c. Put them into an envelope; and 

d. Label the envelope 

3. For the after-training test: 

a. Give the class the test; 

b. Collect them; 

c. Put them into an envelope; and 

d. Label the envelope 

4. The UDL should also fill out his/her questionnaire 

during the after-training test. Then: 

a. Put the two envelopes (before- and after-tests) 

into another envelope. (If you gave no before-test, 

12 



you obviously will have only one envelope.) 

b. Label the envelope; and 

c. Give it to the HRI 

5. The HRI is responsible for putting the unit on 

the envelopes and then; 

a. Filling out his/her HRI questionnaire; 

b. Putting all the classes from one unit into 

an envelope; 

c. Putting his questionnaire in the envelope; 

d. Labeling the envelope; and 

e. Continuing the process for the entire command 

6. In other words we want the following; 

a. Each class should be in an envelope labeled 

by the group type ,T2,C2) ; 

b. should have two envelopes within one 

bigger one; 

c. the UDL should have a questionnaire which he/she 

completed with each of these envelopes; and 

d. the envelopes from a number of classes (by 

unit) should be collected by the HRI and placed into a 

still larger envelope along with his/her completed 

questionnaire and labeled by unit. 

7. I repeat, we want each UDL to have a questionnaire 

with each class he/she ran." 

r: 1 < 
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Human Relations Instructors 

Do not put your name on the questionnaire. We want to 
preserve your anonymity. If you feel that you have more to 
3ay than the options allowed, please pick the one that comes 
the closest to your opinion and then expand on that answer 
on the back of the page. 

1. What is your age? 

_ Less than 20 

_ 20-25 

_ 26-30 

_ Over 30 

2. What is your rank? 

_ Below E4 

_ E4-E6 

_ E7-E9 

_ Company Grade Officer 

_ Field Grade Officer 

3. How many years have you been in the Marine Corps? 

_ Less than 2 

_ 3-4 

_ 5-6 

_ Over 6 

S54< 
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4. How many years of school have you completed? 

_ Less than 12 

_ Completed high school 

_ Some college 

_ Completed college 

5. To which of these groups do you belong? 

_ Black 

_ Spanish speaking American 

_ White 

_ American Indian 

_ Other, specify:_ 

6. Your sex is: 

_ Male 

_ Female 

7. Did you have amy human relations training in the past 
2 months? ^ 

_ Yes 

_ No 

If so, how many hours? 

_ Less than 5 hours 

_ 5-10 hours 

_ 11-15 hours 

_ 15-20 hours 

_ 20 or more hours 

* (.-. 
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8. Approximately how many discussion groups are in session 
simultaneously under your control? 

_ Less than 2 

_ 2-4 

_ 5-7 

_ Over 7 

9. On the average, how many hours per day do the discussion 
groups meet? 

_ Less than 4 hours 

_ 4-6 hours 

_ 7-9 hours 

_ Over 9 hours 

10. How often are you able to monitor each class? 

_ Once per day 

_ Once per week 

_ Once every two weeks 

11. Your monitoring activities comprise about: 

_ Less than 2 hours per week 

_ 2-4 hours per week 

_ 5-7 hours per week 

_ Over 7 hours per week 

None 

£56< 
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12. What is the average number of hours per week that you 
are on military duty? 

_ Less than 30 hours 

_ 30-40 hours 

_ 41-60 hours 

_ Over 60 hours 

13. On the average, how many hours per week do you spend in 
your role as Human Relations Instructor? 

_ Less than 30 hours 

_ 30-40 hours 

_ 41-60 hours 

_ Over 60 hours 

14. How do you consider your duty as Human Relations Instructor? 

_ Full-time job 

_ Part-time job 

_ Additional duty 

15. Do you think that the job of Human Relations Instructor 
should be: 

_ Full-time 

_ Part-time 

_ Additional duty 

l 
I 
I 
1 
1 
Î 
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"'Hi¬ 

hi mnnmmmmm 

16. How many men are assigned to the command you represent? 

_ 300 men or less 

_ 300-599 men 

_ 600-999 men 

_ 1000 men or more 

1#. How long has the human relations training been in effect 
in your present command? etrecr 

_ Less than 6 months 

_ 6-12 months 

_ 1-2 years 

_ Over 2 years 

18. What percentage of all the men on station received 
completed human relations training? 

Less than 10% 

11-30% 

31-60% 

61-80% 

Over 80% 

19. Has your commander completed human relations training? 

_ Yes 

No 

:í58< 
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20. What percentage of the command staff has completed the 
human relations course? 

_ Less than 5% 

_ 5-10% 

_ 11-30% 

_ Over 30% 

21. Which group does the Commander belong to? 

_ Black 

_ Spanish speaking American 

_ White 

_ American Indian 

_ Other, specify: __ 

22. To what extent has the Commander publicized the human 
relations program to the troops? 

_ Not at all 

_ To a very small extent 

_ To a small extent 

_ To some extent 

_ To a great extent 

_ To a very great extent 

***i*.y 
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23. What medium does the Commander most often use to publicize 
the program? 

_ The base newspaper 

_ Commander's call 

_ Daily bulletins 

_ The chain of command 

_ Special formations 

_ General formations 

24. How often does the Commander participate in human relations 
staff meetings? 

_ Never 

_ Sometimes 

_ Often 

_ Always 

25. If the Commander participates in the staff meetings, 
does he attempt to dominate the proceedings with his 
point of view? 

_ Never 

_ Sometimes 

_ Often 

_ Always 

26. Does the Commander take decisive action from staff 
recommendations regarding the human relations program? 

_ Never 

_ Sometimes 

_ Often 

_ Always 

o(K~ 
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Does the Commander allow the staff latitude in organizing 
the human relations program and establishing its goals? 

Never 

Sometimes 

Often 

Always 

Does the Commander insist that his subordinates down the 
chain of command meet all training requirements suggested 
by the staff? 

Never 

Sometimes 

Often 

Always 

Does the Commander monitor the human relations trainina 
classes? ^ 

Never 

Sometimes 

Often 

Always 

Does the Commander give the human relations staff direct 
access to him at all times? 

Yes 

No 

Depends on the situation 
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31. After the Conunander visits the classes, is there any 
noticeable change in: 

a. Senior officers who are unsympathetic to the program? 

_ Yes 

_ No 

b. Class enthusiasm? 

_ Yes 

_ NO 

c. Reaching a consensus more quickly? 

_ Yes 

_ No 

d. Reducing the tendency to bicker over trivial points? 

_ Yes 

_ No 

32. Are the training rooms large enough for the classes? 

_ Yes 

_ No 

33. Is there enough table space for each person? 

_ Yes 

_ No 

34. Are the rooms adequately insulated from outside noises? 

_ Yes 

No 

XI-9 
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35. Is temperature control within the rooms adequate? 

«1 
_ Yes 

- NO ] 

36. What percent of troops within your immediate command 
participate in the human relations action program? 

_ Less than 2% 

_ 2-8% 

_ 9-20% 

_ More than 20% 

37. Are the troops given time off from their normal duties 
to participate in the human relations action program? 

_ Never 

_ Very little 

_ Often 

_ Always 

38. Is any command or public recognition given those who 
participate in these action programs? 

_ Yes 

_ No 

39. What form does this recognition take? (Check all that apply.) 

_ Coverage in base paper 

_ Command citation or award 

_ Granted extra leave 

_ Improvement in promotion chances 

] 
] 
1 
3 
1 
1 
3 
3 
3 
3 
I 
! 

n-io 
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Discussion Leader Questionnaire 

Please do not put any identification on this booklet. 
We are interested in preserving your anonymity. If there 
is any question in your mind as to the group being addressed, 
the questions are concerned with the discussion group that 
just completed training. 

1. What is your age? 

_ Less than 20 

23-25 

26- 30 

_ Over 30 

2. What is your rank? 

_ Less than E4 

_ E4-E6 

_ E7-E9 

_ Company Grade Officer 

_ Field Grade Officer 

3. Years in the Marine Corps? 

_ Less than 2 

_ 2-4 

_5-6 

Over 6 

% ^ 
» < 
k 
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4. 

5. 

6. 

7. 

8. 

i i 

Years of school completed? 

__ Less than 12 years 

_ 12 years (high school graduate) 

_ Some college 

College graduate 

To which of these groups do you belong? 

Black 

Spanish-American 

White 

_ American Indian 

Other, Specify:____ 

What is your sex? 

Male 

Female 

Have you had any classes in Human Relations in the last 
two months? 

Yes 

_ No 

How many hours of Human Relations Training have you had 
in the last two months? 

Less than 5 

5-10 hours 

11-15 hours 

16-20 hours 

Over 20 hours 

• i 

'ft# 

I 
I 
I 
1 
1 

1 

1 

1 

1 

I 
I 
A 
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9. How much training did you have in the Human Relations 
Program? 

_ Less than 8 hours 

_ 8-12 hours 

_ 13-13 hours 

_ 19 or more hours 

10. Is your participation in the Human Relations Program 
voluntary? 

_Yes 

_ No 

To what extent:_ 

11. How well do you think you understand the philosophical 
concepts outlined in the program? 

_ Not at all 

_ Somewhat 

_ Adequately 

_ Very well 

12. To what extent do you agree with the philosophical 
concepts outlined in the program? 

_ Not at all 

_ To a small extent 

_ To some extent 

_ To a great extent 

13. Do you perform other duties as a Marine in addition to 
your role as Discussion Leader? 

_ Yes 

No 

L
J
 



14. Please summarize, in your own words, the philosophy 
expressed by the Hunan Relations Program. 

15. How many training programs, other than the Human Relations 
Program, are you involved in as an instructor? 

_ None 

_ Less than 2 

_ 2-4 

_ Over 4 

16. Have you had leadership training in the Marine Corps? 

_ Yes 

_ No 

17. Have you held any positions which have given you command 
experience? 

_ Yes 

_ No 

18. Is there any position you held in the Marine Corps which 
you think has helped you to become a good discussion leader? 

_ Yes, Specify:_ 

_ No 

19. Are discussion sessions held in places that are conveniently 
located for the participants? 



Are eating facilities within comfortable walkinu distance 
of the training facilities? 

Yes 

No 

Are recreational facilities within confortable walking 
distances of the training facilities? 

Yes 

No 

How far is the base from the nearest civilian community? 

Less than 2 miles 

2-5 miles 

6-10 miles 

Over 10 miles 

How many civilians live in the community? 

Less than 500 persons 

500-9,999 persons 

10,000-29,999 persons 

30,000-59,999 persons 

60,000-99,999 persons 

100,000 or more persons 

What is the basic economy of the community? 

Farming 

Heavy Industry 

Light Industry 

Tourism (including service industry) 

»]{>&'< 
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25. Do your students have easy and reliable transport-1.. 
to and from the civilian coununity? 

_ To a great degree 

_ To some degree 

_ To a snail degree 

_ N’ot at all 

26. Does the proximity of the community hinder your d*>v:-l ont 
of an action program among your students? 

_'To 

_ Yes, in what way : _ 

27. What did you stress in this particular discussion group? 

_ Philosophy 

_ Issues 

_ Action program 

_ Research 

_ Other, specify:_ 

23. How many days did you take to train this discussion .:roup? 

_ Less than 4 days 

_ 4-6 days 

_ 7-10 days 

_ Over 10 days 

' f 

r 

—. 
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29. Did you find it difficult to guide the discussions es 
intended in the training manual? 

_ Not at all 

_ To a small extent 

_ To some extent 

_ To a great extent 

30. Some groups of people make one feel more uncomfort ¡ble 
than others. Please rank the following according to how- 
uncomfortable you feel with them. 1 indicates most 
uncomfortable and the 5 indicates the least uncomfortable. 

_ Enlisted (El to E3) 

_ Junior NCO's (E4 to E5) 

_ Senior NCO's (E6 to E9) 

_ Company grade officers (Lieutenants and Captains) 

_ Field grade officers (Major-Colonel) 

_ General officers 

31. What was the composition of this discussion group? 

Senior Officers % 

Senior NCO's ¢, 

Junior Officers % 

Junior NCO's 

Enlisted 

Total 100 
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32. Did you establish a qood rapport with this partiel 
discussion group? 

Yes 

_ \’o 

33. Do you feel that most of this group have improved 
views on human relations? 

_Yes 

_\’o 

34. What percent do you think improved their views; 

Less than 5* 

5-15% 

16-25' 

26-50* 

51-75% 

Over 75% 

/ k 

the i r 
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I• I Introduction 

The present report is based on questionnaires that were administered 

to 171 discussion leaders in the Marine Corps Human Relations proqram.1 

The data reflect all the questionnaires that were returned as part of the 

MCQ/4 study." The MCQ/4 study had the overall purpose of tentatively 

evaluating the Marine Corps Human Relations Training Program (MCHRP). One 

segment of that evaluation consisted of gathering information from the 

leaders of discussion group in the MCHRP. Originally, the plan was to 

administer questionnaires to all D.L.'s who were active in areas on which 

the MCQ/4 study focused. However, the original plan was not totally 

implemented. Therefore, the present report reflects only those questionnaires 

that were actually obtained. With the above background information in 

mind, the purpose of this report is predominantly descriptive; that is, the 

biographical characteristics of the D.L.'s and their responses to certain 

inquiries will be evaluated. In addition, any associations between and 

among variables will be discussed. Accordingly, this paper has been 

organized as follows: 

First, a summary of the statistically significant findings is presented. 

Second, D.L.'s responses to certain biographical questions are reported. 

Third, relationships that exist between the D.L.'s biographical 

characteristics and their responses to certain questions on the 

survey are evaluated. 

See Appendix A (Discussion Leader Questionnaire) for the data collection 
Instrument. 

Korotkin, Arthur L., Richard H. Orth, Garmen West, Jr. 
Report (‘‘CD/4 ). Report to the United States Marine Corp 
Brancn, November 20, 1971. k'ensinnton, Md.: Internationa 
of the American Instituto* for Research, 1973. 

Interim rva1ua*ion 
s , equal Op'' ir; unity 
1 Research Institute 



Fourth, associations among D.L.'s responses on the questionnare are 
discussed. 

Finally, based on the findings, tentative recommendations are proposals 
are made for further training and research. 

11. Summary of Significant Findings 

Although there are several findings mentioned in this paper that were 

not statistically significant, the rationale was to consider them nevertheless 

because of their heuristic import. The statistically significant findings, 
however, included the following: 

1. There was a significant association between rank and the 

D.L.'s self-evaluation of their level of understanding of 

the philosophical concepts of the program. (Table 1) 

As rank level increased,the proportion of those respondents with "low" 
understanding of the philosophical concepts decreased. 

2. Concurrently, there was a significant association between 

the level of education of the D.L.'s and their understanding 

of the philosophical concepts of the program. (Table 2) 

As education increased, so increased the proportion of the respondents 

with "high" understanding of the philosophical concepts. 

3. In addition, there was a significant association between 

education, rank and the understanding of the philosophical 
concepts. (Table 4) 

Officers with college experience tended to evaluate themselves higher on 

understanding of the philosophical concepts than enlisted men with the same 
level of educational experiences. 

4. Futhermore, there was a significant association between a 

D.L.'s establishment of good rapport with the discussion 

group and his self-evaluation of the improvement of that 

class' human relations attitudes. (Table 13) 



As the proportion of those respondents who answered positively on the 

rapport inquiry increased, the proportion of those respondents who answered 

positively on the improved views on human relations inquiry also increased. 

5. There was also a significant correlation between a D.L.'s 

agreement with the philosophical concepts of the program 

and ones difficulty in guiding the discussions as outlined 

in the manual. (Table 16) 

As agreement with the philosophical concepts increased, the proportion 

of those respondents with the "most" difficulty in guiding the discussions 

decreased. 

6. In addition, there was a significant relationship between 

a D.L.'s understanding the philosophical concepts and his 

agreement with those concepts. (Table 12). 

As the understanding of philosophical concepts increased, the proportion 

of those respondents who indicated "high" agreement with the philosophical 

concepts increased. 

7. It was found that there was a significant association between 

a D.L.'s assessment of other positions he had held in the 

Marine Corps that helped him to become a good discussion 

leader and his difficulty in guiding discussions. (Table 14) 

Of the respondents who answered "no" on difficulty in guiding discussions, 

a significantly greater proportion answered "yes" that they had held other 

positions in the Marine Corps that had helped them to become a good discussion 

leader, as compared with a lower proportion who answered "no." 

8. Finally, there was a significant association between a D.L.'s 

assessment of other positions he had held in the Marine Corps 

that had helped him to become a good discussion leader and a 

D.L.'s evaluation of the improvement of his class' views on 

human relations. (Table 15) 

Among those respondents who answered "yes" most of their class had improved 

their views on human relations, a significantly higher proportion answered "yes" 

than those who answered "no" on other helpful positions held in the Marine Corps. 



111. D.L.'s Biographical Characteristics 

With respect to age, 511 of the D.L.'s were younger than 26 years of age. 

Similarly, 541 of the respondents fell into the "high school graduate or less" 

category. The majority, 701, of the D.L.'s sampled were white. In contrast, 

18% were Black; 61 were Spanish-American; 61 fell into an "other" category, 

that included, for example, Indian American. With respect to sex, only 2 of 

171 or 11 of the respondents were female. The D.L.'s were also asked to 

indicate the number of years they had been in the Marine Corps. Forty-seven 

percent of the respondents had been in the Marine Corps 6 years or less. The 

last biographical characteristic of the D.L.'s considered concerns rank. The 

majority or 851 of the respondents were enlisted personnel. It should also be 

noted that 691 of the D.L.'s fell into the "E-4 to E-6" category. (See 

Appendix B for summary tables of the above findings.) 

VI. Relationship Between Biographical 
Characteristics and Various QuestTons D.L.'s Were Asked 

Understanding of Philosophical Concepts 

D.L. s were asked to indicate how well they understood the philosophical 

concepts outlined in the program. Their responses were collapsed into "low" 

and high" categories of understanding. The question arises as to whether 

there were any differences in the respondents' self-evaluation of their under¬ 

standing of the philosophical concepts outlined in the program where rank, 

education and race were considered. 

Rank. Table 2 shows that officers tended to give a higher evaluation of 

their own understanding of the philosophical concepts than enlisted men. 

(Table 1 here) 

For example, 451 of the enlisted men, as compared with 761 of the officers, 

rated themselves "high" on understanding the concepts. Therefore, as rank 

level increased, the proportion of those respondents with "high" understanding 

of the concepts also increased. Put conversely: as officer status increased, 

the proportion of those respondents with "low" understanding of the concepts 

decreased. For example, 541 of the enlisted men compared with 231 of the 

officers view themselves "low" on understanding of the concepts. The above 

findings were statistically significant at the .01 level of significance 
KK-4 * - , • 



.. . ^ Table 1. Percentage Distribution of 
Understanding of the Philosophical Concepts by Rank 

Understanding Rank 

Enlisted Officers 

High 

Low 

Total Percent 
Base Nb 

45% 

54% 

99%a 

26 

76% 

23% 

99% 

142 

X2 * 7.33 (yates); d.f. = 1; p .qi 

^ ânswers." the total number of 

doSnPot eqnuaSl ?7rK0me °f the taMPS in this 

^Throughout this 
do not include " 

paper percentages and 
no answers." 

chi-squares 



Education. Table 2 points out that there is also a significant association 

between education and the D.L.'s perceived understanding of the philosophical 

concepts. As education increased, the proportion of those respondents who 

(Table 2 here) 

saw themselves as "high" on understanding of the philosophical concepts increased. 

For example, 43^ of those respondents with the lower levels of educational 

attainment, as compared with 60% with the highest level of educational attainment, 

were "high" on understanding of the philosophical concepts. Conversely, as 

education increased, the proportion of those respondents with "low" understanding 

of the philosophical concepts decreased. It can be seen in Table 2 that a 

majority, 56% of the respondents with the lower level of education were "low" 
\ 

in understanding the philosophical concepts, as compared with 40% with the 

higher level of education. The above relationship was statistically significant 

at the .05 level. 

Rank and Education. Given the association between rank and the understanding 

of the concepts, it was expected that there might also be a relationship between 

education and understanding of the concepts. To illustrate this hypothesis, 

reference is made to Table 3. An examination of Table 3 reveals that there is 

indeed an association between rank and education; in general terms, the higher 

the rank, the higher the education. With no exception, the officers were 

either college graduates or had some college training. In contrast, 65% and 

34% of the enlisted men fell into the "less than 12 years/high school graduate" 

and "some college/college graduate" categories, respectively. 

(Table 3 here) 

At this point it was apparent that both education and rank have statistically 

significant correlation independent with one's view of understanding the 

philosophical concepts outMned in the MCHRP. The questions to be addressed 

next are: 

1. Considering only enlisted men, is there a significant 

difference by education? 

2. Comparing enlisted men and officers with parellel education, 

is there a significant difference on their understanding 

of the concepts? 

0 
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* T^le 2; Percentage Distribution of 
Understanding of Philosophical Concepts by Education 

Understanding Education 

High School 
Graduate or 

Less 
Some College 
or Above 

High 

Low 

Total Percent 

Base N 

43% 

56% 

99% 

93 

60% 

40% 

100% 

75 

2 
X = 4.14 (yates), d.f. = 1, p .05 

Table 3. Percentage Distribution 
of Rank by Education 

Education Rank 

Enlisted Officer 

Less than 12 years/ 
H.S. Graduate 

Some College/ College 
Graduate 

Total Percent 

Base N 

65% 

34% 

99% 

144 

0% 

100% 

100% 

26 

Ó7íi< 
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Ariünq the enlisted men, it can be seen in Table 4 that as education increased 

the proportion of those respondents with "high" understanding of the philosophical 

concepts also increased. For example, 45~ in the lowest educational category, 

as compared with 50 in the higher educational category, fell into the category 

of 'high" understanding of the philosophical concepts. It should be noted 

that this finding was not statistically significant, however, a clear pattern 

emerges as to understanding and educational level. 

(Table 4 here) 

With respect to question (2) on page 6, it appears that there are indeed 

significant differences between officers and enlisted men having the same 

level of education on understanding the concepts. Seventy-six percent of 

officers and a considerably lesser percentage (50 ) of the enlisted men fell 

into the cateogry of "high" understanding.of the concepts. There '•re, it is 

hypothesized that officers tend to rate themselves higher on understanding, 

perhaps, because they feel that given officer status there should be higher 

understanding of the concepts in the program. 

Race. When understanding of the concepts was examined by race, it was 

found that there were no significant differences between whites and non-whites. 

(Table 5 here) 

It can be seen in Table 5, however, that whites tended to evaluate themselves 

higher on understanding the concepts than non-whites. 

Agreement with Philosophica 1_Concepts 

An additional question was: To what extent do you agree with the 

philosophical concepts outlined in the program? It was found that there 

were no significant differences by race, education, rank, length of military 

service, and age on agreement with the philosophical concepts. 

(Table 6 here) 

Table 6 provides a summary of the findings between the biographical characteristics 

mentioned above and agreement with the philosophical concepts. 

t 
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Table 5. Percentage Distribution of 
Understanding Philosophical Concepts by Race 

Understanding Rac 

Whites 

e 

Non-Whites 

Most 

Least 

Total Percent 

Base N 

527, 

47% 

99% 

116 

45% 

54% 

99% 

53 

X2 = .51 (yates); d.f. = 1; N.S. 
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Difficulty in Guiding Discussions 

The D.L.'s were also asked: Did you find it difficult to guide the 

discussions as intended in the training manual? Their responses to this 

Inquiry were analyzed to determine if differences existed between rank and 

difficulty to guide discussions and between race and difficulty to guide 

discussions. 

(Table 7 here) 

An examination of Table 7 reveals that there were no significant associations 

between rank and race, and difficulty to guide discussions. 

Areas Stressed in Discussion Group 

Another question D.L.'s were asked relates to the areas they stressed 

in their respective discussion groups. Their responses to this inquiry were 

analyzed by rank, race and education. 

(Table 8 here) 

As Table 8 indicates there were no significant differences by rank, race and 

education on the areas D.L.'s stressed in their discussion groups. It is 

noted, however, that all of the six different groupings of respondents reflects 

philosophy as being the area that was stressed the most. In several ways, the 

results of Table 8 are surprising in that disagreement with the program did 

not produce any significant fluctuations in the areas stressed in the discussion 

groups. 

Other Positions Helped D.L.'s to Become Good Discussion Leaders 

Another inquiry D.L.'s responded to was: Is there any position you held 

in the Marine Corps which you think has helped you to become a good discussion 

leader? 

(Table 9 here) 

It can be seen in Table 9 (a) that 68¾ of whites, 77% of non-whites; (b) that 

76X of officers, and 69% of enlisted men felt they had held other positions 

that helped them to become good discussion leaders. These findings, however, 

were not statistically significant. 

KK-12 



Table 7. Percentage Distribution of 
Difficulty to Guide Discussions by Rank and Race 

Difficulty Rank Race 

(A) 
Officers 

(B) 
[nlisted 

(C) 1 (0) 
Whites ; Non-Whites 

High 

Low 

Total Percent 

Base N 

30% 

70% 

100% 

27 

37% 

63% 

100% 

142 

35% 

64% 

99% 

120 

35 

64% 

99% 

51 

Cols. A, B X2 = .23 (yates); d.f. = 1; N.S. 

Cols. C, D X? = .01 (yates); d.f. = 1; N.S. 

Table 8. Percentage Distribution of Areas 
Stressed in Discussion Groups by Race, Rank and Education 

Areas Stressed Rank Race Education 

(A) 

Officers 

(B) 

Enlisted 

(C) 

Whites 

(D) 
Non- 
Whites 

(E) 
H.S.Grad. 
or Less 

<F) ; 
Some College J 
or Above ; 

Philosophy 

Issues 

Action Program 

Research/Other 

Total Percent 

Base Na 

38% 

33% 

19% 

9% 

99% 

42 

34% 

30% 

25% 

10% 

99% 

199 

36% 

29% 

23% 

10% 

99% 

164 

33°' 

32* 

25% 

9% 

99%; 

75 

32% 

26% 

27% 

13% 

98% 

120 

38% 

33% 

22% 

6% 

99% 

118 

Cols. A, B X2 = .84; d.f. = 3; N.S. 

Cols. C, D X2 = .39; d.f. = 3; N.S. 

Cols. E, F X2 = 4.60; d.f. = 3; N.S. 

aSince many of tne respondents gave more than one resoonse to this inquiry, 
percentages were based on the total number of responses. 
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Table 9. Percentage Distribution of Influence 
of Other Positions Held in the Marine Corps 

on Becoming Good Discussion Leader by Race and Rank 

Other Positions Helped Race Rank 

TAJ 
Whites 

TBJ 
Non-Whites 

(Tj 
Officers Enlisted 

Yes 

No 

Total Percent 

Base N 

68« 

312 

99% 

118 

77% 

22% 

992 

48 

76% 

23% 

99% 

26 

69% 

30% 

99% 

141 
1 . 

Cols. A, B = .81 (yates); d.f. = 1; N.S. 

Cols. C, D = .28 (yates); d.f. = 1; N.S. 



Class' Improved Views on Human Reíatiojts 

Finally, D.L.'s were asked: Do you feel that most of this group have 

improved their views on human relations? Collectively, three-fourths or 127 

of 171 respondents answered "yes" they did indeed feel most of their respective 

group members had improved their views. In addition, analyses were performed 

by race, rank and education. Table 10 indicates that 70ei of whites, as 

(Table 10 here) 

compared with 85» of non-whites; 12% of officers, as compared with 75" of 

enlisted men; 69» of the lower educational category, as compared with 80r' in 

the higher educational category, answered "yes" their classes' views on 

human relations had improved. It is noted, however, that these findings as 

a result of comparisons of sub-groupings of the respondents were not 

statistically significant, but are of considerable practical import. 

Associations Among Questions D.L. 's Were _A_s_ked 

Next, an attempt was made to establish possible relevant associations 

between D.L.'s responses to one question (e.g., prior leadership training), 

as compared with their responses on another question (e.g., rapport with 

discussion group). In particular, attention will be given to the following 

questions: 

1. Is there an association between an understanding of the 

philosophical concepts and a D.L.'s difficulty in guiding 

di scussions and ones agreement with the philosophical 

concepts? 

2. Is there an association between establishing rapport with 

di scussion group and improved views on human relations 

within that group? 

3. Is there an association between positions held in the 

Marine Corps that have helped D.L.'s to become a good 

discussion leader, improved views on human relations and 

difficulty in guiding discussion groups? 

4. Is there an association between agreement with the 

philosophical concepts and difficulty in guiding 

discussion groups? 

KK-15 



Table 10. Percentage Distribution of Evaluation of 
Class' Improved Views on Human Relations by Race, Rank and Education 

Race Rank Education 

(A) 

Whites 

(B) 
Non- 
Whites 

(C) 

Officers 

(0) 
Non- 
Officers 

(E) 
H.S. Grad, 
or Less 

(F) 
Some College 
or Above 

Yes 

No 

Total Percent 

Base N 

70% 

29% 

99% 

119 

85% 

14% 

99% 

48 

72% 

28% 

100% 

25 

75% 

24% 

99% 

146 

69% 

30% 

99% 

71 

80% 

19% 

99% 

92 

Cols. A, B X2 = 3.25 (yates); d.f. = 1; N.S. 

Cols. C, D X2 = .01 (yates); d.f. = 1; N.S. 

Cols. E, F X2 = 2.24 (yates); d.f. = 1; N.S. 

J 
1 
l 
1 
I 
I 
I 
1 
I 
I 
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Understanding of the Philosophical Concepts 

Difficulty to Guide Discussions. The question arises as to whether 

there is an association between understanding the philosophical concepts 

and difficulty D.L.’s encountered in guiding the discussions as intended 

in the training manual. 

(Table 11 here) 

Table 11 indicates that as understanding of the philosophical concepts 

increases the proportion of respondents with "low" amount of difficulty in 

guiding their discussions increases. For example, 59" with "low" under¬ 

standing of the philosophical concepts, as compared with 69» with "high" 

understanding of the concepts, were "low" on difficulty to guide discussions. 

Conversely, 40¾ with "low" understanding of the concepts as compared with 

30% with "high" understanding, were "high" on difficulty to guide discussions; 

that is, as understanding of the philosophical concepts increases, the 

proportion of respondents with "high" difficulty to guide discussions 

decreases. The chi-square, was statistically significant at the .20 level. 

Agreement with Concepts. These data were also examined to determine if 

there was any significant association between ones understanding the 

philosophical concepts and agreement with the concepts. Interestingly, there 

was indeed a significant association between these two variables, at the .01 

level of significance. It would appear that an understanding of the 

philosophical concepts increased, the proportion of those respondents with 

"high" agreement with the concepts increased. 

(Table 12 here) 

For example, Table 12 shows that 38» of those respondents who were "low" on 

understanding the concepts, as compared with 60¾ who were "high" on agreement. 

Conversely, as understanding of the concepts increased, the proportion of 

those respondents who were "low" on agreement with the concepts decreased. 

Rapport Established with Discussion Group 

Improved View. It was found that there was a statistically significant 

association between a D.L.'s self-evaluation of whether a good rapport was 

established within the discussion group and their own evaluations of the 

class improvement in human relations attitudes. 

(Table 13 here) o8S 
KK--17 



tho J-?1® fe:centa9e Distribution of Understandinq 
the Philosophical Concepts by Difficulty to Guide Discussions 

Difficulty to Guide 
Discussions 

Understandinq F 
Concc 

Least 

'hilosophical 
pts 

Most 

Low 

High 

Total Percent 

Base N 

59% 

40% 

99% 

83 

69% 

30% 

99% 

83 

X2 = 1.68 (yates); d.f. = 1; p .20 

PMlncnnhJ!?1? 12' /e[ce?ta9e Distribution of Understanding the 
h losophical Concepts by Agreement With the Concepts Outlined in the 

Agreement Underst 

Low 

andina 

High 

High 

Low 

Total Percent 

Base N 

38% 

62% 

100% 

84 

60:' 

40% 

100% 

85 

X2 = 7.26 (yates); d.f. = 1 ; p .01 

Table 13. Percentage Distribution of Establishment of 
Good Rapport With Discussion Group 

by Most of the Group Improved Views on Human Relations 

Improved Views on 
Human Relations 

Good F 

Yes 

¡apport 

No 

Yes 

No 

Total Percent 

Base N 

81% 

19% 

100% 

149 

20% 

80% 

100% 

15 

X2 = 16.04 (yates); d.f. * 1; p .001 t' <X< 



It is clear in the above table that of those respondents who felt they had 

established a good rayport, also, tended to indicate that their class had 

improved their views on human relations. Eighty-one percent of those D.L.'s 

who answered "yes" to the rapport inquiry, as compared with only 20' who 

answered "no," also answered "yes" on the improved views on human relations 

questions. Conversely, of those respondents who did not feel they had 

established a good rapport with their discussion group, tended to indicate 

that most of their class had not improved their views on human relations. 

This finding suggests that D.L.'s recognize that a good rapport with a 

discussion group is necessary in order to be effective in the improvement 

of the class' views on human relations. 

Influence of Other Positions Held in Marine Corps on Becoming Good D.L. 

Difficulty in Guiding Discussions. It was found that there was no 

statistically significant association between other positions held in the 

Marine Corps and difficulty in guiding discussions. 

(Table 14 here) 

Table 14 reveals that 69% of those respondents who answered "yes" on other 

positions that had helped them to become good D.L.'s, in comparison with 

53ï who answered "no," also answered "no" on difficulty in guiding discussions. 

Improved Views. In addition, the association between other positions 

held in the Marine Corps and improved views on human relations was examined. 

(Table 15 here) 

Table 15 indicates that 80% of those respondents who answered "yes" on 

other positions that have helped to become good D.L., as compared with 

65% who answered "no," also answered "yes" on most of their class improving 

their views on human relations. This finding was statistically significant 

at the .10 level. 

Agreement with the Philosophical Concepts 

Difficulty in Guiding Discussions. Finally, these data were examined to 

see if there was a significant association between agreement with the 
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philosophical concepts outlined in the program and difficulty in guiding 

discussions. The findings indicate there was indeed a statistically 

significant association between the above two variables, at the .01 level 

of significance. For example, it can be seen in Table 16 that 56r of 

(Table 16 here) 

those respondents with "low" agreement with the philosophical concepts 

outlined in the program, as compared with 78'’.' with "high" agreement, had 

"low" difficulty in guiding discussions. In other words, as the agreement 

with the philosophical concepts increased, the proportion of those respondents 

with "low" difficulty in guiding discussions increased. Additionally, as 

the agreement with the concepts increased the proportion of those respondents 

with "high" difficulty in guiding discussions decreased; that is, 44 of 

those respondents who were "low" in agreement with the philosophical concepts, 

in comparison with 22T who were "high" in agreement, were in the category 

of "high" difficulty in guiding discussions. 

KK-2Q 



Table 14. Percentage Distribution of Other Positions Held in 
the MC that have Helped to Become Good D.L. by Difficulty to Guide Discussions 

Difficulty Guiding 
Discussions 

Other Positions He 
Good Discussio 

Yes 

Iped to Become 
n Leader 

No 

No 

Yes 

Total Percent 

Base N 

69¾ 

31* 

100% 

115 

53% 

47% 

100% 

51 

X* = 3.15 (yates); d.f. * 1; p .10 

Table 15. Percentage Distribution of Other 
Positions Held in MC that have Helped to 

Become Good D.L. by Improved Views on Human Relations 

Improved Views on 
Human Relations 

Other Positions Hav 
Become Good Discuss 

Yes 

e Helped to 
ion Leader 

No 

Yes 

No 

Total Percent 

Base N 

80* 

20% 

100* 

114 

65% 

35% 

100% 

49 

X* s 3.15 (yates); d.f. = 1 ; p .10 

Table 16. Percentage Distribution of 
Agreement with Philosophical Concepts 

Outlined in the Program by Difficulty to Guide Discussions 

Difficulty in Guiding 
Discussions 

Agreement wit 
Conce 

Low 

h Philosophical 
Pts 

High 

Low 

High 

Total Percent 

Base N 

56% 

44% 

100% 

86 

78% 

22% 

100% 

80 

X2 - 8.07; d.f. » 1; .01 KK-21 



SUMMARY RECOMMENDATIONS 

Proposals and recommendations for the alteration of selecting and 

training Marine Corps Human Relations discussion leaders would be inappropriate 

based on this report alone. It does seem evident that certain variables, 

more than others, are important in the effectiveness of discussion leaders 

within their classes; i.e., the ability to establish rapport in the class, 

the level of understanding of the program’s concepts, rank and educational 

level. However many of the significant variables in this research were 

subjective ones; for instance, we have no way at this time to say whether 

human relations attitudes improved simply because the D.L. said they did. 

This research did furnish nonetheless sufficient biographical data on 

the discussion leaders and much of their conceptualizations of the program. 

The report has attempted to provide the Marine Corps with additional research 

feedback so as to help update and improve their program of human relations. 

Many of the findings presented could have significant bearing on the 

selection and training of discussion leaders. Before concrete steps are 

implemented in the field, however, it is proposed that: 

There should be specific instruments developed to measure 

the change in attitude within each and every human relations 
class. 

There should be further research conducted to measure the 

strength of certain social and psychological "traits" of 

the D.L.'s and their correlation with effectiveness. Past 

research has suggested that specific personality traits have 

direct implications for effective intergroup relations work. 

(Epstein, 1961). 

Additional attitude surveys be administered to the D.L.'s 

to provide feedback for research and development. 

Steps should be tkane to review the D.L. training program 

for an assessment of how well the philosophical concepts 

of the overall program are stressed, and how much training 

is provided in group dynamics. 

KK-22 



... 

As a final step, research should be undertaken to develop 

specific criteria for the selection of discussion leaders. 

At that time, the Marine Corps would be sufficiently able to continually 

supply themselves with an increasingly effective level of discussion leaders 

for the program. This is in keeping with the joint goal of providing 

ultimate Marine Corps self-sufficiency with reatrds to the human relations 
program. 



APPENDIX A 

Discussion Leader Questionnaire 

Please do not put any identification on this booklet. 
We are interested in preserving your anonymity. If there 
is any question in your mind as to the group being addressed, 
the questions are concerned with the discussion group that 
just completed training. 

1. What is your age? 

_ Less than 20 

_ 20-23 

_ 26- 30 

_ Over 30 

2. What is your rank? 

_ Less than E4 

_ E4-E6 

_ E7-E9 

_ Company Grade Officer 

_ Field Grade Officer 

3. Years in the Marine Corps? 

_ Less than 2 

_ 2-4 

_ 5-6 

Over 6 



2 

4. Years of school completed? 

_ Less than 12 years 

_ 12 years (high school graduate) 

_ Some college 

_ College graduate 

5. To which of these groups do you belong? 

_ Black 

_ Spanish-American 

_ White 

_ American Indian 

_ Other, Specify:___ 

6. What is your sex? 

_ Male 

_ Female 

7. Have you had any classes in Human Relations in the last 
two months? 

_Yes 

_ No 

8. How many hours of Human Relations Training have you had 
in the last two months? 

_ Less than 5 

_ 5-10 hours 

_ 11-15 hours 

_ 1G-20 hours 

_ Over 20 hours 

«i. 
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9. How much training did you have in the Human Relations 
Program? 

_ Less than 8 hours 

_ 8-12 hours 

_ 13-18 hours 

_ 19 or more hours 

10. Is your participation in the Human Relations Program 
voluntary? 

_ Yes 

_ No 

To what extent:^___ 

11. How well do you think you understand the philosophical 
concepts outlined in the program? 

_ Not at all 

_ Somewhat 

_ Adequately 

_ Very well 

12. To what extent do you agree with the philosophical 
concepts outlined in the program? 

_ Not at all 

_ To a small extent 

_ To some extent 

_ To a great extent 

13. Do you perform other duties as a Marine in addition to 
your role as Discussion Leader? 

_ Yes 

No 

KK-26 
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14. Please summarize, in your own words, the philosophy 
expressed by the Human Relations Program. 

15. How many training programs, other than the Human Relations 
Program, are you involved in as an instructor? 

_ None 

_ Less than 2 

_ 2-4 

_ Over 4 

16. Have you had leadership training in the Marine Corps? 

_ Yes 

_ No 

17. Have you held any positions which have given you command 
experience? 

Yes 

No 

18. Is there any position you held in the Marine Corps which 
you think has helped you to become a good discussion leader? 

_ Yes, Specify:^_ _ 

_No 

19. Are discussion sessions held in places that are conveniently 
located for the participants? 

_ Yes 

No 

KK-27 
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20. Are eatiny facilities within comfortable walking distance 
of the training facilities? 

_ Yes 

_ No 

21. Are recreational facilities within comfortable walking 
distances of the training facilities? 

_ Yes 

_ No 

22. How far is the base from the nearest civilian community? 

_ Less than 2 miles 

_ 2-5 miles 

_ 6-10 miles 

_ Over 10 miles 

23. How many civilians live in the community? 

_ Less than 500 persons 

_ 500-9,999 persons 

_ 10,000-29,999 persons 

_ 30,000-59,999 persons 

_ 60,000-99,999 persons 

_ 100,000 or more persons 

24. What is the basic economy of the community? 

_ Farming 

_ Heavy Industry 

_ Light Industry 

_ Tourism (including service industry) 

1 
! 
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25. Do your students have easy and reliable transportation 
to and from the civilian community? 

_ To a great degree 

_ To some degree 

_ To a small degree 

_ Not at all 

26. Does the proximity of the community hinder your development 
of an action program among your students? 

_ No 

_ Yes, in what way:_ 

27. What did you stress in this particular discussion group? 

_ Philosophy 

_ Issues 

_ Action program 

_ Research 

_ Other, specify:_ 

28. How many days did you take to train this discussion group? 

_ Less than 4 days 

_ 4-6 days 

_ 7-10 days 

_ Over 10 days 

KK-29 
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29. Did you find it difficult to guide the discussions as 
intended in the training manual? 

_ Not at all 

_ To a small extent 

_ To some extent 

_ To a great extent 

30. Some groups of people make one feel more uncomfortable 
than others. Please rank the following according to how 
uncomfortable you feel with them. 1 indicates most 
uncomfortable and the 5 indicates the least uncomfortable. 

_ Enlisted (El to E3) 

_ Junior NCO's (E4 to E5) 

_ Senior NCO's (E6 to E9) 

_ Company grade officers (Lieutenants and Captains) 

_ Field grade officers (Major-Colonel) 

_ General officers 

31. What was the composition of this discussion group? 

Senior Officers  % 

Senior NCO's  % 

Junior Officers  % 

Junior NCO's  % 

Enlisted _% 

Total 100% 

402* 
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APPENDIX B 

SUMMARY TABLES OF DISCUSSION LEADERS' 

BIOGRAPHICAL CHARACTERISTICS 

Table 1; Age 

Frequency % 

Less than 20 years 7 4 

20-25 years 81 47 

26-30 years 30 18 

Over 30 years 53 31 

No answer 0 o 

Total 171 100% 

Table 2: Rank 

Frequency 

Less than E-4 5 3 

E-4 - E-6 118 69 

E-7 - E-9 22 13 

Company Grade Officer 23 13 

Field Grade Officer 3 2 

No answer 0 o 

Total 171 100% 
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Table 3: Years in the Marine Corps 

Frequency 

Less than 2 years 11 6 

2-4 years 57 33 

5-6 years 16 9 

Over 6 years 87 51 

No answer p q 

Total 171 99% 

Table 4: Years of School Completed 

Frequency % 

Less than 12 years 20 12 

High school graduate 74 43 

Some college 50 29 

College graduate 27 16 

No answer 0 0 

Total 171 100% 

Table 5: Group Membership 

Frequency 

Black 30 is 

Spanish-American 11 g 

White no 7o 

American Indian 2 1 

Other 8 5 

No answer 1 p 

171 109% Total 



Table 6: Sex 
1 

Frequency % 

Male 167 99 

Female 2 1 

No answer 0 0 

. Total 169 100% 

1 

Î 
* / £ % - G< T 
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INTERIM EVALUATION REPORT (MCQ/4) 

INTRODUCTION 

Historically, the terra evaluation has been used to refer to that 

process or procedure by which one could assess the effectiveness of a 

process or procedure. It was directed at seeing whether a particular 

end product was a success or failure. Within the last decade, this 

concept of evaluation has begun to change, particularly In the social 

and behavioral sciences. Those working within the areas of the develop¬ 

ment and implementation of educational and social systems began to realize 

that in addition to needing a final evaluation of whether they succeeded 

or failed they needed a continued assessment of the developmental process 

so that modifications and changes could be made as the program progressed, 

thus optimizing the chance for success. Within recent years, then, the 

tenu evaluation has come to mean both a final evaluation and the process 

by which planners and developers may continually monitor the progress of 

a developmental program for the purpose of continued development. 

When the term evaluation is used in the continuous process sense, it 

signifies that the evaluation be considered, and treated, as an integral 

part of the developmental process itself-- that the information derived 

from the continuous evaluation be fed back into the system for improvement, 

modification, and revision, thus improving the system in terms of its 

future application. It is within this context that the assessment study 

was carried out within the U.S. Marine Corps to evaluate the effectiveness 

of the U.S. Marine Corps Human Relations Training Program. The information 

contained in this report should be incorporated with all of the other feed¬ 

back from the field to make recomnendations for improvement in instruction, 

materials, and procedures. 

This report Is not a definitive and final analysis of the success or 

failure of the program. Rather it is a working paper, the findings of which 

will be useful in the continuing process of program improvement. 

‘1C8< 
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PROCEDURE 

The Intent of the evaluation described In this report was the 

conduct of a comprehensive examination of many aspects of the ongoing 

program. The objectives were broad, the plan well conceived, but many 

aspects of the evaluation were poorly executed. One of the major lessons 

learned from this exercise was that complex research plans cannot be left 

to people In the field to Implement. While much of the relevant Informa¬ 

tion that was targeted for collection was not obtained, and while some of 

the basic data which was obtained was not useful, there Is still sufficient 

data to analyze and examine regarding the major overall evaluation of the 

effectiveness of the program. 

It was Intended that the major data collection Instrument be the 

Marine Corps questionnaire number 4 (MCQ/4). The data collection period 

was to be 15 September 1972 through 31 January 1973. A letter was prepared 

from the Commandant of the Marine Corps to distribution giving instructions 

and directions on data collection. Just prior to the distribution, a site 

visit was made to all of the target sites and briefings conducted with on¬ 

site personnel who were to carry out the data collection. Four types of 

Information were being collected: 

1. The MCQ/4 was used to collect attitude and opinion data 

with regard to key Issues related to the training program, 

2. Discussion leaders were required to fill out a questionnaire 

after each 20-hour period, 

3. Human Relations Instructors would be required to complete a 

questionnaire during the survey, and 

4. Statistical Information regarding behavioral data was 

requested from each of the units undergoing the survey. 

This Information Included things IlkeUA's, serious 

Incidents, court martlals, etc. 

A representative sample was selected from 15 different major commands 

comprising over 4,000 Marines, from CONUS and overseas stations. The 



experimental design Is shown In Table 1. As originally planned, there 

would be four groups, three questionnaire administrations, and a 20-hour 

training program. The four groups were two experimental groups and two 

control groups. The three questionnaire administrations were a pre-test, 

a post-test, and then a follow-up post-test four months later. The 

experimental group participated in the training, the control group received 

no training. Half of the experimental group and half of the control group 

received the pre-test and half of them did not receive the pre-test. This 

was done to assess the possible effects of completing the pre-test question¬ 

naire on the post-test results. As described, the experimental design, 

though not highly complex, was apparently not carried out effectively by 

people in the field not familiar with experimentation. In addition, as in 

any project dealing with real field conditions, contingencies and unexpected 

variables may have affected the ability of certain conmands to execute the 

plans as originally conceived. In either case, the result was that instruc¬ 

tions were not followed exactly, despite the briefings, and a great deal of 

Information was either not collected, not collected properly, or not sub¬ 

mitted in a form suitable for identification and/or use. 

Thus the data presented in this report will be limited to a useful 

sample of 2,830 of the 4,260 expected for the pre-test and the post-test. 

Virtually no follow-up post-tests were received in usable form, thus 

eliminating this segment of the sample. Since instructions regarding the 

administration of the pre-test to only part of the experimental and 

control groups were not carefully followed, the two experimental groups 

and the two control groups were combined into a single experimental and 

a single control group. Finally, the statistical information on the 

behavioral data was also not amenable to analysis. While most of the units 

did submit the data, they did not do so for the two periods requested, that 

Is, 15 June 1972 to 15 September 1972 and 15 September 1972 to 30 January 

1973. The reason, of course, for data from the two periods is to measure 

any differences that might have occurred in incidents, UA's, and other data 

after training took place with the experimental group. In most cases, 

data were submitted for both periods, but submitted in a combined fashion 

so that it was not separable. The only group to follow instructions 

explicitly was Headquarters First Marine Division FMF, Camp Pendleton. 
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(Unfortunately, all the units there except for a small 1st medical battalion 

have over 70% training completion level.) 

The net result was that only a limited amount of analysis could be 

done on the data collected. However, the major purpose of this study was 

“To measure the results of the training program . . . to refine and further 

develop the educational materials." To this end the study can be completed 

and the Information utilized. Sufficient data do exist from over 2,800 

Marines In the experimental and control groups to make such an evaluation 

possible. 

RESULTS 

The data presented in this section are divided into three major areas: 

.. A description of the samples (biographical 

Information), 

.. An analysis of the Items probing attitudes 

and opinions, and 

.. An analysis of the series of statements and 

questions relating to treatment and feelings. 

The Sample 

Tables 2 through 6 show the composition of the four sample groups 

by age, rank, years of service, education, and race. The purpose for 

such comparisons Is to determine if any differences exist among the groups, 

and. If so, to take such differences into account In drawing conclusions. 

The chi-square tests under each table indicate the statistical significance 

of any apparent differences. 

In general, the control groups were somewhat older and had more upper 

level NCO's. In addition, the pre-test control had more "long-term" people, 

more poorly educated, and a higher percentage of blacks. Theoretically, 

and Ideally, the four random samples should have had no differences. 

<1 ■* Oc 
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However, the smaller samples In the control groups probably contributed 

somewhat to the differences. In any case, these differences can be 

considered when drawing conclusions from the rest of the data. 

Attitudes and Opinions 

This is the key section of the report with regard to evaluation. 

It Is expected and hypothesized that changes will take place in opinions 

and attitudes as a result of the 20-hour training program, and that such 

changes will be reflected in the answers to the items contained in 

MCQ/4. 

The main section of the questionnaire consists of 62 statements 

which the respondent must mark as to whether he disagrees strongly, 

disagrees, neither agrees nor disagrees, agrees, or agrees strongly. 

These items were directed at three basic areas—Race Relations, Philosophy 

(Equality/Life Value), and the Marine Corps. (Some of the items were 

directed at more than one area.) To determine if changes actually took 

place, all "disagree strongly" responses were assigned a score of 1, 

"disagree" a score of 2, etc., to "agree strongly" which was 5. A mean 

(average) response was calculated for each of the four groups in the 

sample and for each of the 62 items. Differences among the groups were 

calculated and the t-ratio was computed to determine if any mean 

differences were in fact statistically significant (i.e., did not occur 

only by chance). Appendix A is a complete copy of the questionnaire 

MCQ/4 and Appendix B is a table showing means, standard deviations, and 

"t" ratios for all 62 attitude and opinion items by sample group. A 

second analysis (chi-square) was done on all those items showing statistically 

significant differences, to test for any differences due to race. 

Overall, of the 62 items, 39 showed a statistically significant 

change from pre-test to post-test in the experimental group. This 

compares with only 5 significant changes for the control groups (pre¬ 

to post-tests). The experimental and control groups differed on only 

6 items on the pre-test. This went to 24 on the post-test. 

The following analysis will be a detailed examination of those 

items that did show change. Each item showing change will be discussed 

11 
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In sequence* including a discussion of racial differences* if any, for 

that item. The "t" ratio was used to test for significant differences 

between groups (experimental and control) and the chi-square was used 

to test for racial differences. (All of the tables and statistical 

results are shown in Appendix C.) 

First, it would be well to examine the 6 items which showed up as 

being answered significantly different for the pre-test experimental and 

control groups. The items are: 

No. 

6 

12 

16 

22 

43 

48 

Pre 
_Item_ Experimental 

There is no racial discrimina¬ 
tion in military justice in 
the Corps 2.7 

The Marine Corps really doesn't 
care what people like me think 3.1 

Most non-whites would like to 
be included in white groups 2.3 

All non-whites feel some 
prejudice toward whites 3.4 

There is a big difference 
between killing in defense 
of life and killing in cold 
blood 4-1 

A real belief in human 
equality has to be shown 
in action 3.6 

Pre 
Control 

2.4 

2.9 

2.0 

3.2 

4.3 

3.8 

With 3 as a neutral point, above 3 as agree, and below 3 as disagree, 

it can be seen that the control group disagreed more strongly with the 

first four statements (items 6, 12, 16, and 22) and agreed more strongly 

with the last two statements (items 43 and 48). Since differences 

already existed before training, an^ differences measured after training 

may not be attributable to the effect of the program. However, of the 

24 items which showed up as significantly different between the post-test 

experimental and control groups, none of them were the 6 previously 

discussed items. Thus, in the post-test the differences just discussed 

were no longer measured. 

*< f o< 
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The Items which are of the most interest are those which did change 

from pre-test to post-test in the experimental group« particularly if 

there were also differences between the post-test experimental and control 

groups« and no differences between the pre- and post- control groups. 

(The expected results« if the training program is effective, are of course, 

that the training would positively affect the experimental group and the 

control group would remain unchanged.) Seventeen items met this stringent 

three-fold criterion. (It should be noted that the statistical significance 

of a mean difference also takes into account variability and sample size. 

Thus, mean differences which appear to be the same in the data listed 

below may not be. For example, an 0.1 change may be significant in one 

case and not in another.) 

No. 

8 

9 

21 

23 

27 

29 

33 

36 

39 

47 

49 

_Item__ 

Closer association among the 
races will improve relations 

Non-whites have good reason to 
distrust whites 

Whites should treat non-whites 
better 

Allowing black Marines to 
wear Afro haircuts amounts to 
preferential treatment 

Non-whites think they don't have 
to follow the rules as much as 
whites 

Whites should try to understand 
what it feels like to be a 
member of a non-white group 

Commanding officers should pay 
more attention to the needs of 
minority group members 

If things continue the way they 
are going, the blacks will get 
more than their fair share 

The Corps is doing a very good 
job in trying to reduce problems 
and tensions between groups 

All of man's basic nature is 
selfish 

The most important purpose of 
freedom is to protect human 
life 

Pre Exp. Pre Control Post Exp. Post Control 

3.6 3.6 3.9 3.7 

2.7 

3.1 

2.7 

3.0 

2.9 

3.3 

2.7 

3.1 

3.5 3.3 3.3 3.5 

3.2 3.1 3.0 3.1 

3.4 3.3 3.5 3.4 

3.0 3.0 3.2 3.0 

3.2 3.1 3.1 3.2 

2.8 

3.1 

3.0 

3.1 

3.2 

2.9 

3.1 

3.0 

3.5 3.5 

4.G< 
3.8 3.5 
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Item P^e Exp. Pre Control Post Exp. Post Control 

50 Man's nature demands equal 
respect from others 3.8 

52 The idea that some men are 
superior to others could get 
us all killed 3.5 

3.9 4.0 3.9 

3.4 3.7 3.5 

54 There are or were good life- 
protecting (survival) reasons 
for skin color differences 
among races 3.4 

55 Leaving a fellow Marine "out of 
the crowd" helps to cause race 
problems 3.4 

56 The American minority groups 
need to work with the whites 
but they also need their own 
unity groups 3.4 

61 Non-whites cluster together in 
groups so that they can 
threaten the whites 2.9 

3.4 3.8 3.6 

3.5 3.7 3.5 

3.4 3.6 3.4 

3.0 2.7 2.8 

In all_ of the 17 cases, the movement of the experimental group was 

in the desired and predicted direction, i.e., agree more with the "positive" 

statements and agree less with the "negative" statements. 

The changes in post-test scores show that there is an increase in 

knowledge and/or awareness in the philosophy (equality/life value) area 

as well as a positive change in feelings in the racial area. The former 

is expected since it merely reflects the treatment variable (i.e., the 

controls couldn't learn about the life value since they had no classes). 

It is the second aspect of the change that is the most significant--12 of 

the 16 items reflected a positive shift in feelings associated with racial 

perceptions. These will be examined more in detail in the following 

analyses. Little, if any change, is shown in the items dealing with the 

Marine Corps per se. Thus, there is a better awareness of the problems 

of non-whites, a greater sensitivity to the issues which are important to 

the problem, and an acceptance of some of the actions which can be taken 

to improve race relations. In addition, there is an acceptance of some 

of the basic tenets associated with the equality/life value concepts 

presented in the training material. 
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The following analyses show the breakdown of responses to these 

same 17 items, by race. Chi squares were computed for each set of 

tables to determine if the differences in percentages were statistically 

significant. It should be kept in mind that the items analyzed in this 

additional way are the same 17 items discussed previously, i.e.,those 

items which chanaed significantly from experimental ore-test to 

exoerimental post-test. This additional analysis indicates where the 

shifts took olace and whether, in fact, there are statistically 

sionificant differences in the responses of the racial arouos. All of 

the tables for these analyses are Included in Aooendix C (Tables 7 to 23). 

In Item 8, "Closer association among the races will improve relations, 

an examination of the experimental pre- and post-test data indicate that 

a shift took place in all racial groups. In the post-test, more people 

of all races agreed with that statement than did in the pre-test. The 

chi-squares indicate that there is no statistically significant difference 
among the racial groups. 

However, in Item 9, "Non-whites have good reason to distrust whites," 

a different picture is seen. On this item there was very little movenent 

of the blacks. Most (almost two thirds) agreed with the statement in the 

pre-test and about the same percentage agreed with it in the post-test. 

On the white side, however, less than a quarter (24%) agreed with this 

statement in the pre-test and 32.8% agreed with it in the post-test, 

showing considerable movement. What is indicated is that there was a 

great difference in the initial responses to this item, with blacks agreeing 

with it and whites disagreeing. After training, however, there is a 

shift, with more whites asreeing with it as measured by the pre-test. The 

post-test control is very similar to that which was found in the pre-test 

experimental group and still shows the tremendous differences between the 
black and white response to this item. 

The results in Item 21, "Whites should treat non-whites better than 

they do," are quite similar to the previous item. Again, there is quite 

a large difference between the black and white initial response, with the 

whites being just about equally divided among disagree, neutral, and agree, 

and the blacks very heavily agreeing with the statement (64.6%). In the 

post-test, however, there is quite a shift of the whites toward agreeing 



with this statement. There Is very little shift in the black responses 

from pre-test to post-test. Again, the post-test control shows a similar 

relationship to the pre-test experimental and is significantly different 

from the post-test experimental. It should be noted that in both this 

Item and the previous item the "other" racial group is much more similar 

to the white response pattern than it is to the black. 

Item 23, "Allowing black Marines to wear Afro haircuts amounts to 

preferential treatment," also shows up as an item in which there are 

racial differences. In the experimental pre-test, the majority of blacks 

disagree with this, the majority of whites agree with it, and the "other" 

category is fairly noncommittal, though the highest category of response 

Is In the agree category. After training, there is a little shift in 

the blacks, with more agree responses than there were and fewer neutral 

responses. The whites do have a noticeable shift, with fewer responses 

In the agree column. There was little change in the "other" category. 

The chi squares indicate that all three groups shown in the tables have 

significant racial differences in response patterns. 

Item 27, "Non-whites think they don't have to follow the rules 

as much as whites," indicates that the same kinds of racial differences 

exist in the pre-test, that is, over three-quarters of the blacks disagree 

with this statment and almost one half of the whites agree with the 

statement. The shift in the post-test shows a drop in the number of 

blacks disagreeing with the statement (although no more blacks agree 

with it than they did in the pre-test) and an increase in the number of 

whites who disagree with that statement (although still not as many as 

agree with that statement). There is virtually no shift in the "other" 

category. The chi squares indicate that significant racial differences 

In response patterns exist in all three of the groups (experimental pre-, 

and experimental post-, control post-). 

Analysis of the data in Item 29, "Whites should try to understand 

what it feels like to be a member of a non-white group," indicates that 

these data are not significantly different from the racial groups. A 

significant shift was made in the post-test with more people agreeing 

with this statement than in the pre-test, but there were no significant 

racial differences. _ 
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Item 33, "Commanding officers should pay more attention to the 

needs of minority group members," again shows racial differences. Over 

half of the blacks agreed with this statement in the pre-test, and over 

two thirds of the blacks agreed with it in the post-test. While there 

was also some shift, with more whites agreeing with it in the post-test 

than in the pre-test, it was not a dramatic shift, going from 26¾ to 33¾. 

In this item, the response of the "other" racial category was much more 

similar to the black response pattern for this item. 

Item 36, "If things continue the way they are going, the 

blacks will get more than their fair share," shows there were 

significant differences in the responses in the racial groups. 

In the pre-test, over half the blacks disagreed with this statement while 

44% of the whites agreed with the statement. The "other" category was 

fairly well distributed. In the post-test, a higher percentage of blacks 

(F3%) disagreed with this statement and a somewhat higher percentage of 

whites (30% versus 24%) disagreed with this statement. However, almost 

40% of the whites still agreed with this statement. The chi squares 

indicated highly significant differences among the racial response patterns 

for all three groups . 

Item 39, "The Corps is doing a very good job in trying to reduce 

problems and tensions between groups," shows only a slight difference 

in responses by the different racial groups in the pre-test, with just 

about half of the blacks disagreeing with this and slightly over a third 

of the whites disagreeing. However, in the post-test, quite a noticeable 

shift has taken place in all three groups, black, white, and other, with 

almost a half of the white and "other" groups agreeing with this statement 

and almost 45% of the blacks agreeing with this statement. In the post-test 

there were no statistically significant racial differences. 

In Item 47, "All of man's basic nature is selfish," there were no 

racial differences apparent in the pre-test. However, in the post-test 

some racial differences in responses became apparent with more whites 

shifting to disagree than blacks, although there was some shift by the 

blacks in this direction. 



In Item 49, "The most Important "urpose of freedom Is to protect 

human life," again there were no racial differences. There was a 

general shift from pre-test to post-test in the experimental group, with 

more people agreeing with this response in the post-test. The percentages 

for all three racial groups went from almost 60% to over 70% agreeing 

with the response. 

In Item 50, "Man's nature demands equal respect from others," 

again there was no significant difference either in the pre-test or the 

post-test among the response patterns of the different racial groups. 

Again, there was a shift with more people agreeing with this statement 

in the post-test than in the pre-test (the exception is the "other" 

racial group which did not change); however, the chi square indicated 

no statistically significant difference existed in the post-test group. 

The next item. Item 52, "The idea that some men are 
superior to others could get us all killed," showed no significant racial 

differences in the pre-test, although more blacks agreed with this 

statement than did the whites and the "other" racial group. In the 

post-test, however, a statistically significant difference among the 

racial groups was indicated, with blacks agreeing with this statement 

more than whites, and whites agreeing with this statement more than the 

"others." In all cases there was a shift, with more people agreeing 

with this statement in the post-test than in the pre-test. However, there 

was less of a shift in the "blacks" than either the "whites" or the 

"other". 

Item 54, "There are or were good life-protecting (survival) 

reasons for skin color differences among the races," shows the same 

kind of response pattern as the previous item. There is a general shift 

with more people agreeing with this statement in the post-test than in 

the pre-test. The shift is much more apparent, however, for the whites. 

The chi square indicates that there is a significant racial difference 

in response pattern in the post-test that was not present in the pre-test. 

One other item of note on this particular table is that the Increase in 

"agree" seems to be associated with a decrease in the "no response or 
don't know" category. This did not seem to be true on the previous items. 
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Item 55, "leaving a fellow Marine 'out of the crowd' helps to cause 

race problems, did not demonstrate any racial differences in the response 

patterns in the pre-test. However, in the post-test there was a general 

Increase in the "agree" responses. For the whites, this was coupled with 

a decrease in the disagree" responses. This was not true among blacks, 

where the disagree category stayed fairly constant. The chi squares 

Indicated that racial differences did exist in the post-test and in the 

post-test control. This latter phenomenon defies explanation at this 
time. 

On Item 56, "The American minority groups need to work with the 

whites but they also need their own unity groups," there are racial 

dirferences indicated in both the pre- and post-test. The strong majority 

of blacks agreed with this statement, while a shade over 50% of the 

whites agreed with this statement in the pre-test. In the post-test, the 

majority of blacks still agreed with this statement, but fewer than in the 

pre-test, while an increasing number of whites (from 50.7% to 66.3%) agreed 

with this statement in the post-test. Little change was noted in the 

"other" racial category. The chi squares indicated that significant 

racial differences existed in both the pre- and the post-test. 

On the last item in this series, Item 61, "Non-whites cluster 

together in groups so that they can threaten the whites," significant 

racial differences were detected in all three of the criterion groups— 

the experimental pre-, the experimental post-, and the control 

post-. In the pre-test, almost three quarters of the blacks disagreed with 

this statement, while slightly over one third of the whites disagreed. 

In the post-test, there was little shift on the part of the blacks, while 

there was an increase in the number of whites who disagreed with the 

statement. In this particular item, the "other" category paralleled the 

white responses almost exactly. The chi squares indicate statistically 

significant differences among races on this item in the experimental pre-, 

the experimental post-, and the control post-test. 

What we have seen in this section is that the items which were 

statistically significant in terms of change from pre-test to post-test 

19 
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also showed, In 13 out of 17 cases, a tendency to be responded to differently 

by members of the three racial categories. In some cases, the differences 

existed in the pre-test and in others the racial differences did not 

show up until the post-test. This may be an indication that training 

(the intervening variable) may be affecting the groups differentially. 

Only four of the items, 47, 52, 54, and 55, fall into this latter 

category. In general, these items are associated with the philosophy/ 

values concepts. 

Treatment and Attitudes 

The next section of data concerns the responses to the 20 items in 

the questionnaire having to do with treatment and attitudes. The data 

are included in Tables 24 through 44 in Appendix C. Items 63 through 73 

all give a similar pattern of responses. On all of these items, the 

majority of the respondents, regardless of racial group, feel that there 

has been n£ unfair treatment with regard to work assignments, promotion, 

discipline, liberty, punishment, personal affairs, treatment by their 

unit NCO, treatment by their unit officers, treatment by other Marines 

in their outfit, other Marines outside their outfit, or civilians. However, 

a large percentage (as much as 40.5?0 on Item 63) of the blacks do feel 

that there has been some discrimination or unfair treatment. In all of 

these tables, more blacks than whites have felt such unfair treatment. 

All of the statistical tests indicate that significant differences do 

exist among the racial groups in response to these questions. (The only 

exception is on Item 73 where the chi-square indicates that there are 

no significant differences among the races in response to this question-- 

unfair treatment by civilians.) While the feelings of discrimination 

run quite high among the blacks it never reaches majority proportions, 

i.e. over 50%. It should be noted that on Item 64 and 65 the percentage 

of people who feel they have been treated unfairly amounts to only about 

a third of the respondents. 

On Item 74, "Do you like whites?", the overwhelming majority of 

whites (81%) said "yes" and 16.5% said "about half the time". This 

gives a 97.5% positive response to this item. Among the blacks, only 

48.3% said "yes," and another 33.2% said "about half the time", giving 



an 81.5X positive response to this Item. The "other" category gave 

71.3X "yes" and ?3.2% "about half the time." The chi-square Indicated 

that there were significant racial differences in response to this 

Item. 

There is a similar response to Item 75, "In general, do you 

trust whites?" The racial differences, however, are even more apparent 

on this item, with 30.1% of the blacks saying "usually no" while only 

7.9% of the whites and 9.6% of the "others" responded negatively to this 

question. Again, the chi-square indicates significant racial differences 

in response to this item. 

The same pattern in reverse appears to Item 76, "In general do 

you like blacks?" Only 4.6% of the blacks responded "usually no" while 

12.5% of the whites and 8.6% of the "others" said "usually no." The chi- 

square again showed significant differences in response by race. 

In the next item, Item 77, "In general do you trust blacks?", the 

same kind of pattern appears with 21.5% of the whites saying "usually 

no," 11.2% of the blacks saying "usually no," and 14c' of the "others" 

saying "usually no." Again, the chi-square was statistically significant. 

Item 78 shows less of a disparity. It deals with the question 

"In general, do you like members of other minority groups, such as 

Puerto Ricans, Mexican-Americans.etc.?" Only 3.1% of the blacks said 

"usually no," 7.5% of the whites said "usually no," and 5.1% of the 

"others" said "usually no." 

In Item 79, "In general do you trust members of other minority 

groups, such as Puerto Ricans, Mexican-Americans, etc.?", there was 

virtually no difference in the response by race. 17.4% of the blacks 

said "usually no," 16% of the whites said "usually no," and 13% of the 

"others" said "usually no," with the other responses being fairly equally 

distributed among "yes" and "about half the time." The chi-square for 

Item 78 was significant, showing that there was statistically significant 

racial difference in responses to this item. The chi-square for Item 79 
was not significant. 
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On Item 80, "If you are in combat would you rather fight beside a 

white Marine or beside a black Marine?" The overwhelming majority 

of all of the races indicated that they had no preference. However, 

more blacks (25.1%) preferred to be with other black Marines, as 

compared with 6.9% of the whites and 8.3% of the "others." The 

chi square for this table indicated that there was a statistically 

significant difference in the response pattern by race to this item. 

For Item 81, "Which would you rather serve under, a black 

commanding officer or a white commanding officer?", again the 

majority of all of the races said that they had no preference. 

However, again, 25.1% of the blacks said they would prefer a black 

officer, while only 5.7% of the whites and 7.6% of the "others" 

said that they would prefer a black officer. Again, the chi square 

tíàS. statistically significant. 

On Items 82 and 33, "Do black Marines treai: uou fairly?" and 

"Do white marines treat you fairly?" In both of these items, the 

chi square showed that there was a statistically significant difference 

in the response patterns by race. On Item 82, there were only 5.4% 

of the blacks who said "rarely" or "almost never," whereas 10.6% and 

11.2% of the whites and "others," respectively, said "rarely" or 

"almost never." On Item 83, the opposite pattern is seen, where 

some of the blacks (11.9%) felt that white Marines rarely or almost 

never treated them fairly, whereas only 5.4% of the whites and 7% 

of the "others" felt that this was true. 

Again, in this section of the results, the differential response 

patterns of the racial groups must be noted. Another point, however, 

that should be noted is that in most of the questions the majority of 

all of the groups--black, white, and "other"--did not feel or experience 

unfair treatment in any of the categories mentioned. 

The data presented here are, of course, not the only data collected 

during this study. They are, rather, the data which reflect statisticaily 

significant changes that took place during its course. 
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The Items discussed In the results section to this point all changed 

from pre-test to post and statistically significant differences were found 

between the post- experimental and post- control groups. However, two 

items which do not meet these criteria should also be presented—just for 

baseline or comparison purposes. 

The item, "The Marine Corps is firmly committed to the principle 

of equal opportunity" elicited an interesting resoonse (see Table 45). 

Over half the blacks disagreed with this statement as well as about a third 

of the whites and others. This changed somewhat in the post-test (after 

training) but the figures are still high. The chi square shows that 

significant differences do exist between races in response to this item. 

"Race relations on the base are getting better" is the last item 

to be discussed. The results (Table 46) show the laraest category of 

response (though not the majority) is disagree—for all races. A shift 

does occur in the post-test with more people agreeing and fewer people 

disagreeing. It should be noted that the control group shifts as well as 

the experimental. There is some implication here that the existence of the 

program has a positive effect in itself. (Even those not attending 

classes directly are aware of the program and perceive it as having a 

positive effect.) No racial differences exist in the perception of this 

item. 

SUMMARY AND CONCLUSIONS 

Despite the difficulty in the execution of the experimental design, 

sufficient data were collected from the field to evaluate the U.S. Marine 

Corps Human Relations Program as it was being conducted during the period 

June through December 1972. An analysis of the data seems to indicate 

that the program was in fact being effective in influencing the opinions/ 

attitudes of the people undergoing training. The data from this report 

will be carefully reviewed and the findings used as a basis for modifica¬ 

tion of material and the creation of new materials where required. 

23 
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A great deal of valuable Information was collected during the course of 

this study regarding the effectiveness of certain materials, the differential 

effect of the program on racial groups, and the relative effectiveness 

of the various elements of the program. All of these data will be useful 

In the Improvement of the U.S. Marine Corps Human Relations Program. 
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APPENDIX A 



1 

BIOGRAPHIC INFORMATION 

is needed only for Pressing the answers-you will 
remain completely anonymous. Indicate your answers on the answer sheet 

111 

A. Age: 

B. Rank: 

Less than 20 - Mark column 1 

Over 20 but less than 25 - Mark column 2 

Over 25 but less than 30 - Mark column 3 

®ver 30 - Mark column 4 

l 

Below E4 

E4, E5, or E6 

E7, E8, or E9 

Company grade officer 

Field grade officer 

C. Years in the Marine Corps: 

Mark column 1 

Mark column 2 

Mark column 3 

Mark column 4 

Mark column 5 

I 
I 

Less than 2 

Over 2 but less than 4 

Over 4 but less than 6 

Over 6 

Mark column 1 

Mark column 2 

Mark column 3 

Mark column 4 

D. Years of school completed: 

Less than 12 

12 (high school ) 

Some college 

College graduate 

-Mark column 1 

- Mark column 2 

- Mark column 3 

- Mark column 4 
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HEADQUARTERS 

UNITED STATES MARINE CORPS 

MCQ/Í» 

June 1972 

Human Relations Survey 

1. The purpose of this survey Is to gather Information needed for 
Improving the Marine Corps program In human relations. 

2. Do not put your name on the answer sheet. Your answers will be 

combined with many others for statistical purposes only. 

3. Indicate your answer to each question by marking an X on the 
answer sheet only. Do not make any marks In this booklet. 

4. There are no right or wrong answers ; we want to learn about 
Marines’ opinions. There is no time limit. 

5. You will be asked to take this survey more than once, so that we 
can find out If opinions change. To do this, we need to be able 
to compare your answers on one survey with your answers on another 
survey. 

a. If this is the first time you are taking this particular 
survey, do the following: 

1) At the bottom of the answer sheet in the two places 
indicated, write the last four numbers of the serial 
number of any bill you might have in your pocket or 
wallet. If you don’t have a bill, ask the man next 
to you for the numbers from a bill that he is not 
using for this purpose. 

2) Tear off the number and save it in your wallet, or some 
other safe place, so that you can use the same number 
if you take the survey again. 

b. If this is not the first time you are taking this particular 
survey, do the following: 

1) At the bottom of the answer sheet, write the same four 
numbers that you used when you took the survey before. 

2) If you do not have the number, write four zeros at the 
bottom of the answer sheet. 
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1 

BIOGRAPHIC INFORMATION 

This information Is needed only for processing the answers—you will 
remain completely anonymous. Indicate your answers on the answer sheet 
only. 

A. Age: 

Less than 20 - Mark column 1 

Over 20 but less than 25 - Mark column 2 

Over 25 but less than 30 - Mark column 3 

Over 30 - Mark column 4 

B. Rank: 

Below E4 

E4, E5, or E6 

E7, E8, or E9 

Company grade officer 

Field grade officer 

- Mark column 1 

- Mark column 2 

- Mark column 3 

- Mark column 4 

- Mark column 5 

C. Years in the Marine Corps: 

Less than 2 

Over 2 but less than 

Over 4 but less than 

Over 6 

- Mark column 

4 - Mark column 

6 - Mark column 

- Mark column 

1 

2 

3 

4 

D. Years of school completed: 

Less than 12 

12 (high school) 

Some college 

College graduate 

Mark column 1 

Mark column 2 

Mark column 3 

Mark column 4 

* * f— .- J 
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2 

E. To which of these groups do you belong? 

Black 

Spanish-speaking American 

White 

American Indian 

Other 

Mark column 1 

Mark column 2 

Mark column 3 

Mark column 4 

Mark column 5 

F. Are you male or female? 

Male - Mark column 1 

Female - Mark column 2 

G. Did you have any classes In human relations training during the past 
two months? 

Yes - Mark column 1 and answer Question H 

No - Mark column 2 and go to the next page 

H. How many hours of human relations training did you have in the past 
two months? 

Less than 5 - Mark column 1 

More than 5 but less than 10 - Mark column 2 

More than 10 but less than 15 - Mark column 3 

More than 15 but less than 20 - Mark column 4 

20 or more - Mark column 5 



3 

For each question from 1 through 62. mark the answer sheet in 
column 1, 2« 3« 4, 5. or 6 according to the following scale: 

1 « Disagree strongly 

2 * Disagree 

3 * Neither agree nor disagree 

4 * Agree 

5 * Agree strongly 

6 * Don't know 

1. The Marine Corps Is firmly committed to the principle of equal 
opportunity. 

2. Non-whites should treat whites better than they do. 

3. The Marine Corps should make a greater effort to assist non-whites 
to qualify for enlistment and technical MOS's. 

4. White Marines are punished less severely than non-whites for the 
same offenses. 

5. All whites feel some prejudice toward non-whites. 

6. There Is no racial discrimination in military justice in the Corps. 

7. Every man should have a voice in hi: own government no matter how 
poorly educated he is. 

8. Closer association among the races will improve relations. 

9. Non-whites have good reason to distrust whites. 

10. If I don't actively try to solve the racial problem, then I'm 
making It worse. 

11. Non-whites get more than their share of dirty details. 

12. The Marine Corps really doesn't care what people like me think. 

13. An unfairly large number of non-whites are assigned Infantry MOS's. 

14. Success and prestige aren't as Important to non-whites as they are 
to whites. 

15. Most nc¡n-whites would like to be Included in white groups. 
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For each question from 1 through 62, mark the answer sheet in 
column ., 2, 3, 4, 5, or 6 according to the following scale: 

1 * Disagree strongly 

2 * Disagree 

3 s Neither agree nor disagree 

4 = Agree 

5 * Agree strongly 

6 * Don't know 

16. Whites do not show proper respect for non-whites with higher rank. 

17. One way of reducing racial tension would be to assign individuals 
to units mads up of their own race. 

18. There should be more open discussion between the races about 
racial problems. 

19. Whites do not usually have to perform as well as non-whites to be 
promoted in the Corps. 

20. Joining the Marines was one of the better decisions I have made. 

21. Whites should treat non-whites better than they do. 

22. All non-whites feel some prejudice toward whites. 

23. Allowing black Marines to wear Afro haircuts amounts to 
preferential treatment. 

24. Most whites don't care about the problems of minorities. 

25. Most whites deliberately discriminate against minorities. 

26. It's no use trying to get anywhere in the Corps. Whether or not 
you get promoted is strictly out of your hands. 

27. Non-whites think they don't have to follow the rules as much as whites. 

28. Non-whites do not show proper respect for whites with higher rank. 

29. Whites should try to understand what it feels like to be a member 
of a non-white group. 

30. There should be more officers who come from minority groups in the 
Marine Corps. 
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5 

For each question from 1 through 62, mark the answer sheet in 
column 1, 2, 3, 4, 5, or 6 according to the following scale: 

1 ■ Disagree strongly 

2 * Disagree 

3 * Neither agree nor disagree 

4 ■ Agree 

5 * Agree strongly 

6 « Don't know 

31. Most whites would like to see non-whites better off. 

32. Too many people in the Corps are out for themselves. 

33. Commanding officers should pay more attention to the needs of 
minority group members. 

34. I think the Marine Corps is the best military service. 

35. Most non-whites are just as dependable as whites. 

36. If things continue the way they are going, the blacks will get more 
than their fair share. 

37. It's up to whites to take the lead in associating with non-whites. 

38. Commanding officers should deal more openly with racial problems. 

39. The Corps is doing a very good job in trying to reduce problems 
and tensions between groups. 

40. People can be trained to be less prejudiced. 

41. The American belief in the equality of life and liberty is out of 
date. 

42. Americans don't get respect overseas mainly because foreigners 
are ungrateful. 

43. There is a big difference between killing in defense of life and 
killing in cold blood. 

44. Man is a reasonable being and therefore democracy is a suitable 
form of government for him. 

45. There is some basic equality among all men. 
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For each question from 1 through 62, mark the answer sheet in 
column ï, 2, 3, 4, 5, or 6 according to the following scale: 

1 ■ Disagree strongly 

2 = Disagree 

3 = Neither agree nor disagree 

4 s Agree 

5 * Agree strongly 

6 = Don't know 

46. Asians value their lives as much as Americans do. 

47. All of man's basic nature is selfish. 

48. A real belief in human equality has to be shown in action. 

49. The most important purpose of freedom is to protect human life. 

50. Man's nature demands equal respect from others. 

51. The military service is one of man's highest callings. 

52. The idea that some men are superior to others could get us all 
killed. 

53. There is a tendency for Americans to show lack of proper respect 
for foreign persons. 

54. There are or were good life-protecting (survival) reasons for skin 
color differences among the races. 

55. Leaving a fellow Marine "out of the crowd" helps to cause race 
problems. 

56. The American minority groups need to work with the whites but 
they also need their own unity groups. 

57. Africa has had some highly developed civilizations. 

58. If the minorities represent about 10¾ of the total population, 
having 1 man from the minorities on a 10-man Board of Directors 
for clubs and promotion boards will guarantee fair representation. 

59. There should be better ways of learning about Marines' grievances. 

60. More whites should recognize their own prejudice. 
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For each question from 1 through 62, mark the answer sheet in 
column 1, 2, 3, 4, 5, or 6 according to the following scale: 

1 * Disagree strongly 

2 » Disagree 

3 * Neither agree nor disagree 

4 » Agree 

5 » Agree strongly 

6 11 Don't know 

61. Non>wh1tes cluster together In groups so they can threaten 
the whites. 

62. Race relations on the base are getting better. 
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Have you been treated unfairly in the past month in connection with: 

63. Work assignments? 

Yes - Mark column 1 

No - Mark column 2 

64. Promotion? 

Yes - Mark column 1 

No - Mark column 2 

65. Discipline? 

Yes - Mark column 1 

No - Mark column 2 

66. Liberty? 

Yes - Mark column 1 

No - Mark column 2 

67. Punishment? 

Yes - column 1 

No - column 2 

68. Personal affairs? 

Yes - column 1 

No - column 2 

Have you been treated unfairly in the past month by: 

69. NCO's in your unit? 

Yes - column 1 

No - column 2 

70. Officers in your unit? 

Yes - column 1 

No - column 2 
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Have you been treated unfairly in the past month by: 

71. Other Marines in your outfit? 

Yes - column 1 

No - column 2 

72. Marines outside of your unit? 

Yes - column 1 

No - column 2 

73. Civilians? 

Yes - column 1 

No - column 2 

74. In general, do you like whites? 

Usually yes 

About half the time 

Usually no 

75. In general, do you trust whites? 

Usually yes 

About half the time 

Usually no 

76. In general, do you like blacks? 

column 1 

column 2 

column 3 

column 1 

column 2 

column 3 

Usually yes 

About half the time 

Usually no 

usually 1 

column 2 

column 3 

77. In general, do you trust blacks? 

Usually yes - column 1 

About half the time - column 2 

Usually no - column 3 

« ri< 
‘■k' 

] 
1 

1 

1 

1 
1 
1 
1 
I 
1 
I 
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78. In general, do you like members of other minority groups, such as 
Puerto Ricans, Mexican-Americans, etc.? 

Usually yes - column 1 

About half the time - column 2 

Usually no - column 3 

79. In general, do you trust members of other minority groups, such as 
Puerto Ricans, Mexican-Americans, etc.? 

Usually yes - column 1 

About half the time - column 2 

Usually no - column 3 

80. If you were in combat, would you rather fight beside a white 
Marine or a black Marine? 

A white Marine - column 1 

A black Marine - column 2 

No preference - column 3 

81. Which would you rather serve under - a black commanding officer or 
a white conmanding officer? 

A black conmanding officer - column 1 

A white commanding officer - column 2 

No preference - column 3 

82. Do black Marines treat you fairly? 

Almost always - column 

Usually - column 

Sometimes - column 

Rarely - column 

Almost never - column 

1 

2 

3 

4 

5 

83. Do white Marines treat you fairly? 

Almost always 

Usually 

Sometimes 

Rarely 

Almost never 

column 1 

column 2 

column 3 

column 4 

column 5 

*i > 
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We would like to find out what certain things mean to you. For 

example, on the lines below you are asked about BLACK POWER. There 

are seven lines that look like this: 

col col col col col col col 

84. bad 1 2 3 4 5 6 7 good 

Mark one of the columns, from 1 through 7, In Question 84 to tell 

us how bad or good you think BLACK POWER is. If you think that BLACK 

POWER is very bad, put a mark in column 1 on the answer sheet for 

Question 84. If you think that BLACK POWER is very good, put a mark 

In column 7. If you can't decide if BLACK POWER is bad or good, put 

the mark in column 4. Put the mark in column 2 or 3 if you think it's 

bad, but not very bad. Put the mark in column 5 or 6 if you think it's 

good, but not very good. 

Go to the next question and mark one of the columns to tell us how 

fair or unfair you think BLACK POWER is. Then go to the next question, 

and so on, until you've marked a column for each question about BLACK 

POWER. 

Some of the lines may seem foolish. Don't worry about it - just 

give us your first impression. 

Question col 

84. bad 1 

85. fair 1 

86. beautiful 1 

87. happy 1 

88. nice 1 

89. bitter 1 

90. cruel 1 

BLACK POWER 

col col col col 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

2 3 4 5 

col col 

6 7 good 

6 7 unfair 

6 7 ugly 

6 7 sad 

6 7 awful 

6 7 sweet 

6 7 kind 
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BLACK HANDSHAKE 

Question 

91* nice 

92. beautiful 

93. happy 

fair 

95. cruel 

96. bad 

97. bitter 

col_ col col 

12 3 4 

12 3 4 

12 3 4 

12 3 4 

12 3 4 

12 3 4 

12 3 4 

col 

5 

5 

5 

5 

5 

5 

5 

col col 

6 7 awful 

6 7 ugly 

6 7 sad 

6 7 unfair 

6 7 kind 

6 7 good 

6 7 sweet 

THE MARINE CORPS 

Question 

98. 

99. 

100. 

101. 

102. 

103. 

104. 

col col 

fair 1 2 

bad 1 2 

happy 1 2 

cruel 1 2 

bitter 1 2 

beautiful 1 2 

nice 1 2 

col 

3 

3 

3 

3 

3 

3 

3 

col 

4 

4 

4 

4 

4 

4 

4 

col 

5 

5 

5 

5 

5 

5 

5 

col col 

6 7 unfair 

6 7 good 

6 7 sad 

6 7 kind 

6 7 sweet 

6 7 ugly 

6 7 awful 
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AFRO HAIRCUTS 

Question col col 

105. bitter 1 2 

106. cruel 1 2 

107. bad 1 2 

108. nice 1 2 

109. beautiful 1 2 

110. fair 1 2 

111. Happy 1 2 

col col col col £2l 

3 4 5 6 7 

3 4 5 6 7 

3 4 5 6 7 

3 4 5 6 7 

3 4 5 6 7 

3 4 5 6 7 

3 4 5 6 7 

sweet 

kind 

good 

awful 

ugly 

unfair 

sad 

* * 

i 

} 

\ 
1 

1 
1 

I 
1 

] 
1 

1 

1 

"T 

j 
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Table 7 

Item 8: Closer association among the races will Improve relations. 

PRE-TEST 

E xperlmental Control 

Response Category 

A 
Black 

f % 

B 
White 

f % 

C 
Other 

f % 

D 
Black 

f % 

E 
White 

f % 

F 
Other 

f 0/ 
T /5 

Disagree 15 19.0 87 18.0 16 13.2 

Neutral 14 17.7 46 9.5 13 10.7 

Agree 40 50.6 305 63.1 80 66.1 

No Response/ 
Don't Know 10 12.7 45 9.3 12 9.9 

POST-TEST 

Experimental Control 

Response Category 

G 
Black 

f % 

H 
Whi te 

f % 

I 
Other 

f % 

J 
Black 

f % 

K 
Whi te 

f % 

L 
Other 

f % 

Disagree 23 11.3 96 8.4 27 10.8 11 20.0 41 14.1 7 11.1 

Neutral 23 11.3 100 8.7 30 12.0 10 18.2 34 11.7 8 12.7 

Agree 143 70.1 895 78.2 180 71.7 33 60.0 200 69.0 43 68.3 

No Response/ j 
Don't Know * 
-____i 

15 7.4 53 4.6 14 5.6 1 1.8 15 5.2 5 7.9 
f 
i 
t 
i i i 

— 

I 
i 1 

! 

Cols. A, B, C X* = 7.85; d.f. * 4; N.S. 

Cols. G, H, I X1 * 7.57; d.f. = 4; N.S. 

Cols. X2 = 3.54; d.f. = 4; N.S. 



Table 8 

; Item 9: Non-whites have good reason to distrust whites. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f % 

B 
White 

f % 

C 
Other 

f % 

D 
Black 

f % 

E 
Wh i te 

f % 

F 
Other 

f 

Disagree 13 16.5 269 55.7 48 39.7 

Neutral 
• 

15 19.0 75 15.5 27 22.3 

Agree 50 63.3 116 24.0 31 25.6 

No Response/ 
Don't Know 1 1.3 23 4.8 15 12.4 

POST-TEST 

Experimental Control i 

Response Category 

G 
Black 

f 

H 
White 

f % 

I 
Other 

f y 

J 
Black 

f % 

K 
Whi te 

f % 

i 
L 

Other 
f % ' 

Disagree 36 17.6 503 44.0 88 35.1 10 18.2 150 51.7 28 44.4 

Neutral 32 15.7 204 17.8 61 24.3 14 25.5 57 19.7 12 19.0 

Agree 127 62.3 375 32.8 75 29.9 28 50.9 

-.i.. ■ J 

69 23.8 15 23.8 j 

No Response/ 
Don't Know 9 4.4 

— 
62 5.4 27 10.8 3 5.5 14 4.8 I 8 12.7 ! 

. ! 
1 
• ! 

— 
1 1 

-4 

j 

Cols. A, B, C X2 = o0.7I; d.f. =. 4; P < .001 

Cols. G, H, I xl = 80.92; d.f. = 4; P < .001 

Cols. J, K, L X2 = 24.37; d.f. = 4; P < .001 

LL-47 
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Table 9 

Item 21: Whites should treat non-whites better than they do. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f % 

B 
White 

f % 

C 
Other 

f Í 

D 
Black 

f * 

E 
White 

f S 

F 
Other 

f * T to 

Disagree 14 17 7 155 32.1 25 20.7 

Neutral 11 13.9 150 31.1 34 28.1 

Agree 51 64.6 161 33.3 49 40.5 

No Response/ 
Don't Know 3 3.8 17 3.5 13 10.7 

a 
i 
] 
i 

POST-TEST 

Experimental Control 

Response Category 

G 
Black 

f % 

H 
White 

f % 

I 
Other 

f % 

J 
Black 

f % 

K 
White 

f % 

L 
Other 

f % 

Disagree 31 15.2 285 24.9 52 20.7 10 18.2 93 32.1 21 33.3 

Neutral 26 12.7 293 25.6 80 31.9 15 27.3 83 28.6 20 31.7 

Agree 137 67.2 519 45.4 104 41.4 25 45.5 102 35.2 18 28.6 

No Response/ 
Don't Know 10 4.9 47 4.1 15 6.0 5 9.1 12 4.1 4 6.3 

i i j 

Cols. A, B, C 

Cols. G, H, I 

Cols. J, K, L 
LL-48 

31.82; d.f. = 4; P < .001 

44.77; d.f. = 4; P < .001 

5.84; d.f. = 4; N.S. 

* r r- 
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Table 10 

Item 23: Allowing black Marines to wear Afro haircuts amounts to 
preferential treatment. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f X 

B 
White 

f X 

C 
Other 

f % 

D 
Black 

f % 

E 
White 

f % 

f 
Other 

f 

Disagree 41 51.9 88 18.2 27 22.3 

Neutral 16 20.3 49 10.1 22 18.2 

Agree 16 20.3 296 61.3 48 39.7 

No Response/ 
Don't Know 6 7.6 50 10.4 24 19.8 

POST-TEST 

Experimental Control j 

Response Category 

G 
Black 

f % 

H 
Whi te 

f % 

I 
Other 

f % 

J 
Black 

f % 

K 
Whi te 

f % 

L 
Other 

f 3 
i 

Disagree 102 50.0 257 22.5 60 23.9 30 54.5 48 16.6 14 22.2 

Neutral 31 15.2 174 15.2 57 22.7 8 14.5 34 11.7 10 15.9 

Agree 54 26.5 634 55.4 90 35.9 11 20.0 192 66.2 29 46.0 

No Response/ 
Don't Know 17 8.3 79 6.9 44 17.5 6 Í0.9 16 5.5 10 15.9 

j 1 

1 

Cols. A, B, C X2 = 66.10; d.f. 

Cols. G, H, I x2 = 95.99; d.f. 

Cols. J, K, L X2= 49.91; d.f. 

= 4; P < .001 

= 4; P < .001 

= 4; P < .ooi 

LL-49 



Table 11 

Item 27: Non-whites think they don't have to follow the rules as 
much as whites. 

PRE-TEST 

E xperimental Control 

Response Category 

A 
Black 

f % 

B 
White 

f * 

C 
Other 

f X 

D 
Black 

f X 

E 
White 

f X 

F 
Other 

f % 

Disagree 61 77.2 113 23.4 54 44.6 

Neutral 4 5.1 82 17.0 19 15.7 

Agree 13 16.5 235 48.7 37 30.6 

No Response/ 
Don't Know 1 1.3 53 11.0 11 9.1 

POST-TEST 

Experimental Control 

Response Category 

G 
Black 

f l 

H 
White 

f % 

I 
Other 

f X 

J 
Black 

f X 

K 
White 

f X 

L 
Other 

f t * tc 

Disagree 137 67.2 399 34.9 110 43.8 36 65.5 89 30.7 22 34.9 

Neutral 21* 10.3 197 17.2 49 19.5 7 12.7 50 17.2 16 25.4 

Agree 34 16.7 459 40.1 70 27.9 8 14.5 134 46.2 21 33.3 

No Response/ 
Don't Know 12 5.9 89 7.8 22 8.8 4 7.3 17 5.9 4 6.3 

i 1 

1 
j 

1 

» 
! 

Cols. A, B, C x*= 86.38; 

Cols. G, H, I x2= 82.30; 

Cols. J, K, I X*= 31.09; 
LL-50 

d.f. = 4; P < .001 

d.f. = 4; P < .001 

d.f. = 4; P < .001 
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Table 12 

Item 29: Whites should try to understand what it feels like to be a 
member of a non-white group. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

T ,8 

B 
White 

f % 

C 
Other 

f % 

D 
Black 

f % 

E 
White 

f % 

F 
Other 

f * T /o 

Disagree 12 15.2 121 25.1 22 18.2 

Neutral 9 11.4 80 16.6 23 19.0 

Agree 51 64.6 253 52.4 66 54.5 

No Response/ 
Don't Know 7 8.9 29 6.0 10 8.3 

POST-TEST 

Experimental Control 

Response Category 

G 
Black 

f 

H 
Whi te 

f 1 

I 
Other 

f % 

J 
Black 

f % 

K 
White 

f % 

L 
Other 

f % 

Disagree 31 15.2 199 17.4 34 13.5 8 14.5 63 21.7 11 17.5 

Neutral 26 12.7 183 16.0 49 19.5 10 18.2 57 19.7 11 17.5 

Agree 139 68.1 696 60.8 147 58.6 34 61.8 160 55.2 32 50.8 

No Response/ 
Don't Know 8 3.9 66 5.8 21 8.4 3 5.5 10 3.4 9 14.3 

1 
1 
! 

Cols. A, B, C X* = 7.84; d.f. = 4; N.S. LL.51 

Cols. G, H, I X2 = 7.01; d.f. = 4; N.S. 458'' 

Cols. J, K, L X2 = 1.61; d.f. = 4; N.S. 



Table 13 

Item 33: Comnanding officers should pay more attention to the needs of 
minority group members. 

* w 

i 
PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f % 

B 
White 

f % 

C 
Other 

f % 

D 
Black 

f X 

E 
White 

f % 

F 
Other 

f * T /o 

Disagree 11 13.9 185 38.3 27 22.3 

Neutral 19 24.1 144 29.8 19 15.7 

Agree 46 58.2 127 26.3 66 54.5 

No Response/ 
Don't Know 3 3.8 27 5.6 9 7.4 

POST-TEST 

Experimental Control 

Response Category 

G 
Black 

f % 

H 
White 

f % 

I 
Other 

f % 

J 
Black 

f % 

K 
White 

f % 

L 
Other 

f ei 

Disagree 24 11.8 374 32.7 46 18.3 9 16.4 121 41.7 15 23.8 

Neutral 30 14.7 329 28.8 75 29.9 9 16.4 77 26.6 14 22.2 

Agree 141 69.1 380 33.2 118 47.0 32 58.2 82 28.3 28 44.4 

No Response/ 
Don't Know 9 4.4 61 5.3 12 4.8 5 9.1 10 3.4 6 9.5 

Cols. A, B, C X2 = 60.39; d.f. = 4; P < .001 

Cols. G, H, I X2 = 109.26; d.f. = 4; P < .001 

Cols. J^K^. X2 = 27.69; d.f. = 4; P < .001 



Table 14 

I Itera 36: If things continue the way they are going, the blacks will get 
more than their fair share. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f % 

B 
White 

f % 

C 
Other 

f % 

D 
Black 

f « 

E 
White 

f % 

F 
Other 

f Z 

Disagree 42 53.2 117 24.2 32 26.4 

Neutral 14 17.7 108 22.4 32 26.4 

Agree 18 22.8 214 44.3 40 33.1 

No Response/ 
Don't Know 5 6.3 44 9.1 17 14.0 

I 
I 
I 

\ 

POST-TEST 

Experimental Control 

Response Category 

G 
Black 

f 

H 
Whi te 

f % 

I 
Other 

f % 

J 
Black 

f X 

K 
Whi te 

f % 

L 
Other 

f % 

Disagree 119 58.3 345 30.2 65 25.9 37 67.3 61 21.0 n 17.5 

Neutral 36 17.6 242 21.2 76 30 3 13 23.6 65 22.4 16 25.4 

Agree 38 18.6' 444 38.8 63 25.1 1 1.8 137 47.2 

i 

26 41.3 

No Response/ 
Don't Know 11 5.4 113 9.9 37 14.7 4 7.3 27 9.3 10 15.9 

1 ■ ■' ■" 1 

i 

Cols. A, B, C X2 = 30.52; d.f. = 4; 

Cols. G, H, I X2 = 79.64; d.f. = 4; 

Cols. J, K, L X* = 61.51; d.f. = 4; 

Í 

i 

j 
mtÊÊÊm -.- MH 

P < .001 

P < .001 

P < .001 

LL-53 



Table 15 

Item 39: The Corps is doing a very good job in trying to reduce 
problems and tensions between groups. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f 

B 
White 

f % 

C 
Other 

f % 

D 
Black 

f * T 7o 

E 
White 

f % 

F 
Other 

f % 1 

Disagree 40 50.6 172 35.6 50 41.3 

Neutral 5 6.3 82 17.0 19 15.7 

Agree 25 31.6 159 32.9 35 28.9 

No Response/ 
Don't Know 9 11.4 70 14.5 17 14.0 

i 

! 

POST-TEST 

Experimental Control 

Response Category 

G 
Black 

f X 

H 
Whi te 

f % 

I 
Other 

f % 

J 
Black 

f % 

K 
Whi te 

f % 

L 
Other 

f % 

Disagree 59 28.9 284 24.8 55 21.9 15 27.3 91 31.4 17 27.0 

Neutral 40 19.6 225 19.7 53 21.1 15 27.3 56 19.3 9 14.3 

Agree 91 44.6 545 47.6 119 47.4 23 41.8 122 42.1 28 44.4 

No Response/ 
Don't Know 14 6.9 90 7.9 24 9.6 2 3.6 21 7.2 9 14.3 

Cols. A, B, C X2 

Cols. G, H, I X2 

Cols. J, K, L X2 

LL-54 

9.49; d.f. 

2.69; d.f. 

2.74; d.f. 

4; P < .05 

4; N.S. 

4; N.S 
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Table 16 

Item 47: All of man's basic nature is selfish. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f % 

B 
White 

f ï 

C 
Other 

f % 

D 
Black 

f % 

E 
White 

f % 

F 
Other 

f % 

Disagree 24 30.4 180 37.3 31 25.6 

Neutral 13 16.5 84 17.4 29 24.0 

Agree 31 39.2 195 40.4 48 39.7 

No Response/ 
Don't Know 11 13.9 24 5.0 13 10.7 

POST-TEST 

Experimental Control 

Response Category 

G 
Black 

f % 

H 
Whi te 

f % 

I 
Other 

f % 

J 
Black 

f % 

K 
White 

f % 

. i 
i 

Other 
f % 

Disagree 76 37.3 558 48.8 92 36.7 19 34.5 126 43.4 15 23.8 

Neutral 28 13.7 160 14.0 48 19.1 8 14.5 41 14.1 17 27.0 

Agree 83 40.7 382 33.4 90 35.9 24 43.6 112 38 6 27 42.9 

No Response/ 
Don't Know 17 8.3 44 3.8 21 8.4 4 7.3 11 3.8 

- » » 

4 6.3 ! 
1 

1 
Cols. A, B, C X7 = 6.10 

Cols. G, H, I X2 = 16.39 

Cols. J. K, L X* = 11.34 

d.f. ». 4; N.S. 

d.f. = 4; P < .01 

d.f. = 4; P < .05 
LL-55 



Table 17 

Item 49: The most important purpose of freedom is to protect human life. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f % 

B 
White 

f % 

C 
Other 

f % 

D 
Black 

f % 

E 
White 

f % 

F 
Other 

f 

Disagree 12 15.2 110 22.8 29 24.0 

Neutral 
• 

16 20.3 73 15.1 16 13.2 

! Agree 47 59.5 286 59.2 69 57.0 

No Response/ 
Don't Know 4 5.1 14 2.9 7 5.8 

POST-TEST 

Experimental Control 

Response Category 

G 
Black 

f % 

H 
White 

f % 

I 
Other 

f % 

J 
Black 

f % 

K 
White 

f % 

r L 
Other 

f % 

Disagree 22 10.8 140 12.2 19 7.6 15 27.3 61 21.0 10 15.9 

Neutral 29 14.2 119 10.4 30 12.0 9 16.4 45 15.5 12 19.0 

Agree 146 71.6 847 74.0 183 72.9 29 52.7 175 60.3 38 60.3 

No Response/ 
Don't Know 7 3.4 38 3.3 19 7.6 2 3.6 9 3.1 3 4.8 

Cols. A, B, C 

Cols. G, H, I 

Cols. J, K, L 
LL-56 

X2 = 3.64; d.f. 

*’ = 6.32; d.f. 

X2 = 2.6Ö; d.f. 

4; N.S. 

4; N.S. 
4; N.S. 



Table 18 

Item 50: Man's nature demands equal respect from others. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f % 

B 
White 

f % 

C 
Other 

f % 

D 
Black 

f % 

E 
White 

f % 

F 
Other 

f % 

Disagree 9 11.4 52 10.8 7 5.8 

Neutral 7 8.9 54 11.2 11 9.1 

Agree 60 75.9 358 74.1 95 78.5 

No Response/ 
Don't Know 3 3.8 19 3.9 8 6.6 

POST-TEST 
• 

Experimental Control 

Response Category 

G 
Black 

f % 

H 
White 

f % 

I 
Other 

f % 

J 
Black 

f % 

K 
White 

f % 

L 
Other 

f % 

Disagree 16 7.8 66 5.8 22 8.8 3 5.5 21 7.2 5 7.9 

Neutral 15 7.4 83 7.3 26 10.4 8 14.5 36 12.4 6 9.5 

Agree 170 83.3 970 84.8 195 77.7 43 78.2 226 77.9 39 61.9 

Nc Response/ 
Don't Know 3 1.5 25 2.2 8 3.2 1 1.8 7 2.4 3 4.8 

— 
j 

Cols. A, B, C X2 = 

Cols. G, H, I X2 = 

Cols. J, K, L X2 = 

3.47; d.f. 

7.34; d.f. 

.90; d.f. 

= 4; N.S. 

= 4; N.S. 

= 4; N.S. 

464'' 

LL-57 



Table 19 

Item 52: The idea that some men are superior to others could get us 
all killed. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f 2 

B 
White 

f % 

C 
Other 

f % 

D 
Black 

f % 

E 
White 

f % 

F 
Other 

f % 

Disagree 9 11.4 109 22.6 27 22.3 

Neutral 10 12.7 63 13.0 21 17.4 

Agree 56 70.9 281 58.2 61 50.4 

No Response/ 
Don't Know 4 5.1 30 6.2 12 9.9 

POST-TEST 

Experimental Control 

Response Category 

G 
Black 

f 

H 
White 

f % 

I 
Other 

f % 

J 
Black 

f % 

K 
White 

f % 

L 
Other 

f % 1 

Disagree 26 12.7 153 13.4 36 14.3 13 23.6 67 23.1 9 14.3 

Neutral 12 5.9 141 12.3 37 14.7 8 14.5 48 16.6 

-- . ; 

1 
14 22.2 ! 

Agree 158 77.5 804 70.3 155 61.8 33 60.0 156 53.8 

1 

33 52.4 

No Response/ 
Don't Know 8 3.9 46 4.0 23 9.2 1 1.8 19 6.6 7 11.1 

1 
! 

-- 

1 
1 

Cols. A, B, C X1 = 8.71; d.f. = 4; N.S. 

Cols. G, H, I X = 11.91; d.f. * 4; P < .02 

Cols. J, K, L X = 3.38; d.f. = 4; N S 
LL-58 



Table 20 

Item 54: There are or were good life-protecting (survival) reasons for skin color 
differences among the races. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f % 

B 
White 

f % 

C 
Other 

f % 

D 
Black 

f % 

E 
White 

f % 

F 
Other 

f % 

Disagree 10 12.7 43 8.9 18 14.9 

Neutral 13 16.5 64 13.3 21 17.4 

Agree 36 45.6 218 45.1 46 38.0 

No Response/ 
Don't Know 20 25.3 158 32.7 36 29.8 

POST-TEST 

Experimental Control 
i 

Response Category 

G 
Black 

f % 

H 
Whi te 

f % 

I 
Other 

f % 

J 
Black 

f % 

K 
White 

f % 

L 
Other 

f % 

Disagree 20 9.8 66 5.8 16 6.4 1 12.7 29 10.0 12 19.0 

Neutral 24 11.8 96 8.4 35 13.9 13 23.6 41 14.1 15 23.8 

Agree 136 66.7 866 75.7 167 66.5 27 49.1 169 58.: 30 47.6 

No Response/ 
Don't Know 24 11.8 116 10.1 33 13.1 8 14.5 51 17.6 6 9.5 

1 i 
.. . . . 1 --- 

Cols. A, B, C X « 5.67; d.f. = 4; N.S. 

Cols. G, H, I X = 15.56; d.f. = 4; P < .01 

Cols. J, K, L = 8.98; d.f. = 4 N.S. 

LL-59 



Table 21 

Item 55:Leaving a fellow Marine "out of the crowd" helps to cause 
race problems. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f % 

B 
White 

f X 

C 
Other 

f % 

D 
Black 

f % 

E 
White 

f % 

F 
Other 

f ? 

Disagree 12 15.2 88 18.2 24 19.8 

Neutral 19 24.1 74 15.3 25 20.7 

Agree 41 51.9 273 56.5 55 45.5 

No Response/ 
Don't Know 7 8.9 48 9.9 17 14.0 

POST-TEST 

Experimental Control 

Response Category 

G 
Black 

f % 

H 
White 

f % 

I 
Other 

f 1 

J 
Black 

f % 

K 
White 

f l 

L 
Other 

f 

Disagree 32 15.7 114 10.0 36 14.3 18 32.7 43 14.8 13 20.6 

Neutral 28 13.7 164 14.3 44 17.5 7 12.7 50 17.2 10 15.9 

Agree 123 60.3 807 70.5 155 61.8 24 43.6 181 62.4 36 57.1 

No Response/ 
Don't Know 21 10.3 59 5.2 16 6.4 6 10.9 16 5.5 4 6.3 

Cols. G, H, I X2 

Cols. J, K, L X2 

LL-60 

6.64; • d.f. 

= 12.90; d.f. 

= 12.11; d.f. 

= 4; N.S. 

= 4; P < .02 

= 4; P < .02 



Table 22 

Item 56: The American minority groups need to work with the whites but 
they also need their own unity groups. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f % 

B 
White 

f % 

C 
Other 

f % 

D 
Black 

f % 

E 
White 

f % 

F 
Other 

f ^ 

Disagree 10 12.7 102 21.1 16 13.2 

Neutral 

• 

6 7.6 72 14.9 22 18.2 

Agree 62 78.5 245 50.7 68 56.2 

No Response/ 
Don't Know 1 1.3 64 13.3 15 12.4 

POST-TEST 

Experimental Control 

Response Category 

G 
Black 

f % 

H 
Whi te 

f % 

I 
Other 

f £ 

J 
Black 

f % 

K 
Whi te 

f % 

l 
Other 

f % 

Disagree 21 10.3 156 13.6 32 12.7 6 10.9 64 22.1 11 17.5 

Neutral 25 12.3 154 13.5 56 22.3 7 12.7 48 16.6 12 19.0 1 

Agree 148 72.5 758 66.3 141 56.2 38 69.1 160 55.2 

' 1 i 1 

31 49.2 

No Response/ 
Don't Know 

' 
10 4.9 76 6.6 22 8.8 4 7.3 18 6.2 9 14.3 

—- -- ■ , — -- 

T 

1 ! ; 
i 

Cols. A, B, C 16.06; d.f. = 4; P < .01 

Cols. G, H, I X1-- 18.43; d.f. = 4; P < .01 LL-61 

Cols. J, K, L X* = 5.73; d.f. = 4; N.S. 



Table 23 

Item 61: Non-whites cluster together in groups so they can threaten 
the whites. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f % 

B 
White 

f % 

C 
Other 

f % 

D 
Black 

f % 

E 
White 

f % 

F 
Other 

* <V 
T iû 

Disagree 57 72.2 177 36.6 48 39.7 

Neutral 8 10.1 109 22.6 31 25.6 

Agree 12 15.2 150 31.1 27 22.3 

No Response/ 
Don't Know 2 2.5 47 9.7 15 12.4 

POST-TEST 

Experimental Control 

Response Category 

G 
Black 

f * 

H 
White 

f % 

I 
Other 

f % 

J 
Black 

f % 

K 
Whi te 

f % 

L ! 
Other 

f % 

Disagree 154 75.5 520 45.5 114 45.4 35 63.6 104 35.9 27 42.9 

Neutral 18 8.8 279 24.4 62 24.7 5 9.1 73 25.2 13 20.6 

Agree 19 9.3 268 23.4 55 21.9 10 18.2 92 31.7 17 27.0 

No Response/ 
Don't Know 13 6.4 77 6.7 20 8.0 5 9.1 21 7.2 

1 
f 9.5 ! 

1 

Cols. A, B, C X2 

Cols. G, H, I X2 

Cols. J, K, L X2 
LL-62 

32.09; d.f. = 4; P < .001 

67.75; d.f. = 4; P < .001 

17.46; d.f. =4; P < .01 
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Table 45 

Item 1: The Marine Corps is firmly committed to the principle 
of equal opportunity. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f S 

B 
White 

f * 

C 
Other 

f % 

D 
Black 

f * T /0 

E 
White 

f % 

F 
Other 

f % 

Disagree 44 55.7 158 32.7 46 38.0 

Neutral 11 13.9 51 10.6 20 16.5 

Agree 20 25.3 254 52.6 40 33.1 

No Response/ 
Don't Know 4 5.1 20 4.1 15 12.4 

POST-TEST 

Experimental Control 

Response Category 

G 
Black 

f ^ 
L—L__l_ 

H 
White 

f % 

I 
Other 

f % 

J 
Black 

f % 

K 
Whi te 

f % 

L 
Other 

f ï 

Disagree 84 41.2 270 23.6 72 28.7 

Neutral 32 15.7 152 13.3 40 15.9 

Agree 79 38.7 691 60.4 120 47.8 

No Response/ 
Don’t Know 9 4.4 31 2.7 19 7.6 

..i j 1 
i . ! 

! 
1 ! i 

Cols. A, B, C, X2 = 28.99; d.f. = 4; P< .001 

Cols. G, H, I X2 = 39.69; d.f. = 4; P < .001 

LL-84 



Table 46 

.. 

Item 62: Race relations on the base are getting better. 

PRE-TEST 

Experimental Control 

Response Category 

A 
Black 

f % 

B 
White 

f % 

C 
Other 

f % 

D 
Black 

f % 

E 
White 

f % 

F 
Other 

f V 

Disagree 26 32.9 177 36.6 40 33.1 9 31.0 42 51.2 7 43.8 

Neutral 18 22.8 99 20.5 22 18.2 8 27.6 12 14.6 4 25.0 

Agree 22 27.8 91 18.8 27 22.3 8 27.6 15 18.3 2 12.5 

No Response/ 
Don't Know 13 16.5 116 24.0 32 26.4 4 13.8 13 15.9 3 18.8 

POST-TEST 

Experimental Control 

Response Category 

G 
Black 

f % 

H 
Whi te 

f i 

I 
Other 

f % 

J 
Black 

f % 

K 
White 

f S 

L 
Other 

f > 

Disagree 55 27.0 317 27.7 65 25.9 17 30.9 95 32.8 19 30.2 

Neutral 40 19.6 239 20.9 57 22.7 14 25.5 65 22.4 14 22.2 

Agree 81 39.7 381 33.3 81 32.3 15 27.3 73 25.2 17 27.0 

No Response/ 
Don't Know 28 13.7 207 18.1 48 19.1 9 16.4 

— 

57 19.7 

— 

13 20.6 
! 

1 

Cols. A,B,C X2 = 
Cols. D,E,F X2 = 
Cols. G,H,I X2 = 
Cols. J,K,L X = 

3.16 
5.53 
2.60 
.38 

d.f. 
d.f. 
d.f. 
d.f. 

4; 
4; 
4; 
4; 

N.S. 
N.S. 
N.S. 
N.S. 
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HUMAN RELATIONS PARTICIPANT QUESTIONNAIRE 

INSTRUCTIONS 

Please do not put any marks on this booklet. All 
answers will be marked on a separate answer sheet. 
Also make sure you do not put your name on this 
booklet. We want to make sure your answers are 
kept confidential. 

4ÍM 
’vppe'tdix r:\ 



SECTION I 

1. What Is your age? 

(1) 19 or below 

(2) 20 - 25 

(3) 26 - 30 

(4) 31 and over 

2. What Is your rank? 

(1) El - E3 

(2) E4 - E5 

(3) E6 - E9 

(4) Warrant Officer 

(5) Company Grade Officer 

(6) Field Grade Officer 

3. How many years have your been In the Marine Corps? 

(1) 1 year or less 

(2) 2-4 

(3) 5-6 

(4) 7 or more 

4. How many years of school did you complete? 

(1) Less than 12 years 

(2) 12 years (high school graduate) 

(3) Some college 

(4) College graduate 

MM-2 



5. Are you : 

(1) Black 

(2) Spanish-American 

(3) White 

(4) American Indian 

(5) Other 

6. Are you: 

(1) Male 

(2) Female 

7. Are you: 

(1) Married 

(2) Single 

(3) Other 

8. Did you have any human relations training before this class? 

(1) Yes 

(2) No 

9. Were you born in the: 

(1) Country 

(2) City 

(3) Suburbs 

;:m-3 



10. Do you plan to reenlist In the Marine Corps? 

(1) Yes 

(2) No 

(3) Undecided at this time 

11. Mark on your answer sheet the name of the place 

you consider your hometown. 

12. Mark on your answer sheet your MOS designation^). 

13. On your answer sheet, write your job tltle(s). 



SECTION II 

On your answer sheet, indicate whether you think the following statements 

ire true or false. 

14. Manhas both self-preserving and species preserving tendencies. 

15. Reason keeps man's tendency to preserve his own life in balance 

with his tendency to support other lives. 

16. Political freedom means a meaningful, life-protecting voice 

In one's own rule. 

17. Other men value their lives and the lives of their loved ones 

just as much as we value our own lives. 

18. Freedom and equality protect human life. 

19. Probably there are survival reasons for differences among men such as 

differences in skin color. 

20. The following four-point technique for dealing with cultural 

differences was discussed. 

(1) Try to find the reason for differences, especially 

survival reasons, 

(2) Knock-off exaggerations, 

(3) Compare the differences with our own ways, 

and look for similarities, 

(4) Be mentally tough. 

21. Climate and geographic and economic resources have very little 

influence on a nation's wealth or poverty. 

22. An Ideal government would allow people all of the freedom possible, 

and maintain all the control necessary to support human life and welfare. 

23. Each man should produce according to his abilities, and should be paid 

according to his needs. 

•:n- 



*4' !!fl* "°r! f0r *Xtr* Pr0dUCt,0n benefus mt »"’y ‘he man himself 

than f!erS ’ ” t,,e e<tra PäyMnt; encoura9es men to produce more 
than they can consume. 

25. Mien host-nationals. working near Americans in several countries overseas 

were asked what Americans should do to improve relations, 75Ï to 90% 
asked to be respected as equals. 

26. Equal treatment and fair treatment are always the same. 

27. In these discussions dictatorial force has been defined as a ruling 

power under which man has no real, life-protecting voice. 

28. There is no way in which all men can be thought of as equal'. ' 

29. The family is man's most basic natural institution. 

M-6 



SECTION III 

INSTRUCTIONS 

Please give your opinion on each of the following by marking on your answer 
sheet whether you: 

Neither Agree Strongly 
Strongly Agree Agree Nor Disagree Disagree Disagree 

30. Non-whites have good reason to distrust whites. 

31. Closer association among the races will improve relations. 

32. Non-whites thing they don't have to follow the rules as much as whites. 

33. Whites should try to understand what it feels like to be a member of a 
non-white group. 

341.. The_Idea that some men are superior to others could get us an kil'led. 

35. The Marine Cops really dosen’t care what people like me think. 

36. People can be trained to be less prejudiced. 

37. Personally, I like most non-whites I meet. 

38. Most whites would like to see non-whites better off. 

39. Man’s nature demands equal respect from others. 

40. The military Is one of man’s highest callings. 

41. Leaving a fellow Marine "out of the crowd" helps to cause race problems. 

42. All non-whites feel some prejudice toward whites. 

43. All whites feel some prejudice toward non-whites. 

44. The most important purpose of freedom is to protect human life. 

45. If I don’t actively try to solve the racial problem, then I'm making 
It worse. 

46. Most non-whites cannot be trusted. 

47. Personally, I like most whites I meet. 

48. All of man's basic nature is selfish. 

49. There should be more open discussion between the races about racial 
problems. 



50. Non*wh1tes cluster together In groups so that they can threaten whites. 

51. Most whites cannot be trusted. 

52. Race relations on the base are getting better. 

53. The Marine Corps Is firmly committed to the principle of equal 
opportunity. 

54. The Marine Corps is doing a very good job In trying to reduce 
problems and tensions between groups. 

55. Whites have good reason to distrust non«wh1tes. 

G 
*!M- 

n 
u 



SECTION IV 

On your answer sheet, mark whether you remember discussions about the 

following ideas. 

56. Man's need to protect himself and others. 

57. Man's reason balancing his need to protect himself and his need to 

protect others. 

58. Political freedom means a life-protecting voice in one's own rule. 

59. Other men value their lives and the lives of their loved ones 

just as much as we value our own lives. 

60. How freedom and equality might protect human life. 

61. Differences among men (such as skin color) might help men survive. 

62. The following four things to do when you find cultural differences: 

(1) Try to find the reason for differences, especially survival reasons, 

(2) Knock-off exaggerations, 

(3) Compare the differences with our own ways, and 

look for similarities, 

(4) Be mentally tough. 

63. How climate, geographic, and natural resources can make a 

nation rich or poor. 

64. An Ideal government would let people have all the freedom possible 

but keep all the control necessary to support human life and welfare. 

65. Etch man should produce as much as he can but be paid only what he needs. 

66. If you pay a man more for producing more than he can consume, he will 

want to keep producing extra and that's good for everyone. 
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ANSWER SHEET 

Human Relations Participant Questionnaire 

Answer each question by putting an X In the correct box on this 
Sheet. DO NOT INCLUDE YOUR NAME. 

SECTION I (Biographical Data) 

1 2 3 4 S 6 
1. ( ) ( ) ( ) ( ) 

2-()()()()()() 

3. ( ) ( ) ( ) ( ) 

4. ( ) ( ) ( ) ( ) 

5-()()()()() 

6. ( ) ( ) 

7- ( ) ( ) ( ) 

8. ( ) ( ) 

9- ( ) ( ) ( ) 

10. ( ) ( ) ( ) 

11. Hometown: 

12. NOS: 

14. 

15. 

16. 

17. 

18. 

19. 

20. 

21. 
22. 

23. 

24. 

25. 

26. 

27. 

28. 

29. 

SECTION II 

True 

( ) 

( ) 

( ) 

( ) 

( ) 

( ) 

( ) 

( ) 

( ) 

( ) 

( ) 

( Î 

( ) 

( ) 

( ) 

( ) 

False 

( ) 

( ) 

( ) 
» 

( ) 

( ) 

( ) 

( ) 

( ) 

( ) 

( ) 
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ANSWER SHEET 

Human Relations Participant Questionnaire 
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STUDENT CRITIQUE SHEET 

Unit 
Rank Location 
Education^ 

Race_ 

Sex _ Age. 

Date Class Started, 

Date Class Ended_ 

of Sessions 

2. 

1. Please mark how well you understood the following Ideas from class: 

Human Nature l Our Basic Values 
Equality* Life ft Liberty 

Our Values ft the Military Man ■ 
Individual Action 

Our Sameness ft Differences 

Culture Shock 

Human-Life Value 

Government 
Mar 

Male-Female Relations 

Not Very Hell Hell Enough Very Hell 

/-/_/_/ 

t-!_t_f 
/. 
/. 
/. 
/. 
/. 

/. 

/. 

/ 

7. 
J. 
J. 

7. 
Jt 

7. 
7. 

7 

7 

7. 7. 

7. 

7 

He are trying to make teaching and materials better all through the Marine Corps. 
Please help us by honestly judging how good your discussion leader was. Did he: 

a. Prepare before class / 

b. Help you to understand the 
main Ideas / 

c. Try to get everyone Involved 
In class / 

d. Make people feel comfortable with 
him / 

e. Answer questions / 

f. Try to get Individual action 
going outside class / 

g. Let class members give different 
opinions / 

h. Follow materials In the manuals / 

1. Handle disagreements in class / 

j. Understand the material In the 
manual / 

k. Has a good leader / 

l. Knew current Issues / 

Always . Usually Sometimes Never 

7. 7. 

7. 

7. 7. 
7. 

7. 7. / 

/ 7. 
7. 

7. 7. 
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3. Do you think the discussion naterlals (manuals) are: 

Too Hard "Ikni.» _p._ / "About Right—Too Easf 

3 

3 

4. How did the discussions change your Ideas and actions: 

Vy mm»« '-TCiUKe Wrrs?/“liêâïnÿï—WiBpnvr7 
Itlve nor 
Negative 

How dtd the discussions chenge the Idees end octlons of other neonl. m 
your class: 

^ery rosltlyeHfrsItlve Either Pos- ^egetlëê-L 
Itlve nor 
Negative 

Very Negative 

s. Old the discussion, Improve your feelings .bout the n*d for tetter h™.„ rel.tlons; 

et All '—k LHtle J. 
Tome 

J. 
TTõt 

^hlTSolr* the 0tter C,4SS —•* - - *r 

] 
1 

1 

] 
] 
1 

] 

^Not at all ^ T Little 
J. 

Tome nõr 

«. How meny changes would you suggest to Improve discussion 
kind In the future? 

groups of this 

1 

] 
I 

/ / 
nnõí- Tome 

J. 
TTST None 

J 
1 

List the changes you would suggest: 
1 
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I 
7. In what way(s) did the discussions help you or other persons In your class: 

Helped you: 

Helped your class: 

50b 
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-- .. 
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ÜDL CLASS SURVEY FORM 

Naine__ 

Rank_ 

Education__ 

Race_ 

Sex__ Age 

Unit_ 

Location_ 

Date Class Started 

Date Class Ended_ 

Number of Sessions 

1. Please Indicate the total number of trainees In your class by filling in the boxes 
below: 

E-l - E-5 E-6 - E-9 Officer 

TOTAL Male Female Male Female Male Female 

Black 
■* 

White 

Puerto Rican 

Spanlsh-American 

American Indian 

List Other Minorities 
Below: 

f 

TOTAL 

2. Was this class: 

/_/ 
Among the Above 

Best Average 

/ 

Average 

1_ 

Below 

Average 

/_t 
Among the 

Worst 

APPEND1 y 0O 



3* Please Indicate how well you think the class understood the following areas: 

Hunan Nature & Our Basic Values 

Equality, Life & Liberty 

Our Values & the Military Man 

Individual Action 

Our Sameness A Differences 

Culture Shock 

Hi«an*L1fe Value 

Government 

Her 

Nile-Female Relations 

Not Very Well Well Enough Very Well 

/_/_ / 

/. 
/. 
/. 

/_ 

7. 
J. 
J. 

7. 
/ 

/. 
/_ 

7. 7. 

4. How much did the class participate In discussions: 

1-f- 7_/_ loot 
(Participation) 

75X SOX 25X ' Ot 
(Lecture Only) 

7 

5. a. How much did class members participate In Individual Action outside of class: 

'-J-!-!_!_( 
10M 751 

b. What was the effect: 

/_-_7. 

sot 25t Ot 

No Effect Very Positive 
Effect 

Positive 
Effect 

7. 
Negative 
Effect 

7. 
Very Negative 

Effect 

6. Here the classroom facilities: 

*-7_/. 
Among the 

Best 
Above 

Average 
Average Below 

Average 

7. 
Among the 

Worst 

7. Was the classroon climate or atansphere: 

a. (At the beginning of discussions:) 

/-/_/_ 7. 7. 
b. (At end of discussions:) 

A_/_ 
Very 

Positive 
Positive 

7. 7_ 
Neither Positive 

Nor Negative 

7. 
Negative Very 

Negative 
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Í 

1 
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1 
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•. To irttat extent did this group Inprove their views on huneii relations: 

J. 
Not at All 

7. 7. 
To a Snail Extent To Some Extent To a Great Extent 

5 ¡re.ttemptlng to Improve Instruction and materials throughout the Marine Corps, 

areas-P US* p,Mse frank and helPful criticisms of yourself In the following 

a. Preparing before class 

b. Communicating concepts to class 

c. Encouraging participation In 
discussions 

d. Establishing good rapport 

e. Answering questions clearly 

f. Encouraging Individual action 
• outside class 

g. Allowing class members to 
experss different views 

h. Following materials In manuals 

1. Handling disagreements In class 

j. Understanding Ideas you taught 

k. Being a good leader 

l. Knowing current Issues 

Always Usually Sometimes Never 
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10* IrTfuture^lasses?** y<>U d° ^ "°Uld be helpful to you (°r other <H*cuss1on leaders) 






