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FORF.: WORD 

This report describes research conc.Jcted as the second phase of 
Work Unit OC LEADER, "Systems Engineering of Leadership for Officer 
Candidate Programs. 11 The research was conducted to determine which of 
the many leadership functions performed by OC graduates would rank high 
in priority for formal training. 

The resaMch described in this report was conducted by HumRRO 
Division No. 4 under the direction of Dr. T. o. Jacobs, Director. 
Military support was provided by the U. S. kmy Infantry Human Research 
Unit, under the command of LTC Chester I • Christie, Unit Chief. The 
Project Officer at the USAlNFHRU was 2nd LT Joseph D. Hudson. The 
HumRRO research group consisted of Dr. James A. Caviness and ~ir. 
James A. Salter. 

HumRRO research for the Department of the Pl'my 1s conducted under 
Contract DAHC 19-70-C-0012. Training, Motivation, Leadership Research 
is conducted under Army Project 2Q062107A712. 
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SUMMARY AND CONCLUSION 

MilitatY Problem 

CONARC has directed th t systems engineering procedures be 
applied to all CONUS programs of instruction. USAIS has requested 
that systems engineering procedures be applied to the OC leadership 
courses . Systems engineertng of leadership training is made especially 
complex by the numerosity of different duty positions and MOS numbers 
held by OC program graduates • OCs require instruction that 1s appropri te 
for a wide range of duty assignments. In addition, the leadership instruction 
must be highly effective; OC graduates will usually receive no additional 
formal leadership training until they reach the advanced course as middle 
or senior captains. 

The requirement for a systems engineering of the leadership courses 
in the OC p!'ogram assumes that leadership is job-functional. The logic 
is that the teaching program must be determined by the job that the graduates 
wlll be performing after they have left the traintng milieu • 

.!L~arch Problem 

The first step in systems engineering is to pedonn a Job Analysis. 
Job Analysis consists of two operations: Identify the Job and Develop 
the Task Inventory. The first of these operations, Identify the Job, 
has been described in an earlier report. The results indicated that graduates 
from the OC program are assigned to a variety of duty positions (66 in the 
sample surveyed) and are assigned a variety of OS numbers (47 in the 
sample surveyed). One m Jor significance of these results (for the systems 
engineering of the OC lea ership courses) was that, unlike many service 
schools , the OC program cannot be said to prepare for a single Job. Rather, 
it prepares for a rm:uc -- second lieutenant, which encompasses a wlde 
~ety of duty posit_!_qns and a large numbcir of leadership problems, 

The second operation in Job Analysis is Deveiop the Task Inventory. 
It is essential that from the outset it be recognized that the tasks 
inv~ntoried from OC graduates reflect specific observable acts and 
behaviors required of job incumbents of a great variety of distinctJvely 
.Q!.f!'?t pt iob§ • 

The number of tasks inventoried for a given job usually exceeds 
the number of tasks that will be trained for in a formal school setting. 
This i s especially true where multiple Jobs are being trained for. Some 
reduc·Lon of the number of tasks is necessary o The leadership tasks must 
go through a Judgmental process -- Select l 'asks for Training. The task 
i!'lventcry mus be submitted to a panel of experienced officers for rating 
1:1 importance of priority for training. 
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What are the tasks most importantly required to be performed by graduates of the OC progr m? This operation in the systems engineering of lead rship training for the Infantry OC program identifies the separate tasks in leadership recognized and recalled by a selected sample of ju1 'LJr officers who have served in representative duty positions, and selects the leadership tasks rated by experienced leaders as bei.,g most deserving of training. 

Approach 

The logic is that training must be det&rmined by job functions. Th~- jobs have been identified. This paper covers the second operation in ~ob Analysis, Develop the Task Inv ntory, and also includes step 2 of the systems engineering approach, Training Tasks (Select'£ s ks for Training) s out:lined in Con Reg 350-100-1. 

Re~!§. 

Task Inventories were developed for incumbents in Troop Command, Troop Staff, Instructor, Aviation, and Special Forces duty positions. Training tasks judged for priority in the training program were selected by a panel of experienced leadem .crom the Leaders hip Committee of the Leadership Department of the U. S • .Army Infantry School. 

Conctus ions 

The pool of leadership task descriptions developed under Work Unit OFFTRAIN was affirmed by a representative sample of junior officers. As an indication of the relevance of the items , it was pointed out that, of the 245 items , only 14 received less than 50 affirmations. 

Five eadership task inventories were generated in the analysis of the / responses to the Task Inventory Questionnaire by the interviewees {grouped as to Troop Command , Troop Staff, Instructor, Aviator, and Special Forces) which show a significant degree of commonality. Data collected in this vork Unit indicate thF.,t OC graduates are assigned to a variety of duty positions and are assigned a variety of MOS numbers, but that the diversity of these does not necessarily predicate completely different leadership functions • On the contrary, the intercorrelations among the five tour patterns and the degre of overlap in the top ranks indicate that a common core of leadership training would be effective. 

~ list of leadership tasks ranked for training priority are provided to form a new base for a leadership development curriculum • \Appendix C) • 

ii 
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BLANK.. OT I D 

INTRODUCTION 

B ckground 

The responsibilities shou1',dered by today1s Junior officer make it 
necessary that he receive the btn t training possible before he is commissioned. 
Whether in a combat zone or in a stateside duty position, he may be called 
upon to accept and manage awesome responsibilities. Because the leader-
ship ability of a young officer det rmines whether or not he confronts these 
responsibilities successfully, the OC leadership program (USAIS, 68) 
must be constantly improved and up:iated. As part of the etfort to improve 
t he effectiveness of the QC program, Work Unit QC LEADER is designed 
to accomplish the research phases o{ systems engineering of leadership 
training courses in the Infantry Qffic,er Candidate program ., 

The first phase of systems engi neering (Identify the job) of Work 
Unit OC LEADER reported desc!iptive st atj sties obtained from a selected 
sample of 385 graduates of the Inf ntry QC program. The data revealed 
tha (1) initial assignment was to 66 different duty positions, (2) initial 
assigrunent was to 47 different military occupational specialties (MOSs), 
and (3) for the majority (94 c4%) of individuals the series of assignments 
over the duration of the m ndatory tour of duty show evidence for member­
stdp in one of 6 tour patterns (Troop Command, Troop Staff, Instructor, 
Special Forces , Aviator, and Mixed). 

This paper describes the intermediate phases ( Develop the Ta§k 
Inventory and Select Tasks for Training,) in vvork Unit OC LEADER. 

M111tap, Problem 

CONARC had directed ·:hat systems engineering procedures be 
applied to all CONUS programs of instruction. USAIS has requested 
that systems engineering pro~odures be appli~d to the OC leadership 
courses. Sys ems engineering of leadership training is made especially 
complex by the numerosity of different duty positions and MOS numbers 
held by QC program graduates. OCs require instruction that is appropriate 
for a wide range of duty assignments. In addition, the leadership in­
struction must be highly effective; OC graduates will usually receive no 
additional formal leadership training until they reach the advanced course 
as middle or senior captains. 

The requirement for a systems engineering of the leaders hip courses 
in the OC program assumes that leadership is Job-functional. The logic is 

# that the teaching program must be determined by the Job that the graduates 
will be performing after they have left the training milieu. 

1 
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Res9arch Problem 

Figure l shows the program for systems engineering leadership 
training , and also shows the st eps (blocked) reported in this paper. 
The research requirement 1n this paper 1s the d velopment of (a) the 
Task l nven ory sub-step of the Job Analysis (step 1) and (b) Training 
Tas ks (s tep 2), s outlined 1n Con Reg 350-100-1. 

The first step 1n systems engineedng is to perform a Job Analys is . 
Job Analysis identifies the on-the-job performanct:i requirements in 
terms of indivic\ual tasks . Emphasis is on identifying the specific 
observable acts and behaviors required of job incumbents . 

Job Analysis consists of two operations: Identify the Job 
and Develop the Task Inventor/ ., The first of these operations, 
Identify the Job, has been described in ('\n earlier report (Caviness, 
1970). The results indicated that gradu3tes from the OC program are 
assigned to a variety of duty pos itions (66 in the sample surveyed) 
and are assigned a variety of MOS numbers (47 in the sample surveyed). 

Also the results of the "identify the job" research were analyzed 
to show five tour patterns which represent militarily meaningful categories 
and appear to be sensitive to potential differences in leadership demands . 
These tour pattern categories will be useful in realistically organizing 
the inventory of leadership tasks. 

One major significance of these results (for th9 systems engineering 
of the OC leadership courses) was that, unlike many service schools, 
the OC program cannot be said to prepare for a single job or MOS. Rather, 
it prepares for a .Ilm!s.. -- second lieutenant. 

Task InventotY,. The second operation in Job Analysis is Develop 
the Task Inventory ~ Because Job Analysis sets the framework within 
which all subsequent steps of the systems engineering process occurs 
and because this basic framework is task-based and Job-c;riented, it is 
essential from the outset that the tasks inventoried from OC graduates 
reflect s pacific observat le acts and behaviors required of Job incumbents 
of a 9I9at variety of distinctively different Jobtt. 

More often, a task inventory is developed by interviewing a large 
number of incumbents of ~Job (duty position or MOS). Con Reg 350-
100-1 ia ideally suited for systems engineering of training for single 
jobs. In the present case, a number of incumbents of a great variety 
of jobs has been interviewed, and this means that Work Unit OC LEADER 
has mbarked upon a systems engineering of training for mY.!!!12Ul Jobs. 
Con Reg 350-100-1 is not ideally responsive to the requirements for 
s ystems engineering of training for multiple jobs; however, the general 
outline has bt3en riopted for use m th!s research ~ 

2 



----------- ------

1. Job Analysis 

--- Job Identification 

3. Training Analysis (TOs) 

4. Methods and Media I 
----------J 

S • Achievement Testing 

; 

,, ,, Research Staff 
- ~ School Personnel 

\ 

\ 

' \ 

6 • Training Working 

,...7 ___ Qu____.al_1ty--C-on_tro_1~-------------------J 

Flc;iure l 
Flow of Evolutions in Systems Engineering of Leadership 

Training for Officer Candidate Proorams 
(This paper ls concerned with the blocked items: Task 

Inventories and Trainino Tasks .) 
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Tas s for TrainiQg,. The number of tasks inventoried for a given job us ually exceeds the number of tasks that will be trained for in a formal school setting. This is especially true where multiple jobs 
are being trained for . Some reduction of number of tasks is necessary. 
The leadership tasks must go through a judgmental process -- Select 
Tasks for Training. Some of the tasks occur too infrequently to warrant 
formal training. Of course, tasks that are highly essential and tasks 
that occur very fre quently must be included in training. The task 
inventory must be submitted to a panel of experienced officers for 
rating !n irnp0rtance or priority for training: The tasks that prevail 
after the judgmental sorting out will be (1) representative of the job 
and (2) selected with an eye toward achieving maximum use of the training program. 

What are the tasks most importantly required of graduates of 
the OC program ? This operation 1n the systems engineering of leader­
ship training for OC programs iden~if~ the separate tasks in leader-
s hip recognized and recalled by a selected sample of junior officers 
who nave s erved 1n representative c!uty positions, and selecy the 
leadership tasks r ted by xperienced 1 aders as being most deserving of training ~ 

3 



METHOD 

ample Populations 

An analysis of the data from the "identify the Job" phase of OC 
LEADER indicated that five militarily meaningful categories of duty 
positions would be applicable: Troop Command; Troop Staff; Ins tructor; 
Special Forces; Aviator. Junior officers representing these categories 
in the same proportion as found in the "identify the Job" sample were 
interviewed . The task inventory was to be based on a total of 200 Junior 
of icers; a 9roportional sampling would require 7 3 individuals in Troop 
Command slots, S 3 in Troop Staff, 40 in Aviation, 18 in Instructor, and 
16 in Special Forc~s. 

Officers from sever al different units t Fort Benning were interviewed 11 
including individualc- from the 197th Brigade, The Infantry School, The 
Candidate Brigade , Th~ Student Brigade , and the 1.\nny Training Center. 
Also , Junior officers in the Special Forces program at Fort Bragg and 
aviators at Fort Rucker were interviewed. (In order to complete t he sample, 
10 captains and one lieuten nt in the 10th Aviation Group at Fort Benning 
were asked to respond to the Task Inventory Questionnaire on the basis 
of leaders hip problems they ncountered as junior officers after completion 
of flight school.) 

The requirement for taking the c;uest1onna1re was that the officer must 
have held the duty position he was reporting on for two months within the 
past six months from the day of the questionnaire being administered. 
(However , several exceptions had to be made due to the non-availability 
of junior officers in the Special Forces and Aviation programs. Usually, 
as soon as an officer completes either of these programs he goes to Vietnam, 
and is a captain by the time he returns to the United States.) 

The Task Inventory Questionnaire 

The method used in developing the task inventory for the Job Anelysis 
w s to interview JurJor commissioned officers who were incumbents in a 
representative sample of duty positions identified in the initial phase of 
this Work Unit. Both recognition and recall of leadership functions were 
required; however , the emphasis was on recognition. (An extensive use 
of open-ended , non-targeted recall items would have led to a lengthy and 
difficu t content analysis.) 

Since the requirement was for inventorying tasks from multiple Jobs ., 
a wide range of recognition items was needed to allow differential patterns 
to emerge. Leadership tasks that an individual in one duty pos ition might 
encounter quite often might s~ldom be required of an individual in a s econd 
duty position, and might n ·;;er be required of an individual in a third 
duty position . 

4 
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AT sk Inventory Questionnaire (TIO) was developed for use in thi s Work Unit by modifying the Leader Activity Questionnaire (LAO) developed in Work Unit OFFTRAIN. (A description of that development, taken from the OFFTRAIN publications, 1s given in Appendix • ) The TI Q contains many different kinds of situations a leader in a generalized duty position might be called upon to deal with in the course of his duties. Each of the situations is described and is then followed by a number of questions relating to some ctlon that might or might not be taken. The questionnaire contains 245 "yes II or II no II questions • At the end of each of the 30 situations there are three blank spaces (90 blanks in all) where additional actions that are peculiar to the duty position as it relates to that situation can be added by the incumbent. 
Five Tour-Pattern Leadership Task Inventories 

For each tour pattern, percentages of group members who responded affirmatively to each TIQ item were computed. The no actions were re­allocated to the proper one of the 5 3 leadership areas developed by HumRRO Work Unit OFFTRAIN. (See Appendix A for a technical supplement describlng these areas and their development.) The item-response percentages within e ch of the 53 leadership areas were averaged, and the areas were then ranked in order of magnitude of average percent. This process was repeated for each of the five tour patterns. The result was a ranked list of leader­ship areas for each of the tour-pattern groups. 
Combined Task Inventory 

The res pons es to the n Q were tabulated, and new items were generated, in part, by the written res pons es in the blanks at t 1e end of each section of the no. The combination of no items an new ite~s made up a task inventory applicable to all tour patterns. 
Selecting Tasks for Training 

After the combined Taok Inventory had been developed, tasks that should receive formal school training were selected. The Task Inventory reflected frequency of occurrence. The requirement here is that the tasks be selected on the basis of importance or Priority for training, The procedure used was a modification of the delphi technique. 
A panel of five experienced leaders who currently were involved in leadership development and assessment (as members of the Leadership Committee of the Leadership Department of the USAIS), were asked to individually sort the combined Task Inventory tasks (slightly reworded for this purpose) according to importance (priority) for training. The panel of five experienced leaders sorted the tasks according to importance three times • The first sorting was into three equal portions , the second sorting was into five, and the third was into seven. (The instructions are reported in Appendix 8 .) The first sorting reduced the invento:y by ~.pproximately or.e -half; 258 task ... were sorted, and the top 125 were retained. The second sorting reduced the invent~ry furthe..r; 12r: tasks were so :ted and the top 63 we e retained . The third sorting served to rank-order the surviving 63 lead rship tasks . 
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RESULT 

Response to the TIO 

The yes -no items of the Task Inventory Questionnaire were af.i:irmed 

by the repref,entative sample of 200 junior officers selected for interview . 

The average number of positive responses per item was 123 . 7 (median was 

128 . 7) . ThH range was fro 11 16 to 184 positive responses per item 

(qu He range was 58). Only 14 items received fewer th n SO affirmations 
(see Figure 1). 
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CompariSQ!lJ>f the Five Leadership Task Inventories 

check on the sameness of the leadership demands encountered 
by incumbents of the five different categories of duty positions was 
performed. For this check, the analysis was based upon comparisons 
of the five rank-orders of TIQ items representing the 53 leadership 
areas developed by OFFTRAIN. 

Two types of comparisons were made. In the first, the fivP- rank­
orders were intercorrelated in all possible pairs to produce a n'.atrix 
of l O rank -order correlations • The matrix appears as 'follows : 

R o.n ____ ____ __ ---··· ___ _ 
roop J Troop Instruc-- l Special ! 

Command I Staff or Aviator Forces • 
Troop Command 

- - - --- - ------- ·: 
I ,54 .60 .44 

-- - - --- ---! 

Troop Staff . 51 . 82 .so 
Instructor 

- - -- ---- -..----+-- - --- --- - -r ------- ----- ·1 
. 44 . 7 4 , 

- - - .. -- - • . . j 
Special Forces I . s z I 

1 

NOTE4 All intercorrelations among the five tour patterns are 
positive, and all are significant at the • 00 l level. 
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A second indication of the similarities or the degree of association 
among the tour patterns can be gained by tabulating the extent to which 
the top 26 ranks ovex : ap for any given pair of tour patterns. This differs 
from the rank-order I alysis in that a simultaneous finding of exact 
reversal in ranks a:1d 100% overlap is possible, logically (i.e., Rank 1 
for one me er of t he pair could correspond to Rank 26 for the other 
member , Rcr:.k 2 would be R nk 25 , etc.; but a!! sub -areas ranked in the 
top 26 by on,) would also appGar in the top 26 oft othe ) • The table 
helow shows t e rnw number of areas that appear fr~ the ...:op 26 ranks for 
both member:) of th pair. 

Degree of Overlap in Top 26 Ranks 
- -· ·-- -- - - - - - - --- ----- -- - -- ---~ --·-- •--

I Troop Troop lnstruc- Special 
C(>r.-imand Staff tor viator Forces 
. - .. - -- ----- ... - - - ---

Troop Command 19 
(73%) 19 19 19 

Troop Staff I 19 22 17 
(85%) (65%) 

- .. ·-
Instruc or 19 21 

<Al%) 

Aviator I J7 

Spec!al Forces 
I 

I I I I 

I I i I 

It was felt that these results demonstrated sufficient samenes s across 
duty positions to Justify proceeding with a single Task Inventory in 
selecting tasks for training. 
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S l ecting Tasks for Training 

The combined task inventory was submitted to five Capta,.ns associated 
with th Leadership Committee of the Leadership Department of USAIS 
for judgment as to ranked importance. These judges were required to 
sort the complete tas l' inventory of 258 leadership tasks into three 
equal Portions ranging from lowest to highest importance for training. 
'l'he three ranks were assigned values of O, ! , and 2, respectively. 
'l'he pooled judgments could range from O to 10 points per task. (No 
item was ranked "highest importance" by all five judges, that is, 
nc task received 10 Points.) The distribution f pcoled Judgments is 
s huwn in Figure 2. 
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Distribution of first judgment showing number of TIQ items 
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The complete task inventory was cut approximately in half, based 

upon the judges ' stimation of importance of training, i.e., tasks re-

ceiving a pooled scor cf less than six points were deleted from the 
L,ventory. The remaining 125 tasks were submitted to the five Captains 
again for Judgment as to importance fort aining. 'l'his time, a fii er 
discrimination was required: The judges were asked to so L, the t sks int o 

five equal Portions, again r nging from lowest to highest importance for 

tr~ining . The five ranks were assigned values of 0,1,2,3,and 4, respectively. 

~:.1e peeled Judgments could range from O to 20 points PM task. (No item 

w s nmked lowest or highest by all five Judges, thd is, no task received 

the top or bottom score.) The distribution of pooled Judgments is shown 

in Figure 3. 
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Based upon the Judges • estimation of importance of training, the top half of the task inventory was again cut approximately in half, 1.e., tasks receiving a pooled score of less than 11 points were deleted from the inventory. The remaining 63 tasks were submitted to the five Captains again for judgment as to importance for training. This time, an even finer discrimination was required: The judges were asked to sort the tasks into seven equal portions, again ranging from lowest to highest importance for training. The seven ranks were assigned values of 0,.1.,2,3,4,5, and 6, respectively. The pooled judgments could range from 0 to 30 points per tas. • (No task received the top or bottom score; no item was ranked lowest or highest ):)y all five judges .) The distribution of pooled Judgments is shown in Figure 4. 
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Figure 4 

Distribution of third judgment showing number of TIQ items receiving indicated number of pooled judgmental points 
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The 63 leadership tasks rated most important in the Judgmental process are reported, in ranked order, in Appendic C . 
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DISCUSSIO 

The pool of leadership task descriptions taken largely . om the 
Leader Activity Questionn ire (LAQ) developed under Work Unit OFFTRAIN 
was affirmed by a representative sample of junior officers. As an 
indication of the relevance of the items , it was pointed out that, of the 
245 items, only 14 received less than 50 affirmations. It can be concluded that the Task Inventory Questionnaire (TIQ), which combined the LAQ with 
90 open-ended items, was an economical and effective interview device. 

The five leadership task inventories generated in the analysis of 
the responses to the TIQ by the interviewees (grouped as to Troop Command, 
Troop Staff, Instructor, Aviator, d Special Forces) show a significant 
d gree of sameness. Data collected 1n this Wo k Unit indicate that OC 
gr duates are assigned to a variety of duty positions and are assigned 
a variety of MOS numbers , but that the diversity of these does not 
necessarily predicate completely different leadership functions. On 
the contrary, he intercorrelations among the five tour patterns and the 
degree of overlap 1n the top ranks indicate that a common core of leader­
ship training would be effective. 

The reduction of the tentative task inventory, and its conversion 
into a list of leadership tasks ranked fo training priority, have provided 
a new base for a leadership development curriculum. 
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Appendix A 

DEVELOPMENT OF THE 
LEADER ACT1 VIT.Y QUESTIOl>J i\JPJRE (l.AQ) 

The obj ctive of Work Unit OFFTRNN was to obtain measures of 
leader oohavior in situations involving leader-follower interaction oriented 
to goal ttainment, and to relate these measures to the criteria of leader 
ratlngs by subordinat es and superiors . While direct measures of variation 
in quality of performance would be the ultimate criterlon of leader effec­
tivones s , ratings of leaders by followers were aken to be a penultimate 
criteria of leader effe:c.:iveness . The assumption was that platoon leaders 
who are accept d and re.ted as compet nt by their followers will be more 
l ikely to get willing, rather than token, compli nee with orders . Following 
this reasoning, the operaticnal c:iterion ot this study was rating of the 
platoon leader by his follow rs • 

tn OFFTRAIN 11, information was gathered on the day-to-day leader-
ship behavior of a sample of 42 platoon leaders. The platoons had been 
involved in training for and taking squad and platoon tests shortly before 
the data were collected, Interviews were held with six to eight sub­
ordinates of each platoon leader, and emphasis was placed on obtaining 
reports of actual behavior rather than inference or judgments about behavior. 
In questioning members of the platoon for descriptions of leader actions in 
situations relevant to group goals, the 1I t erviewer used a standard set of 
questions regarding the leader's behavior in each of the following situations: 
(l) job assigning or planning, (2) job in process and being done poorly, 
(3) job in process and being done well, (4) job completed and done poorly, 
(5) job completed and done well, (6) replacements entering unit, (7) promo­
tions or changes in assignment, (8) group memberf, making complaints or 
suggestions, and (9) unexpected event occurring. 

A content analysis was made to process the data into behav.'.or 
variable scores , and categories or types of leader behavior that occurred 
in the various task-oriented situations were derived from the interview 
data. These leader behavior variables were than related to criteria which 
included ratings of the leader by subordinates within his unit, and by his 
superiors. Leader behavior variables that were associated with high ratings 
by subordinates and superiors were ass umed to reflect effective practices; 
variables associated with low ratings were assumed to reflect ineffective 
practices. 

In OFFTRAIN III, a Leader P.ctivity Ques tionnaire (LAQ) was con­
structed from the findings of the p1·evious subtask. 7.'he LAQ items 
consisted of behavior statements. In the LAQ, items were presented in 
groups, each group dealing with a platoon leader's behavior in a specific 
kind of situation. For each item in each group, the respondent was asked 
to indicate how frequently h haci observed that particular behavior during 
the previous month • 
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Appendix A 

Th OFFTRAI Work Unit postulat d 7 major categories of leader-
ship behavior and each of the major c tegories were further di vi ed nto 
4 to 19 different sub-categor es. A total of 53 separate le dership are ~s 
were developed from these sub-categories o Questionnaire items were 
designed to describe behavior typical of eac h of the3e leadership areas . 
Four of the reas are represented by a single item , while one of t he areas is represented by as many as 12 i ems -- 1 of the areas have 3 items P.ach 
and this is the modal number of items per area . A total of 222 items 
repr sent the 53 leadership areas. An additional 23 items which were 
not catego izable into one of the exis ting a eas were also written and 
laced into an eighth area designat0d 11 m.lscellaneous. " 

The LAQ was ad inistered to members of 46 platoons in a training 
division . Ratings were also obtained on the platoon leaders, from both 
subordina es and superiors . In scoring the LAQ, the behavior statements 
wert:1 grouped into variables much like thos e identified in OFFTRAIN II. 
These behuvior variables were hen correlated with the ra tings , and the 
relationsh .. ps were found to be in substuntial agreement with those of 
the preceding study ., and thus substantlated bot the positive and negative 
criterion validities . Tnat is , leader behavior variables that were s soci t ed 
with high rating:3 by subordinates and superiors in the previous in erview 
s tudy OFFTRJ\lN II) showed significant positive validities when th 
question 1e.ire items describing these behaviors were correlated with 
subordinate ratings of the platoon leader. Conversely, leader behavi0r 
variables that were associated with low ratings by subordinates nd 
superiors in OFFTR N 11 showed significant negative validities . Sub­
ordinates who responded to the corresponding questionnaire items with the 
s tatement that their platoon leader frequently dis played these behavicrs 
also gave their leader low effectiveness ratings . Essenti;:;slly e :iame 
leader beha•liors were important both in the tra ining division and ln 
the TOE divis on t at ,ad been studied previously. On the ba::;1s of t he 
s imilarity between the two sets of findings, it was concluded that the leader b h viors identified in both of these studies con::; titute a realistic 
ancl factual basis for l eadership training . 
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1st Sorting 

~pendtx ~ 
I NSTRUCTIONS TO JUDGES 

A specific leadership action ls printed on each card in this deck. 
Read each card carefully and think about the leadership behavior that is 
described. 

Decide how important you feel it ls for a student of the Infantry 
OC program to be given instruction in the knowledges and skills required 
to properly exec•Jte the action during the program of instruction of the 
Infantry OC pro ~am and before the graduate receives his first duty 
assignment. 

You will e asked to divide the deck into thre piles on the basis of 
the training trnportance of the leadership behavio • described. For each 
carcl, dee id whether you think the behavior described is of the highest 
importance ,, the lowest importance, or is of moderate importc'\Ce. 

1st Run-Through: Simply read all the cards in the deck to gd a feel for the ange of behaviors • 

2nd Ru -Through: Try to place roughly one-third of the cards in each pile. 

3rd Run-Through: You will be asked to add or subtract cards from the piles ntil exactly one-third falls in each group. 

2nd Sorting 

The instructions for the second sorting are the same as those for the 
first, with the exception that the cards will be divided into five equal piles • . 
3rd Sorting 

The third sorting is the same as the first two sorting& , except that the 
cards will be divided into seven equal piles. 
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Appendix C 

LEADERSHIP TRAINI NG TASKS 

When someon has a problem the leader should] do all he can to help 
a man who has a bad problem. 

When some or all of the men have been given an important job like a field problem or a big inspection the leader should] make standards clear by telling the men how well he expects them to do it. 

Rank #2 

vVhen someone has a problem [the leader should] guide the counseling in such a manner that the man being counseled will develop his own 
workable solu ·ion. 

i/hen an impcrtant job like a field problem or a big inspection is 
assigned to his unit [the leader should] explain his reason for his instruc­tions by telling the men why it is important to do the Job the way he says . 

When on a field problem [the leader should] dis play tactical proficiency by knowing what to do when the going gets rough. 

Rank #-3 

When someone has a problem the leader shouldJ avoid failing to do anything for a man who has a problem. 

When not on a field problem [the leader should] behave consistently w th respect to his men's expectations by not breaking a promise he has made. 

B~k f 4 

hen on a field problem Lthe leader should] avoid disruptive influences 
by checking on the condition of the men. 

hen on a field problem [the leader should] avc,id putting off something 
his superior tells him to do. 

When a new man arrives L the leader should] define the situation for a 
new m n by telling the new man how things are run and what the policies 
are . 

V'h n a man has fouled up an important Job he was given [the leader should] punish privately by taking the man aside to chew him out. 

When on a field problem lthe leade!" should] avoid getting shook up when something goes wrong 
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R nk iiS 
When someone has a problem [ the leader should] protect a man from unfair treatment by trying to help a man who is getting more thru~ his share of det ils . 

When someone has a problem (the leader shouldJ continue to take an interest in the man's problems even after he is referred to an agency. 
When all or some of the men are doing a job or have finished a job (the leader should] use the chain of command to have the NCOs check the work after the men are finished. 

When on a field problem l the l eader should] reduce the possibility of fear and rumor by keeping the men informed. 

When a man has fouled up an important job he was given [the leader should] critique the job by telling the man what he has done wrong and how to do it right • 

Rank ·G 

When someone has a problem [ the leader should] take action right away on the man's problem . 

Nhen all or some of the men are doing a job or have finished a job [ the leader should] use the chain of command by having the NCOs check the work the men are doing, while they are doing it ,. 

V hen someone has a problem [the leader should] avoid saying there is nothing he can do when the man comes to him with a bad problem. 
When on a field problem [ the leader should] base rewarding-punishing action on performance by not going easy on the men he likes . 
When all or some of the men have don a good job [ the leader should] critique the job by telling the men a few little things they could have done to make the job better. 

When a new man arrives [the loader should] expl in his policies on helping a new man get additional schooling to better his knowl edge of the military. 

When an important Job like a field p~oblem or big inspection is assigned to his unit [the leader should] get information from the NCOs by as king them for suggestions or advice. 

When all or some of the men are doing a job or have finished a job [the leader should] keep informed by checking on a job when it is finished. 
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When a new man arrives the leader should] give a ew man something 
positive and tangible to work for by telling him that if he does good work 
he will h ve a good chance of being promoted. 
Rank #7 

When on a field problem ( the leader should] protect the health of his 
command by ctive supervision of hygiene and sanitation. 

When he go s by when a man is doing a good job on something 
Lthe leader should] give the man something positive to work for by telling 
him he is doing a good job. 

When all or some of the men are doing a Job or have finished a Job 
[the leader should] give the men positive motivation by giving credit to 
the men who did a good job . 

When a man does very well on an important job (the leader should] 
give the man a reward by pr ising him for doing a good Job, 

When all or some of the men have done a bad Job [t1'e leader should] 
avoid chewing out the NCO in charge in front of the men. 

When a new man arrives (the leader should] explain his reasons for his 
actions by telling a new man that, although he had been trained in a certain 
area, he would have to use him where he needed him most. 

When a new man arrives (the leader should] give a new man something 
positive and tangible to work for by telling him that if he does good work 
he will get regular passes. 

When a new man arrives L the leader should] avoid disruptive influences 
by checking on the condition of a sick or inJure.d man rioht away. 

hen a man has fouled up an important job he was given (the leader 
should] avoid the use of profane language when making corrections. 

When a man as fouled up an important Job he was given L the leader 
should] recognize when it would be inappropriate punishment to pull the 
man's pass. 

When on a field problem (the leader should] display tactical proficiency 
by handling a sudden change in plans well .. 
R§nk {!8 

When on a field problem [the leader should] place the comfort, pleasure, 
and recreation of his men ahead of his own. 

When a new man arrives L the leader should] define for a new man the 
mission of the unit. 

Vhen a new man arrives [the leader should] talk to a new man about 
Project Transition if he is a short-timer.. 

When on a field problem (the leader should] avoid publicly disagreeing 
with the NCO. 
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Rank '- 8 (Cont.ill. 

When someone has a problem Lthe leader should] avoid weakening upward communic tion by simply r fusing to believe what the man tells him. 

When an 1 portant job like f ield problem or a big inspection i s assigned to his unit (the l eader should] avoid confusing the men when he tells them what he wants them to do. 

When someone has a problem L the leader should] take action on the problem by taking the man to see his superior when the man has a r eally bad problem. 

hen new man arrives l the leader should] introduce the new man to the senior COs. 

Rank # 9 

When a new man arrives ( the leader should] place a new man with a more experienced man until he gets his feet on the ground. 

When promotions come up [the leader should] see and congratulate a man who gets a promotion. 

When a man has foul~d up an important job he was given [the leader should) check the reason for failure by asklng the man why he had not done it right. 

When promotions come up [ the leader should] base reactions upon Job performance by not refusing to put a man in for promotion U he doesn't like the man . 

When one of the men makes a suggestion (the leader should) respond appropriately to suggestions by accepting a good suggestion from one of the NCOs. 

When someone has a probl m (the leader should] take action on the problem by trying to work it out when the man wants to change his job . 
When on a field problem the leader should] avoid appearing to have a hard time keeping up with the rest. 

p.ank 10 

When some or all of the men have been given an important job like a field problem or a big inspection the leader should] give the men sc .. ,e­thing positive to work for by telling them the job is important. 

When on a field problem Lthe leader should] display leader hip in a confident f shion by not keeping quiet when one of the men yells at him. 
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When ssuming comm nd L the leader should] observe his new unit for a period of time before making major changes in unit policies. 

Wh n 11 or some of the men have done a good job the leader should] praise the men for good work by telling them he is pleased. 
E.._ nk ,; 11 

When on a fi ld problem [the leader should] avoid getting shaken up by stressful situ tions by not getting shook up when some high-ranking officers are around. 

When not on a field problem [ the le der should] be a good model of military form and manner by looking unusually well-dressed at a formation, 
Rank ,t 12 

When someone has a problem [the leader should] avoid saying there is nothing he can do when a man is getting more than his share of details • 
hen some or all of the men have been given an important job like a field problem or a big inspection (the leader should] define specifically by naming the men who are to do it. 

Rank t; 13 

'hen a job is assigned to his unit ( this can be any kind of a job -­one they have to do every day, or one they have to do only every now and them), (the leader should show tactical proficiency by never giving his men an incorrect order. 

When some or all of the men have been given an important job like a field problem or a big inspection ·the leader should] avoid confusing the men by not getting mbced up when he tells them about it. 

Bfillk # 14 

When an important job l ke a field problem or a big inspection is assigned to his unit the leader should] avoid telling the men how to do the job if they know more about it than he does • 
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