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ABSTRACT

it is known that there is a relationship between the quali ty of milita ry

persona and their recru i t  training . This thesis examine s problems of

adjust ment encountered by new recruit s enter ing the mili tary services.

Factors affecting adjustments such as the recru i t  background character-

istIcs , the image of the military, the recruit  training staff and environ-

ment , and the rec ruiting process are discussed. It is demonstrated that

additiona l knowledge can be gained by ascer ta ining what motiva tes military

personne l to make a career  of the milita ry service. A feasible systematic

process is proposed for the development of recrui t  t raining.
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I. I N T R O D U C T I O N

No one doubts the cont r ibut ion  that  t r a in ing  can make to development

of all kinds.  Training is essent ia l , obviousl y so. The doubts come f rom

its contr ibut ion in pract ice .  Complaints a re  g rowing  about i ts  ineffective-

ness and waste.  The t ra ining appara tus  and its costs have multiplied but

not the benefi ts .  Training has become like a tax levied on wi l l ing  and

unwilling alike . The con tr ibu t ion  that  t ra ini ng can make to development

is needed acutely.

Much t ra in ing now proceeds as if classroom knowled ge and opera-

tiona l action were  direct ly  related.  Lyn ton  s ta tes  the new concept of

t ra in ing:

1. Motivations and skills lead to act ion.  Skills a re  acquired

through practice.

2 . Learning is the complex func t ion  of the motivation and capaci ty

of the individual part icipa nt , the norms of the t r a in ing  group.

the t r a in ing  method s and the behavior of the t r a ine r s ,  and the

general climate of the insti tut ion. The participa nt ’ s motivation

is influenced by the climate of his work  organ iza t ion .

‘Roif P. Lynton and Uda i Pareek , Tra in ing  for  Development, l%7 ,
p. 3-14.
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3. Improveme nt on the job is a comp lex func t ion  of indiv idual

l ea rn ing , the norms of the w o r k i n g  g roup ,  and the genera l

climate of organization. Individua l learning, unused leads o~

t r u s t  r a t i o n .

4. Training is the responsi bility ~f three partners; the participa nt ’ s

organization , the oarticipa nt, and the training institution. It

has a prepa ratory (pretraining). and a subsequent ~posttraining l

phase. All are of key importanc e to thc success of training .

Focusing training on skill in action make the task wide and complex.

Today , with pressure to reduce defense spending, a large percent-

age of the defense bud get is devoted to personnel cost. The greatest

chal lenge  fac ing  the mil i tary services is the effect ive u t i l i z a t i o n  of its

most prec ious  resource  peop le. The e f fec t ive  use of manp~~v er has been

and cont inues  to be as e lus ive  as  it is importa nt.

Cameron said , in the Uni ted  States of America the mi l i tary  services

t u r n  over approximately 60 pe rcen t  of its total  personne l every two yea r s .  -

Not onl y does th i s  hi gh t u rnove r  reduc e r ead iness , but it is extremely

costl y in te rms of rec ru i t ing  and t r a i n i n g .  Bil l ions of dollars a r e  spent

annua l l y to t r a in  new men and women , and the mili tary can ill affo rd the

ma npower losses  caused by the f a i l u r e  or i nab i l i t y  of l a rge  numbers  of

J. Cameron , tOur Greates t  Mi l it a ry  Problem is Ma npower.
Fortune, April 1971.

1 Cl
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se rv i cemen  and women  to accept  and p e r f o r m  in the i r  mi l i t a ry  ro les .

Because of th is  cost  and the i n c r e a s i n g  need for  w e l l - t r a i n e d  p e r s o n n e l ,

the va lue of a t h o r o u g h and e f f i c i e n t  r e c r u i t  t r a i n i n g  p r o~~ram canno t  be

over l y emphasized .

Too few members of the military services understa nd the changing

values and needs of the youth of today, and their d i f f i cu l ty  in adjustment

from civilia n to milita ry life. Men and women, new to the military,

must be able to satisfy their needs and accomplish their goals with a

reasonable amount of com fort.

In Indonesia deficiencies in the educationa l system tended to re-

inforce problems associated with a youthful, unemployed , or under-

employed population having inte rmedia te  skills not readil y suited to

the demands of the economy. Indonesia has a l a rge  semi skilled or

potentially skilled work  fo rce , and school and univers i ty  g radua tes

capable of ma nagerial , bus iness , and p ro fes s iona l  skil ls .  Yet in the

early l°70s  a large  p ropor t ion  of the w o r k i ng - a g e  populat ion was un-

emp loyed or underemployed, and the major i ty  were  in their twent ies .

Enlisted manpower for  Indonesia n Armed Forces is derived ent i rely

from voluntary enlistment based on selective cr i ter ia . Each of the ser-

vices has women ’ s uni ts .  Limited job opportuni t ies  in the civilia n

economy make enl is tme nt a t t ract ive  to ma ny young men and women.

Nena Vreeland , et al Area Ha ndbook for  Ind o ne s ia, U . S .  Govern-
ment Printing Office iDa pam 550-39 , 1975 , p. 420.

L _ _ _ _  _ _ _  
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In 1970 officers were drawn entirel y f rom graduates of the Armed

Forces Academy with the exception of medical and other specialized

personnel who were  recruit ing directly.

Indonesia , an “island nation , ” has ma ny young peop le who must

leave their villages and attend boarding schools at l a rge r  communities.

These young peop le experience considerable dissonance as they go

from the traditiona l to the modern.

All of the above appears to parallel a great deal of what has ha p-

pened to American youth in terms of socia l change. It thu s seems ap-

propriate to exa mine the U. S. training pipeline to observe what will

be soon, if not already, happening as Indone sia n youth experience the

culture shock of military life.

With this in mind , this thesis will examine personal  adjustment to

a military environment, specifically recruit  t raining.  It will discuss

problems encountered by persons attempting to adjust from civilia n to

military life at the recruit  training level , and the development of recruit

training.

Chapter II will present the orga nization and missions of the Indone-

sia n Navy, and the objectives of the Education and Training of the

Indonesian Navy. Chapter III will present the missions and environme nt

I
4David A. Andelman, New York Times, June 6, 19 76 , p. 10

(c. 4).
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of Nava l Training Centre in general , and then the factors  tha t generally

affect to tra ining will be discussed in detail  in fu rther  chapters .  Chap-

ter IX will discuss the process for developme nt of recruit  t ra in ing  and

the possible approach for establishing a training system. Some recom-

mendations will be suggested at the end of Chapter X.
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I I .  THE O R G A N I : A T I t ’N  A N D  T I1F ’  MISSIONS
OF TI lE  l N l ” ON F ’ S l A N  N A V Y

A . THE ORGANIZATION

With the reorganization of the Depar tme nt of D e fe n se - S e c u rit y  in

l%~~, the Indonesia n Navy became an o rgan ic  component  of the  Depart-

me nt of Defense- Secur ity . This r e o r g a n i z a t i o n  es t ab l i shed  the  D e p a rt -

nie nt of Defense- Secur i ty  as the head q u a r t e r s  of the Indonesia n Armed

Forces c o n s i st i n g  of the Army ,  Navy, Air  Force , and Police.

In this o r g a ni z a t i o n  the Min i s te r  of D e f e n se - S e c u ri ty  is a l so  the

Commander-in-Chief of the Armed Forct~s.

The purpose of the reorga nization was to in t egr at e  the  Armed Forces

in o rder  to produce a more e f f i c i e n t  and e f fec t ive  d e f e n s e- s ecu r i t y

p r o g r a m .

Further , nat iona l d e f e n s e- se c u r i ty  was  a r r a n g e d  in a m i s s i o n  type

organ iza t ion  with  the fo l lowing  c h ar a c t e r i s t i c s :

I .  one s t r a t egy

2 . one un i ty  of comma nd

3. one budget polic y

In the p r e sent  nationa l d e f e nse - s e c u r i t y  sys t ems , the Indonesia n

t e r r i t o r y  Is divided into six thea t e r  comma nds which a re  joint comma nds.

Each thea te r  comma nd con t ro l s  operat iona l compone nt s of the A r my ,

Navy, and Ai r  Force. The Comma n d e r - in - c h i ef s  of these  theater  com-

ma nds a re  r e spons ib le  d i r e c t l y to the Min i s t e r  of Defen se/ Contma nder

14
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in-Chief  of the Armed Forces. Thus , the Chief of Staff of the Navy has

the mis sion to p r e p a r e  nava l element s for assignme nt to these  thea te r

commands.

Based on thi s mission, the Chief of Staff of the Navy ma nages  the

following components:

1. the Nava l Head q u a r t e r s ,

2. the Naval Forces ,

3. the Shore Establishme nts.

Specifica lly, the organization of the Indonesia n Navy is as depicted in

fi gure 1.

B. THE MISSIONS AND FU NCTIONS

As directed by the Minister  of Defense-Securi ty/ Comma n d e r - i n-

Chief of the Armed Forces , the Indone sia n Navy has the fol lowing

5mt sstons :

“As an integral  part of the Armed Forces and an organic

compone nt of the Depar tment  of Defense-Secur i ty ,  to maintain

and to prepare  itself to reach the hig hest  degree  of readiness  in

order to be able to exercise a dua l func t ion :

1. As a Nava l Force in the nationa l Defense-Security System,

to guard the integrity of the Indonesia n territory.

5See KEPUTUSA N MENT ER I PER TA HA NAN-KEA MA NA N /
PANGLIMA ANGKATAN BERSENJATA Nomor : REP / 11 / IV / 1976 ,
5 April ‘76.

15
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I
2 . As a Social Force , to take an act ive  par t  in the succes~~fu1

national development .

S Based on these miss ions, the Indonesia n Navy performs t he  fo l low .

ing functions :

1. Organ izes, educates , t r a in s , and equips Nava l Forces.

2 . Procures  and maintain s  equipme nt .

3. Pr epar es the budget .

4. bevelops tactic s , techni ques , and weapo n systems.

5. MaIntains security.

~‘ . Prepares component forL-es inc luding  log istic s and ~idministra .

tive support , for a s s i gnment  t o jo in t  comma nds.

7. Participates in civic ac t ion  p r o g r a m s  and con t r ibu t e s  to the

Armed Forces mission of civil administrations.

As stated in the order of the Chief of Staff of the Ind onesia n Navy,

the missions and objectives of the Educat ion and T r a i n i n g  of the lnd o nc s-

ian Navy are:

1. To establ ish develop pe r sonne l  in the Indonesia n Navy tha t S

have spiritual strength as:

a. h u m a n  being s that a re  fu l l y dedicated to God ,

b. huma n being s tha t are willing to support and d e f e n d

PANCA SILA (the philosophica l basis  of the St at e l .

6See, S. K . KASAL No. ~~~EP . l552 . 2 / I V / 7 ~ t an g g a l  I I  Apr i l  l Q 7 t
tenta ng “Sistem Pendidikan dan Latiha n TNI-AL .”

17
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2. To create an environment that will be suitable for advance-

me nt of physical and me ntal development of the Navy

personnel.

3. To establish cooperation among Navy personne l in solving

problems, to develop a rationa l attitude and cont inuous  ad-

aptation to ecological conditions.

4. To develop skills and specialties necessary to produce -

qualified Navy personnel. -

18
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UI . M ISSIONS A N I )  E N V I R O N M E N T  OF NAVAL T R A I N I N G  C E N T R E

A. NiISS tON~

In order  to be e f fec t ive , a t r a i n i n g  p r o g r a m  mus t  be based on the

“needs ” of the recruit to be trained. Kirkpatrick states a simp le def-

inition of t r a i n i n g  needs would be: ’ “What attitudes , kn owledg e, and

skills do the r e c r u i t s  need in o rde r  to do the i r  job e t f ec t i v e l y ’”  The

initial exposure to mil i tary l ife occu r s  at r e c r u i t  or basic traini ng .

Here the civilia n begins the t r a ns i t ion  to mi l i t a ry  life .

Barber states ,S . . . . basic training is aimed as much at instilling

certain attitudes , responses and loyalties in the  new recruit as it is at

teaching hint specific skills “ . Snyder and Cay lor pointed out in

a recent study tha t the in i ti a l  few weeks of active d u ty  are extremely

importa nt, they are the soldier ’s first direct experienc e with military

lif e, and they offer not only the first , but perhaps the best opportunity

the mi l i t a ry  wi l l  have to instill the va lues and beliefs it c on s i d e r s  im-

por tant  for  ef fec t ive  serv ice .  This ea r ly  exper ienc e r e p r e s e n t s the

onl y experience enlisted men have in common. The n at u r e  of t h is

‘ Donald L. Ki rk patr ick , A Practical Guide for Supervisory Train-
ing and Development, 1971 , p. 21.

8J. A. Barber , J r . ,  The Military Services and A m e r ic an  Socie ty ,
The Free Press , l’)72 .

R .  Snyder and J . S. Cay lor . “Rec ru i t  R e a c t i o ns  to E a r ly  Ar my
Experience , “ George Wash ing ton  U n i v e r s i t y ,  l%9.
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experience is like ly to have an important  bear ing  on the ent i re  subsequent

per forma nce of the individual.

In discussing the effects  of basic mil i tary trai ning on the a t t i tudes  of

U. S. Air Force enuistees , Harburg  said , 10 “basic t r a i n i n g ,  as the young

man ’ s introduction to the Air Force , provides  the un ique  opportu nity to

turn on the young man to the possibi l i t ies  of a satisf y ing existence in the

orga nization he has chosen to jo in .  In a t ime of political and military

uncer ta inty,  it is important  we not fo rge t  the pr imary objective of basic

t ra in ing, to offer the young ma rt a sense of purpose and positive direction

int o which he may cha nne l his e f for t s .

Although basic  combat t r a i n i n g  is an extraordin a ry experience , it

has been an integra l part of the cul ture .  Most men of mil i tary age have

a father  or b r o the r  or ur t cle  whø has experienced ba sic t ra in ing,  and

dramatic depictions occur with some frequency itt  movies and te levis ion

along with some new s documentaries.

B. ENV IRONMENT

The recruit or bastc training environment is usually comp letely

alie n to anything a recruit has experienced before. All recruits enter.

ing recruit training encounter a number of psychosoc ia l si tuations that

they are  unl ikel y to have experienced before, a l though they are  not

10 F. D. Harburg, ‘The E f f ec t s ~f Basic Military T r a i n i n g  on the

Attitud e of Air Force E rtlistees . “ Scientific Resea rch,  17 7 1 .

20
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e ntirely uni que to rec ru i t  t r a in ing .  Most trainees , whether conscript s

or volunteers , approach this “ r i te  of passage ” with t rep idation. Ac-

cording to Fan s there  are  severa l  f ea tu res  of bas ic  t r a in ing  which

make it ex t raordinary  and which have pe rs i s t ed  throug h the years  and

appea r in much the same form f rom one post to a n o t h e r .  11

First, there is , at least initially, a dispa ragement of civilia n status ,

which takes the fo rm of degradat ion  and humil ia t ion ott both the group

and individual levels. Unflattering hai rcuts and g laring new , ill-fitting

un if o rms  reduc e persona l  di gnity.  The t ra inee ’s fear  of au tho r i ty  and

his ignoranc e of what is and what is not a leg i t imate  order  make him

look and feel  silly.

Second, basic training is characterized by extreme isolation from

civilian society on the one ha nd and an almost complete  lack of pr ivacy

from other t ra inees  on the other. Contact  with f r iend s and re la t ives  is

much reduced , while at the same time it is a lmost  impossible to be

alone.  In many bas ic-t ra in ing  bar racks  there  are  rio p ar t i t i o n s  between - -

the toilets. This is a feature of the experienc e wi th  which ma ny t r a in -

ecs have difficulty.

Third , much of the evaluation of pe r fo rmance in basic t r a in ing  is S

done at the group level rather than on the individua 1 t evel.  This

‘‘John H. Fan s , “The Impact of Basic Combat Tra in ing , ” The
Socia l Psychdlogy of Mili tary Se rvice, Sage , 1 7 h , p. l4 .l c .

2 1
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col lect ive eva lua t ion  violates the t r a inee ’ s sense  of j u s t i c e .  This sys-

tem is the source  of ma ny of the s t ronges t  comp laint s , a l t houg h a

mi n o r i t y  of t r a i n e e s  pe rce ive  the f u n c t i o n  of such an approach-  to

develop t eamwork  and so l idar i ty .

Fourth , bas ic  comba t t r a in ing  inc ludes  an emphasis  on m a s c u l i n i t y

and a g g r e s s i v e n e ss .  Expressed a t t i t udes  toward  wome n are  u t i l i t a r ia n

and u n r o m a n t i c  and tend to re in force  a sense of male s u p e r i o r i t y .  The

emphasis  on mascul ine toug hness  combined with the th rea t  of being

labeled femi nine is t raumatic  for  insecure  t ra inees .  
S

Finall y,  basic t ra in ing  is desi gned to p lace the t r a inee  under  va r-

iou s fo rms  of s tr e s s , both physical  and psychological .  There  a r e  other S

~~rms of physical  s t r e ss ;  h u n g e r , t h i r s t  ( in  field t ra in ing ) , and sleep

depr ivat ion.  Psycholog ical s t ress  has a number of sources .  Fear of

f a i l u r e  and the compa nion fea r of being recycled ~r epea t ing  pa rt of

basic t r a i n i ng  in a nother compa ny ) a re  among the most severe  types

of psycholog ical  s t ress , espec iall y for  marg ina l soldiers .  Psycho-

logical s t r e s s  is also gene rated i n t en t i o n a l ly by a r b i t r a r y  and some-

time s conf l i c t i ng  dema nds.

The above cha rac t e r i s t i c s  would seem to make basic comba t t r a i n.

ing a hi ghl y ne gat ive experienc e , and ce r ta in ly it is o f ten  pe rceived  as

negative by the trainees. According to Bourne,~~ the recruit training

1’
P. G. Bourne, “Some Observations on the Psychologicai  Pheno-

menon Seen in Basic Training . ” J o u r n a l  for  the Stud y of I n t e r p e r s o n a l
Processes, 19o7, p. l~~7-l%. S
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process  is fu ndamenta l ly  one of a c c u l t u r a t i on  in w h i c h  t he  r e c ru i t  is

sub je cted to a f ar c e  change  o~~ r e~~c~ r e n c t’ g r ou p ,  and the  ~k~ 1is he le ar n s

are  b a s i c a l ly  those necessa ry for  su r v iv a l  and s uc ce ss f u l a d a p t a t io n

under  these  c i r c u mst an c e s .  R e c r u i t  t r a in i ng lacks  a n y  g r e a t  oppor ~

tun i t y  fo r  excel l ing , and its  ex ist ence  is p red ica ted  on a fu t u r e  w i t h

which it has l i t t le  cont i nu i t y .  The weeks  at the  t r a i n in g  c en t r e  co mp r i se ,

in effect , a tempora l cocoon in which  a phenomena l metamorp hos i s  must

13
take place. Mar lowe  sa id , “basic t ra i ning s tand s ou t s ide  the norma l S

flow of  time and is e s sen t i a l l y  a h i s tor i c a l .

The func t ions  of r e c r u it  t r a i n i n g  ar e  depicted in fi gure  2 .

13 ,, . . SD. H. Marlowe , The Basic T r a in in g  Process , The Svmp~~mas Commu nicat ion in Schizophrenia,  Gr u n e  and Stratton , l~~59.

23
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FUNCTIONS OF R E C R U I T  TRAINING

Input : civilians S

J I

1. Transfer new values to
recruit.

2. Select or “track” recru it
to a particular specialty.

3. Provide a cocoon for
metamorphosis outside of
civilian and int o the real
military environment.

4. Rep lace individualism
with team identification. S

— adapted
)‘ Output: military

personnel

Figure 2
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IV . P R E - R E C R U 1 T  T R A I N I N G  FACTORS

A. TODAY’S YOUTH

The milita ry services a r e  basical l y outhful  in age structure.

Lang~
4 

in a stud y of mi l i t a ry  ra nk s t r u c t u r e  t r end s , ind ica ted  that

more than f i f ty  pe rcen t  of off icer  and enlisted pe r sonne l  fel l  w i th in  the

f i r s t  three  and four g rades  of rank r e p r e s e n t i n g  an  age range of ap-

proximately seventeen  through twen ty- f i ve  y e a r s .  The mil i tary ’ s a w a r e -

ness of and conce rn  for the changing values and life-sty les of youth

c u r r e n t ly en t e r ing  the mi l i t a ry  is evidenced by the recent  e f for t s  to

modernize  the Armed Forces .

15 
‘ SHarburg  s tated that  t he re  is an  inc reasing  a w a r e n e s s  on

the part  o the you ng tha t the re  is more  to life tha n iob and s a l a ry .

Young men of enl is tment  age a re  sea rch ing  for w ay s  to improve the

quality of the i r  l ives. The a s s u r a n c e  of se l f-va lue  once they are  on

their job s is becoming inc reasing lv impor tant  to enl i s tees .  They a re  
S

less rank consciou s tha n their  p r e d e c e s s o r s . ”

1
~~K. La ng, ‘~Technology and Career Ma nagement in The Mi l i t a ry

Establishment , ‘ The New Mil i tary :  Cha nging  Patterns of Organization.
R u s s e l l  Sage Foundation , 19o4.

‘5 F. D . Harburg ,  “The Effec ts  of Ba s ic Mi l i t a ry  T r a i n i n g  on the
Attitude of Air Force Enl is tees , “ Scient i f ic  Resea rch,  1971 .

25
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16
Sandall made the following comments about today ’s youth : “With-

out the overwhelming need to work for bed , board , and clothing , youth

is f ree  to question and reject , if necessary,  the p remises  of society

without the penalties of economic want increased educa-

tion te nd s to cause a loss of respect for less well-informed elders.  It

is no longer enough to believe tha t experience makes one wiser since

the young know it isn ’t always t rue. ”

Ja nowitz 17 pointed out that military personne l, in fu ture  genera-

S tions, would not follow orders  blind ly, but would demand an exp lanation

from those in comma nd . Crawford , 18 
in d iscussing the attitudes of

youth in the seventies and ei ghties , predicted that “there will be more

and more serious questioning of nationa l goals and of the obli gations on

the individual to subordinate himself to the necessary demands of an

hierarchial system; and there will be an increasing view tha t society and

its institutions should be conceived and rebuilt to fit the need s of the

individuals. ”

l6~~ D. Sandall , “The Generation Gap, ” Management Quarterly
September 1972.

‘7M. Janowitz, The Professional Soldier, Glencoe , Ill. : Free
Press, 1960.

‘8M. P. Crawford , “Training in the 70’ s and 80’ s , Innovations
for Training, Huma n Resources Research Organization, 1969.
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1 ~In an a rt ic le  e n t i t l e d , ‘‘Youth and the U.S. N a v y , ’’ R ey n o l d s

pointed out tha t the fu t u r e  of t h e  Navy — — i t s  p r o f e s s ion a l i s m  and

miss ion  —— is at  stake , and tha t f r a nk ness , se l f — c r i t i c i s m , and s e a r c h —

lug ana ly s i s  ar e  the  f i r s t  steps  t o w a r d  s hap in g  the future . He f u r t h e r

pointed out tha t the N a vy  shon hi LU.I ke sac r it i c  es .i ud c h ang  e~ s • t hat  the

I n st r u m e n t  of cha nge is y u h , and tha t in A tu e r Ic a ‘5 r ou t  h l i e s  t he

f u t u r e  of th - ’ U . S. N a v y .  R ey n o l d ’ s co t u n wn t s a rc  a l s o  app l i c a b le  t o

the other  m i l i t a  rv s er v ic es .

B. BACK~~R O UN [ )  C 1 I A RA C T 1~RISTIC S ~ F MIL1 ’rAR I R l ’C R  U ITS

Al thoug h ma tir y e a r s  of resea  r ch  have not p r ov id ed  a u  cut i rc ’lv

sa t i s f a c t o r y  method for  p e t s t ) n n e l  se lec t  ion , t h e re  do seem t o  be pa t  —

t e r n s  of t re — serv ice  behav io r  or  p re — ser v i c e  h i s t o r i e s  ot r ecu i t s  t h a t

ar e  re la ted  to s u c c e s s f u l a d j u s t  ment  to  m u  it a rv l i t  e

A study by flag and (l offma n , ~I e tuon s t  r at e d  t h e  p r . .l i ct  ivt ’

val idi t y of school , c o n i m u n it v .  a mi d f am i ly  l i f e  h i s t o r y  data  i i i  r e l a t i o n

to m i l i t a ry  a dj u  stnie nt . An i n d i v i d u a L ’ s a dj u s t  me nt to hi~ c ominim n i t  v

at  l a rge  and to his  educatio na l sv s t e m u  in  p a r t i c u l a r  c o n s t i t u t e  t h e  most

re levant  index of h i s  likel ihood to  a dj u st to  n~i l i t a  rv l i t ~~.

C . G. R ev  no lii s , ‘‘I out h a nd the I ‘ . S. N a v y  • 
‘ ‘  I ’ S . N~ v a 1

In st i t u t e  Proce ed ing s ,  .li i  lv 1 °7

A. Plag and M. M. t off iua  n , ‘ ‘‘Vhc P r ed ic t  ion ot l”oim r — I ear
E f f e c t i v e n ess  A m o n g  Nava l R e c r u i t  s , ‘‘ M i l i t a r y  Medic inc . l ’~m ’ (~.
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A stable home background , a healthy childhood , good work habits

in school and associa t ion with  other boys and g i r l s , inc lud ing  participa-

tion in sports , w e r e  asse ts  for  young  c iv i l ians  who put on a u n i f o r m  and

tried to adjust  to mi l i ta ry  life .

According to Ne 1son ,~~
1 “It has been chief l y w i t h i n  the domain of

b iograp hical data that the Armed Forces have achieved modest success

in predict ing emot ional  ad jus tme nt to mi l i t a ry  service.

Glass , made the fo l lowing  comme nt s about p r e s e r v i c e  school ing,

“Scholastic achievc~~ie nt is more tha n an index of endowed and acquired

knowledge, for it is a l so  a val id record of p r i o r  a d j u s t m e n t  in a dis-

cip lined and s truc tured  environme nt . Success in school r e q u i r e s  not

onl y intellectua l ab i l i ty  for  reasonable  compliance to a u t h o r i ty .  so me

capacity to to l e ra t e  f r u s t r a t i o n , and su f f i c i ent  matu r ity to r e l i n q u i s h

immediate goals for la ter  or more socially des i rab le  objectives , a l l

of which are  similar to requireme nt s for  adequate  adjustme nt in  a

military setting .

An individual’s civilia n emp loymen t/work  record is a lso  an impor -

S ta nt indication of his abili ty to adjust  to mi l i t a ry  life . Ti a man ’s work

21 P. D. Nelson , “Personnel  Pe r fo rma nc e Predic t ion , “ Ha ndbook
of Mili tary Ins t i tu t ions,  Sage Production , 17 7 1 .

~~ A. J. Glass , “Psychiatr ic  Predic t ion and Mi l i t a ry  Ef fec t iveness ,
I’ . S. Armed Forces Medical Journa l, 1 56.
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record indicates that he moved f r o m  one job to another and/ o r  his

performance was poor , he is less likel y to make a success fu l adjust-

ment to mili tary life .

Recrui t  t r a iners  at the U . S. Naval Training Center , Orland o,

Florida , indicated tha t the rec rui t s  having ad jus tment  diff icul t ies  and

actively seeking discharge had a h i s tory  of:23

1. being school dropouts ,

2. records of menial job s ,

3. little sticking to one job ,

4. an  approach to the Navy as an experiment whic h one could also

quit at will.

Cer ta in  recru i t  back ground charac te r i s t i c s  do seem to be predict ive

of successfu l adjus tment  to a military environment and shou ld , therefore

be cons ider ed in the selection process  at the rec ru i t ing  level. Work

record and school completion seem to be helpful p red ic tors .

C . THE MILITARY’S IMAGE

The factors  which most directl y affect the a t t i tudes  of today ’ s en-

listees and society-as-a-whole  toward the mil i tary are  provided by the

home, commu nity, school , and na t iona l  a t t i tudes .  During the past

twenty  years  there have been many changes in the mili tary ’s image .

23 See “Navy Times,” 10 October 1973.
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In 1955 . a nationa l survey in USA revealed that adul ts  ranked mili-

tary officers seventh in esteem among the variou s profess ions, and that

teenagers  ranked mil i tary careers  fif th.  
24

In the late 1950’ s, Ja nowitz , 25 expressed society ’ s opinion of the

military when he stated , “In a society in which individualism and per-

sonal gain are paramount vir tues, it is understandable that wide sectors

of the civilian population view the mili tary career  as a weak choice , as

an effort to “sell out ” cheap ly for economic security and low pay and

limited prestige.”

In the late sixties and early seventies, the military ’s image seemed

to have hit its all time low as i l lustrated by the following comments.

S General Ridgeway wrote  in 1969 tha t he had never seen the military ’s

26image so low or public respect for its members so lacking, and

Stewart Alsop wrote  in 1970 that “there has never been a time whe n a
27

uniform carried with it less pres t ige. “

In the United States , with the end of the Vie tnam conflict , the miii-

tary ’s image improved considerably. According to a public opinion

survey conducted by the Institute for Social Research at the Univers i ty

24 M. Janowitz , The Professional  Soldier , Glencoe , Ill. : Free
Press, 1960.

25 M. Janowitz, Sociology and the Military Establishment,  Russe l l
Sage , 19 59.

26 L R.  Jefferies , “Public Att i tudes Toward the Military: 1941- 1971 , “

Ma nagement Quarterl y, December 1971.

27 Loc. Cit.
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Michi gan in 1974 , the U. S. mil i tary  was the most admired ins t i tu t ion

28
in the nation.

The low public op inion of the mi l i tary,  pa r t i cu la r l y in the sixties ,

was in part a result of the changing socia l va lues , motivations and

l ife-sty les of young America.

Although the widespread hosti l i ty toward the mil i tary services has

lessened since the end of the Vietna m conflict and the draf t , ma ny

individuals and communities of America ’ s society still questio n the

‘9“legitimacy of dedicating one ’ s life to mili tary service , “~ and the

mili tary p rofess ion  is still considered b y many to be something to be

avoided.

The mili tary should be aware  of the d i f fe rences  in the young men

and women entering the services today, and the influence society-as-a-

whole has on the assimilation of mil i tary roles by these young peop le.

Harburg, 
30 

pointed out that these differences dema nd a d i f f e ren t

type of t raining f rom that which was appropr ia te  for the i r  p redecessors .  
S

Since the Indonesia n War of Independ enc e which was started in 1945 ,

the military ’s image improved considerably. This was evident by the

28 Navy Times, 1974.

29 J. A. Barber , The Mil i tary and American society, New York ,
The Free Press, 19 72 , p. 309.

30 F. D. Harburg ,  The Effects  of Basic Mili tary T r a i n i n g,  Office
of  Scientific Research, Arlington, 1971.
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large number of young people eager to join the military. Some cond i-

tions tha t made them interested in the military were; pride, weari ng

the uniform, a sense of courage , many facilities , and the perceived

respect of the society. However , at the beg inning of the seventies

this interest decreased - - perhaps because of the’ increasing stability

of the government and economics in Indonesia .

D. RECRUITING

The procurement of personnel is important to any orga nization,

but to the military services it is even more vital because of the high

turnover of personnel.  
S

Recruit ing has always been , and remains, the military’s p r imary

source of ma npower. In the age of the all volunteer force , a recruiter ’s

job is indeed awesome. A recent study by the Brooking s Institute

showed tha t the services must sign up one-third of all available males ,

age 19 - 23 , if they are to maintain the current  force levels,
31 

With

the end of the draft , the recruiting organizat ions went into hi gh gear;

and recruiting was placed high on the priority lists of all the mili tary

services.

Although many of the services tried to improve recrui ter  effective-

ness by stressing the assignment of highly qual if ied  personnel to

31A. K. Kiare, Commonwealth, 18 January 1974.
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recrui t ing job s , the end of the draft  onl y increased p r e s s u r e  on r e c r u i t e r s

to prod uce “w a r m  bodie s, ” and exacerbated the age-old  problems of

“telling it like it is ” and of select ing onl y qualified personnel .

Recrui te rs  can have a ne gativ e effect  on the ad jus tmen t  of r e c r u i t s

to the military environment.  They can select personnel  that  a re  not

qualified for military service , and therefore  have little cha nc e of making

a satisfactory adjus tment .  Not only have the services been cr i t ic ized

for lowering standards for enlistment, but some r e c r u i t e rs  have been

criticized and even relieved for  falsif ying records  such as mental t es t s
32

in order to meet quotas.

Recrui t  t r a ine r s  have accused r e c r ui t e r s  of de l ibera te ly en l i s t i ng

substandard personnel, and there  seems to be some support  for  the i r

accusat ions,  At Recru i t  Training Comma nd , Orla ndo , Florida , the re

are cases on file in which r ec ru it s  said tha t their r ec ru i t e r  helped

them fill  out qualif icat ion tes t s ;  and there  is evidenc e of large var ia t ions

between basic battery test scores  at the rec ru i t ing  s ta t ion and the re-

cruit t ra ining command . Althoug h t ra iners  indicate they expect and

unders tand some va r iation , they are  suspect because the  va r iat ion

often is large among men who do not get good scores to beg in wi th .

3’ L. E. Prina , “Permissiveness, Lack o Discip line , “ Seapower,
March , 1q73 ,

33 Navy Times, October 1973.
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Anothe r way in which r e c r u i t e r s  can  adve r se ly  affect  r e c rui t

ad jus tment  is by overse l l ing  their  product , or by g iv ing  to ta l l y m ac-

curat e  in format ion  about wha t to expect at  r e c r u i t  t r a i n i n g . This

s t re tch ing  or bypassing the t r u th  is i l lus t ra ted  by the comments of an

Army recru i t e r  -- “ Jus t  like car salesmen, von don ’ t sell cars  by

talking about the defec t .  I couldn ’ t sell an Oldsmobile if I told a guy

we had to recal l  100 , 000 last year because of a bad t r a n s m i s s i on ,  1 , ~~~~

The expectat ions men receive f rom the i r  r ec ru i t e r s  about r ec ru i t

t ra ining are an importa nt component in how ~ve l l  they in i t i a l ly ad jus t

35to the military.  A stud y by Broedling and Goldsamt , showed tha t

four in t en  r ec ru i t s  believed they would have ad justed  more easily if

the recruiter had been more accurate in describing recruit tratning .

LI a r ec ru it e r  c rea tes  a d i sto r ted  image of r ec ru i t  t r a i n i n g ,  the

“cul ture  shock” experienced by a r ec ru i t  will  be jus t  tha t much more

severe.  According to Barnes , “Decept ion in the r ec ru i t i ng  process

doe s not begin wi th  the ha rd-p res sed  neig hborhood r r c r ui t e r  st rugg ling S

to meet his quota . It s ta r t s  at a much hi gher level , where  policy

decisions are  made and where  adver t i s ing  theme s a r e  developed and

approved . ” 
S

34P. Barnes , The Pli ght of the Ci t i zen  Soldier, New York , Alfred
A . Knopf, 1072 , p. 43.

35
L. A. Broedling and M. Goldsamt, “The Perceived Effectiveness

of Recrui t  Training on Persona l Adjustme nt s to Condit ions of Navy Life , “

Naval Research  and Development Laboratory,  September 1971.

3
~~Loc . Cit. No. 34 , p. 4t .
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There is some evidence tha t recrui t ing in the Armed Forces is

improving. This may be due to the improved public opinion of the mili-

tary and a growing unemployment rate. It may also be that the services

are assigning more qua lified personnel to recruiting job s and monitoring

their performance more closely; but , hopefully recrui ters  are  finally

realizing that their worst enemy is a dissatisfied customer.

‘Up u nti l the present  time, recruiting in Ind onesia was always smooth.

Nevertheless, the services tried to improve recruiter effectiveness. So

the recruit training in Naval Training Command was also challenged to

improve continuously.

35
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V . THE TRANSITION FROM C I V I L I A N TO M I L I T A R Y  LIFE

A. TRANSITION 
-

An i ’~div idual  e n t e r i n g  the  Armed  Forces find s h imse l f  in a whi r l -

wind of ac t iv  ty  sp ‘c i f ica l l y d i r e c t e d  t o w a r d  t r a n s f o r n un g  him f r o m  a

civilia n into a r e c r u it  in the sho r t e s t  possible  t ime . A c c o r d i n g  to ~~~te 1

and L i.fra k , ~~~~‘ he steps f rom s o c i e ty - a s - a-w h o l e  (i.  e . ,  home , school ,

emp loyment , peer group, and s o c i a l/ c u l t u r a l  fabric~ where  emphas i s

has been p laced upon develop ing independence , au tonomous  dec is ton-

making, respect for individual d i f fer e n c e s , p r i v i l e g e  to opposing view-

point s , commi tt ee - s ty le de l ibe ra t ion , v i r tua l wo r s h i p of the s ing le

huma n being into a subsys tem t i .  e. . r ec ru i t  t r a in i n g~ gove rned by

method s, rules and sta nda rds of conduct which require the individua l

to sacr i f ice  his au tonomy,  immediate ly and s u b s e r v i e n t ly , for  the goals

of the group .  He br ing s to the m i l i t a ry  an es tab l i shed  a r r ay  of “taken-

~or-granteds ’ and ‘go-without-savings , “ ma ny of which no longer  w o rk .

B. R E C R UIT R E A C T I O N

Coming f rom the rela tive f re edom of moveme nt and choice that

cha rac t e r i ze  civi l ia n life , the new r e c r u i t  n~~v fi nd his  ~.u t i at ion  in t o

‘ W . F . Datel and S. T. L i f r a k , ‘Expectations . Affec t  Change .
and Milita ry Pe r fo r n-,a nc e in the A r m y  R e c r u i t , “ Psy cho log ica l  R ep o r t s ,
19b0 . —
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the mili tary a t raumat ic  experience which has been r e fe r red  to as

“cu l tu re  shock” by Coates and Pel legr in .  38 From the s tar t , demands

are made of him which he is not su re  how to meet .  He is involved in

the situation 24 hours a day without relief and wi thout  any opportunity

to modify the environme nt. The effect  is tha t he is of ten  stunned , dazed ,

and f r igh tened .  For ma ny recrui t s , this  is a period of anxiety which

exceeds anything they have experienced before.  Datel and Lifrak ,

suggested that the s t ress  of basic t raining is considerably g rea te r  than

the s t resses  of living experienced by psychiatr ic pat ients .  They found

that a recrui t ’ s s t ress  level , in fac t, is actually consid.erably higher

tha n that found in helicopter medics fl y ing dangerous  rescue  missions
40

or in soldiers anticipating an at tack f rom the enemy . Wey brew ,

pointed out that , “.... s t resses  seldom occur one at a time , but real

life si tuations characterist ical ly involve multip le s t r e s so r s, often im-

posed simultaneously or in some cases  sequential ly.

Bourne , 41 had the following to say about init ial  react ions to recruit

t ra ining :

H. Coates and R.  J. Pellegrin, “A Study of American Military
Institutions Military Life . “ Social Science Press

,, 
1965.

39 Loc. Cit. , No. 37.

40 B. A. Weybrew , “Patter ns of Psychophys iolog ical Response to S

Military Stress. ” Psychological S t ress - I ssues  in R e s e a r c h,  App leton-
Century-Crofts, 1967.

C. Bourrie , “Some Observations on the Psychological Phenom- 
S

enon Seen in Basic Training. ” Journa l for the Study of Interpersonal
Processes, 1967.

37
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Entering the Army is probabl y the most acutely shocking
event tha t they ( r e c r u i t s)  have ever experienced. It rep-
resent s the most destructive threat to their adaptive
capacity tha t they have ever had to endure.

The con t ro l s , hectic scheduling of a c t i v i ty ,  loss of emotional  support ,

enc ou ntered by a r ec ru i t  ear l y in his military exper ience invokes in him

a resentment  of the service , a n g e r , and an in tense  longing for the free-

dom of civilian life he so recent l y left behi nd him.

Basic t ra ining di f fers  not onl y among the three military services

but also between various basic t ra in ing  comma nds within each service.

C. F U T U R E  CONSIDERATIONS

Fortunately, as pointed out by Ja nowitz , 42 the shock techni que

which has been an essent ia l eleme nt of the older fo rms  of discip line

based on domi nation is being or has been modified. The impact of

technology has forced a shift in the prac t ices  of mi l i tary  author i ty .

The residues of shock treatme nt persis t , but military t ra in ing

has become a more gradual process  of assimilation, and a process of

foster ing positive incentives and loyalties throug h a team concept .

Evidenc e of this is seen in the new experimental approach to basic

training called the merit-reward system. It attempts to condition the

behavior of rec ruits by us ing  careful ly controlled rewards  ra ther  tha n

harshl y imposed punishment s and physical  and psychological  h a r r assmen t .

42~~ Janowitz , Sociology and the Mil i tary  Es tab l i shment ,  Ru s s e l l
Sage , 195 9.

38 
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The goa l of reduc ing  st r e s s  in r e c r u i t  t r a in i ng has been t r a d i t i o n a l l y

ques t ioned.  The a r g u m e nt frequentl y proffered is tha t the stress of

rec ru i t  t r a i n i n g  w i l l  he l p e n s u r e  e f f e c t i v e n e s s  and s u r v i v a l in combat

and othe r a s s i g n m e n t s .  Althou gh the ‘ t rans f e r of lea r ning ” ~n th i s

s i tua t ion  is ques t ionab le , the c r u x  of the m a t t e r  seems to be the  ap-

p ropr i a t e  leve l  or d e g r e e  of s t r e s s  th a t  wou ld be conducwe to good

per fo rn~~nce and adjustment.

Crawford , in h is  d i s cus s ion  of the problem w h i c h  m i l i t a ry  t r a in -

ing p rog rams  have in keep ing pace wi th  the t ime s , s t r e s s e d  the need for

these p r o g r a m s  to r ead jus t  themse lves  to the cha ng ing l eve l s  of r e c r u i t

educat ion , ph ’vsical development , and m a t u r i ty .  The m i l i t a ry  se rv ices

are made up of men and wome n f r o m  socie ty  at  lar, z e , and as such t s

simp ly a r e f l ec t ion  of that soc ie ty .  As socie ty  changes , so must the

mil i t a ry .

P. Crawfo rd , “ T r a i n i n g  in the  7’.~’ s and ~~~~~~ ‘ Innovat ions
for Training, l~~c”~.
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VI. THE ENVIRONMENTAL ADAPTION

A. STRESS AND FRUSTRATION

The environmenta l adaption or adjustme nt as used in psychology ,

means that individuals must accommodate themselves in order to fit

certain demands of their environment. According to Sawrey and TeLford

adjustment emphasizes socialization of the individual and development

of coping behavior. Psychological adjustment consists of the processes

by means of which the individual cope s with the physical and social

dema nd s and expectations of the world. They stated that the individual

who adequately deals with these demands and expectations is “well

“
44

adjusted . S

Throughout the literature on adjustment , the terms stress and

frustrat ion are mentioned time and time again. Basowitz 45 defines

stress as the threat to the fu lfillment of basic needs: the maintenance

of regu lated functio ning, and to growth and development. When demands 
S

are beyond a person ’s reso urce s, stress is produced. According to

Sawrey, 
46 

~~• , •  stimulus conditions tha t result  in f rus t r a t ion  as a

44 J. M. Sawrey and C. W. Teleford , Psychology of Adjustme nt,
Allyn and Bacon , 1971.

4 H. Basowitz and Others, Reading in the Psychology of Adjustment,
McGraw-Hill , 1959.

46Loc. Cit. No. 44 , p. 203.
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response can  be r e fe r red  to as ‘s t r e s s fu l ’ . Stress  is a kind of class

name for a vari~ ty of b a r r i e r s, b lockings , and t h w a r t i n gs .  “ A block-

ing conditio n that is par t ic u lar l y re levant  to ad jus tment  to r ec ru i t  t ra in-

ing is man ’ s socia l environme nt . The socia l env i ronment  inf luences

an individual’ s need-sat isf ying behavior by way of forma l ru les , regula-

tions and customs and is potentially capable of prevent ing the immediate

and di rec t  sat isfact ion of needs.

Lazarus, ~~~~‘ stated that “the social institutions of the culture into

which a person is born demand conformity to cer ta in  social va lues and

cul tura l l y developed pa t terns  of behavior. ” Throug hout life these

various demands are expressed as expectations that others have of

individuals. “. .. these expectations are usually enforced by the threat

of physical punishment  or of psychological penalties , they operate as

po werf ul pressures on an individual to which he must accommodate if

he is to have comfortable and effective in te rcourse  with his  social

environme nt .

An inevitable and powerful source of need-thwarting springs up

when  the demands tha t require  adjust ive behavior a re  in conf l ic t .  When

conflict occurs between two powerfu l yet incompatible needs , the task

of making  a sat isfactory ad jus tment  is fa r  more diff icul t .  Under  such

ci rc ums tanc es , si gns of stress are likely to emerge.

47R. S. Lazarus , Personality and .Adjustment, Prentice-Hall ,

1963.
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Heyns , 48 descr ibes  f r u s t r a t i o n as an “ interna l state of the orga nism,

which can be observed when an individua l is not get t ing what he wants;

and as an “event or state of affairs, “ which r e fe r s  to a b a r r i e r  itself

and to the conditions tha t p r even t  success fu l response.  In the lat ter

sense , p r i son  walls  and the presenc e of guards  a re  f r u s t r a t i n g  to the

desire of inmates to escape confinement . F rus t r a t i ons  a r e  inevitable

and in order  to resolve  them , ma ri l ea rns  or adopts d i f f e ren t  modes of

th inking, believing and acting.

B. PERSONAL QUALITIES

- 49
According to horma n , the type of behavior a person will engage

in is a function of the kind of person he is in t e r m s  of his re la t ively

endur ing  t r a i t s  and the environme nt in which he happens to fix-id himself .

Effect ive  p e r f o r m a n ce and adjus tme nt depend s in par t  on the indiv-

idua l to ad jus t  or the probabi l i ty  that he wil l  adjust  should conce rn

mil i tary  ma nagement pr ior  to an individual’ s a r r iva l  at r ec ru i t  t r a in ing .

Hollingshead , pointed out that a l thoug h al l  men in a g iven military

s i tua t ion a re  subject to the same e x t e r n a l  condi t ions , they do not react

in a s imi lar  m a n n e r .  I-ic stated that the study of l i f e-h i s to r ies  revealed

48 R.  W. Heyns , The Psychology of Personal  Adjus tmen t,  Henry
Holt , 1 . 58.

49 A. K . Korma n , Indus t r i a l  and Organiza t ion a l Psychology,
Prentice-Halt , 1971.

50A. B. Hol l ingshcad , “Adjus tment  to M i l i t a r y  Life , “ Amer ican
Journa l of Sociology, lt14t .
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s igni f icant  d i f f e r ences  be tween the pre-military experiences of the man

who is able to ad3ust to military life and the one tha t is not.

In discussing the emotiona l requirements of militar y l ife , Janowitz ,

pointed out that “. . .  in  gene ra l , most emot ional  ma lad jus tmen t s un l e s s

p rope rl y deal t  w i th  a r e  likel y to become exacerbated unde r  the condi t ions

of m i l i t a r y  life . “ An ind iv idua l ’ s ad jus tme nt to m i l i t ar y  service is affec-

ted not onl y b y so-cal led  “persona l i ty ” var iab les , but  also by the soc ia l

characteristic s of soc iety and the h i s t o r i c a l  c i r c u m s t a n c e s  ti nder wh ich

the recruit enters the military service.

The ab i l i t y  of an individual  to ad jus t  in every s i t u at i o n  depends  on

his in te l l i genc e , mora l c h a r a c t e r . t o l e ra nce for  ambi g u i t y ,  and hi gh

self es teem.  In military life , where each person has to w o r k  t o g e t h e r

as a team, tolera nce for ambiguity, hig h self es teem , and mora l charac-

t e r  w e r e  more importa nt tha n in t e l l i g e n c e .

C. O R G A N I Z A T I O N A L STR U C T U R E

Per fo rmance  and ad jus tmen t  a r e  a l so  a f f e c t e d  by the s t r u c t u r e  and

act ions  of the o rgan i za t i on  in which  the individua l se rves .  W h e t h e r  .in

orga nization takes  the necessary  ac t i on  to faci l i ta te  an ind iv idua l ’ s adjus t -

ment is importa nt. Recruits require time to adjust f r o m  c i v i l i a n to

r r t i l i t ary  l i fe . They have much to l e a rn  and vt ’rv l i t t l e  t ime in  wh ich  to

l ea rn  it .  Whether  an individua l even tua l ly  pe r fo rms  e f f e c t i v e ly  q u i t e

Ci t .  No. 42.
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often depend s on whether he receives the extra time or special support

needed , especial l y during recruit training .

D. DEMANDS

The dema nds of recrui t  t ra ining tend to be so excessive that a

recrui t  cannot comply with all  of them to the le t te r .  With respect  to

these demands , most recruits  are  already sufficient ly competent in

interpersonal situations to learn rather quickly how to meet the train-

ing demands with a reasonable degree of efficiency and a minimum of

anxiety. They can react to the situation of too much to do in too little

time by increasing effort , cooperative effort  and division of labor , or

by cutting corners and taking risks by letting some thing s “slide ” whil e

concentrating on others. Of course , there are  a small number of

recrui ts  who ca nnot meet these dema nds. The recrui t  who in t e rp re t s

every comma nd literally is likely to be completely overwhelmed by

anxiety at his inability to achieve the extreme standards of perform-

anc e he thu s sets for himself .  Such compulsive behavior is usuall y

doomed to fa i lure , and the recrui t  that exhibits this type of behavior

is unlikely to complete the training program.  Instead , he is a likely

prospect for emotional disturbance or running away in an attempt to

remove himself from the tightl y control led s i tuat ion in which he has

not learned to operate with any seLf-confidence.

44 

- - ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ - - 

___
•

_
~

___
~~

__ — S_tft~~• S~~~ S~~~~~ 5-- ~~~~~~~



_~_5•SJ ~~~~~~~~~~~~~~~~~~~~~ ~~~~
‘
~~~
‘ 5-’ ,

~~~~~
5- J

~~~~~~~~~~~~~~~~ ~~~~~~~~ ~~~~~~~~ - r ~ -

VII. SITUATIONS THA T AFFECT STRESS

There are  many situations tha t affect s t ress  in the military recruit

training environment. Some of these are deprivation of material com-

forts , loss of privacy, loss of emotional support , complexity of the

organization, etc. To understand these stresses may be a first step

in controlling or eliminating the environmental situations producing the

stress.

A. DEPRIVATION OF MATERIAL COMFORT

Many recruits are deprived of material comforts which they had

previousl y take n for granted. Their quarters or barracks can be des-

cribed as austere. Each man is assigned a bunk which is p lain, un-

adorned and sometimes uncomfortable. On more than one occasion, a

new recruit ’ s bunk has reeked of a former  occupant who happened to

suffer from enuresis , or contained body lice. Each man must live out

of a locker in which must be stored all of his authorized possessions.

Bathing and toilet facilities are  more often than not communal and

distant. His clothing and spaces must be kept c lean without the aid of

modern conveniences. There are many other comforts tha t are con-

spic uousl y absent from the training environment.

45

--~~ ~~~~~~~~~~~~~ ~~~~ ~~
_
~~ i I ~~~~~~~~~~~~~~~ ~~~~~~~~ 



- — ~~~~~~~~~~~~~~~~~~~~~~~~~~ v~~~~~ ~~~‘W —_
-
-

B. LOSS OF PRIVACY

At the most personal  level , recru i t s  face a loss of privacy. A

recruit  can easily comp lete his t ra ining without having once been alone .

All activities, take place in large or small group s or at least in the

presence of others. A recruit ’s body is totally and completely expo sed

to those about him, and quite often produces in him a feeling of em-

barrassment and inadequacy. This situation is quite alien to his pre-

military environment, and as a result , he suffers hi g h levels of tension

52
in his attempt to adjust. A study done by Broedhng and Goldsamt ,

showed tha t recruits encountered the most adjustment difficulty in get-

ting used to less privacy. They pointed out tha t over half of the recrui ts

in their study had adjustment problems in this area , and suggested that

perhap s this was symptomatic of the “environmental shock. ”

C. LOSS OF EMOTIONA L SUPPORT

Another situation in the recruit training environment is the loss of

emotional supports former l y provided by a recrui t ’s fa mily. Heyns ,

pointed out that most individuals are dependent on others for satisfaction

of needs and for emotional support, and they show si g ns of a nxiety whe n

separation occurs.

52 Loc. Cit. No. 35.

53 R. W. Heyns , The Psychology of Personal Adjustment ,  New
York, Henry Holt, 1958.
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In discussing the tensions of military life , Janowitz stated tha t ,

“... the general tensions of adult life p lus the specifi c tensions of

military service must be coped by the individual without the support or

54
gratification of family life traditional to civil society.

In discussing World War II soldiers who were excessively depend-

ent on their families, Ginzberg pointed out that , “as long as they had

specia l support , they could cope successfully with the strains and

stresses of the outside world. “~~~~~~ He furthe r pointed out that when a

man joins the military, his separation from family involves not only

the loss of direct personal  relations with loved one s, but also the

transfer from an environment that he knows intimately to one tha t is

mor e or less completely alien.

D. LEVELING PROCESS

Some recruits, particularly those at the extremes of the ability

and environmental spectrums, suffer tension as ~ result of common

training program being given to recruits with a wide variety of capacities

and back grou nds. Ja nowitz referred to this when he said , “the very

notion of basic training implies that there is a set of skills which all

members of the institution can and must know ~~ 56 A review of

54Loc. Cit. No. 17.

55 E. Ginzberg, “The Ineffective Soldier , ” Breakdown and Recovery,
New York: Columbia University Press, 1959.

56M. Janowitz, “Basic Education and Youth Socialization in the
Armed Forces ,” Handbook of Military Institutions. Sage Publications, 1971.
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the training problems by tun.tap, stressed the neg lect of individual

diffe rences , he pointed out tha t basic training could be made more ef-

ficient by grouping recruits by ability level , thus individualizing t raining

to some extent. The cost of this approach, however , might be the de-

motivating effect upon less able recruits.

E. COMPLEXITY OF THE OR GANIZATIO N

Adjustment to any organization is difficult for many people. Several

reasons for this difficulty is pointed out by Kahn , “Withi n an organization

members behave in ways in which they wou ld not behave outside it. They

use title s tha t would not be used outside. They wear uniforms or cos-

tumes . . . .  Above all , their behavior in organizat ion shows a selec-

tivity , a restrict iveness, and a pers is tence that is not to be observed

in the same persons when outside of the organization.  
58

In a civilian orga nization, unlike a military organization, members

that encounter d ifficulty with adjustment or find the situation unsatis-

factory can make their objections known , secure a change within the

organization, or more importa ntly they can leave or escape. But in a

military organization, these options are  usually not possible and as

Heyns has pointed out, “anxiety is most likely to occur when efforts

S 
57 Du nlap and Assoc iates , Inc .,  The Navy ’ s Training Problems,

Darien , 196 4.

58R L. Kahn and Others , Organiza t ion  Stress: Studies in Role
Conflict and Ambiguity, New York , John Wiley, 196 4.
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to escape the danger are ineffective or impossible. ~~~~~

Most recruits have never experienced an organization of the complex-

ity of a mil i tary service. There is a multitude of different rules , dif-

fe ren t  kind s of peop le , and d i f f e r en t  ways of action.  According  to

Hollingshead , not onl y must  a rec ru i t  learn tha t the scheduling and

alloca tion of t ime is d ic tated by the organization, bu t he mu s t also lea rn

that the orga nization even defines how the task allotted to a given time

is to be accomplished.  Rec ru i t s a re  f r equen t ly at a loss as to how to

behave. An indiv idual ’ s behavior and adjustment  is affected by the struc-

ture and the ac t ions  of the organiza t ion  in which he serves .

F. R E G I M E N T A T I O N  AND DISCIPLINE

A certain amount of regimentation is common to all military or-

• ga nizations , but during basic training, a recruit must adjust to a

rela tivel y high degree of regimentation and discip line. Accord ing  to

Ja now itz , “The military establishment is a social organization which

involves cont inual  exercise of ma nagement  and comma nd in order  to - -

achieve a p lamied coordination of immense scope and detail 

As oppo sed to civil ian l i fe whe re large areas of human behav ior ar e

59R. W. Heyns, The Psychology of Personal Adjustment, New
York; Henry Hol t, 1958.

bOA. B. Hollingshead, “Adjustment to Military Lif e, “ Ame r ica n
Journa l of Sociology, 1946.
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sell-directed or where coordination takes place on an automatic or

traditiona l basis , military life gives the individual the impression of

extremely close supervision of his behavior. ” He further stated that

the military had often been characterized as being “authoritarian ,

stratified, and traditional. 
,, 61

G. HECTIC SCHEDULE OF ACTIVITIES

it is commonplace in a military basic training command for train-

ees to be faced with more than they can accomp lish and stiff sanctions

for failure. There are various ways of ha ndling thi s type of situation

62
which have been mentioned earlier. A study by Snyder , showed that

lack of sleep and lack of time for personal affairs were highly salient

problems for most trainees. These problems were attributed to poor

coordination and misdirected effort at the company level , but they can

also be attributed to the hectic training schedule. In a recruit training

program, there are many skills to be learned, much information and

knowledg e to be di gested , not to mention the many hours that must be

devoted to in and outprocessing activities such as uniform issue, medi-

cal and dental examinations, issuance of identification cards , name 
S

61 M Janowitz , Sociology and the Mili tary Establishment, New
York; Russell Sage, 1959.

62 Loc Cit. No. 9.
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tags , travel a r rangements, etc . All these activities must be done in a

rela t ively short period of time , and could never be completed in a

leisurely manne r .

H. AUTHORITY

Ma ny recrui ts  that experience a hi g h degree of anxiety and have

severe adjustment problems in the recrui t  t ra in ing  e nvironment do not

seem to be able to ha ndle authority relationships. They seem to resen t

authority, and this resentment  can often be traced to parent-child

relationships. Obviously, a question tha t comes to mind is why these

recruits chose to join the military service. The answer seems to be

that in their attempt to escape an unhappy or uncomfortable situation

at home or work about which they had little insight, they hastily mad e

a decision to join an organizat ion, the nature of which they did not

consider or at least did not understand .

Campbell and McCormack , 63 indicated that for the major i ty  of

recruits, the military environment is more ri g idly hierarchial and

authori tar ian than the homes , school , and jobs from which they were

drawn. Heyns, 
64 

pointed out tha t many adjustment problems tha t in-

volv e relationships to authority begin in ear l y parent-chi ld relat ionships

63 D T. Campbell, and T. H. McCormack , “Military Experience
and Attitudes Toward Authority, “ American Journal of Sociology, 1957.

Cit. No. 48.
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and pers i s t  int o adult life , and tha t in reacting to author i ty ,  these

individuals are  usually submissive and complia nt . Even those recru i t s

in the former  category feel  guil ty about their  submiss iveness .

The degree of s t ress  caused by demand s of authori ty fi gu re s  often

depends on the attitude toward the person making the demand, the num-

ber and freq uency of the dema nd s, the capacity of the individual to com-

ply with the dema nd s, and the resul ts  of the compliance or non-com-

plia nce.

According to Janowitz, “... iii any organization, civilian or mili-

tary, authority systems operate on a day_ to_ day  basis or fail to operate

because of the status that is , the pres t i ge and the respect the officers

have , and the effectiveness of the military authori ty is deep ly con-

ditioned by the statu s and prest ige which civilian society accords the

military profession.  “~~~~

65 M. Ja nowitz , Sociology and the Military Establishment, New
York, Russell Sage, 1959.
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S VIII. STAFF PERSONNEL AND THEIR EFFECT ON R E C R U I T
ADJUSTMENT AND PERFOR MANCE

Staff personnel  p lay an important role in a recrui t ’s ad jus tment  to

S the military environme nt , particula rl y the compa ny comma nder. He

spend s more time with recrui ts  tha n any other staff member and he

spend s a co nsiderable amount of his time counseling recru i t s  with

tra ining and personal problems. LI he has a bad a t t i tude ,  then his

negative feelings may be transferred to the recru i t .  And , if he does

not have some knowledge and understa nding of huma n behavior , he may

exacerbate a recruit ’ s problems.

To be a successful and effective company commander , a person

must want the job; and he must be carefully selected and t ra ined.

Harburg stated that “the attempt should be made to screen applicants

for training instructor positions; a man who has demonstrated the

ability to earn the respect  of his subordinates and his super iors  should

be the p r imary  target  of a selection process . ” The importance ot a

compa ny comma nder being expected to ‘ lead” not “push ’ r ec ru i t s

through this important period of military service. Harburg also said,

“1.1 the selection process of training instructo rs is a good one , the

training program will be directl y benefitted.

D. Harburg, The Effects  of Basic Military Training~
Scientific Research, 1971.

67
Loc. Cit.
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Trainers should receive as much education as possible  in leader-

ship and the behavior aspects of individua l and group w o r k .  H a r b u rg

s t ressed the importa nc e of educating the t ra in ing  staff  in “what it is

that is different about the new generation and why they are so different. ,,68

Leaders must be s trong and responsive to the chang ing needs and

life styles of men and women who must follow them. This is pa r t i cu l a r ly

true at the recruit training level, deficiencies in leadership at this level

resul t  in negative recrui t  a t t i tudes , poor morale , reduced motivation,

and poor p e r f o r m a n ce and ad jus tment  in genera l .  A company under

the leadership of an ineffective compa ny comma nder , of ten exhibits 
S

low morale , poor discip line and pe r fo rmance. A survey  of r e c r u i t s

69
during basic t ra in ing  by Snyder , showed tha t one of the th ree  genera l

types of fac tors  which detracted f rom the effect iveness  of t r a in i n g  and

thereby lowered morale was ineffect ive leadership.

Althoug h the selectio n , t r a in ing  and pe r fo rma nce of the comma nders

differs  among the various mil i tary services , it is fe l t  that  the Indonesia n

Navy and its recru i t  t ra in ing comma nd s are  neg li gent in this  area even

though they verbalize their recognition of the importa nce of selecting

and assi gning onl y exper i enced , well-qualified personnel to recruit - S

t rai ning comma nd positions.

68
Loc. Cit.

6Q
R .  Snyder , Some Problems of Basic Tra in ing  E l fec tiv eness ,

Huma n Research  Unit . l~)54. S
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IX. A PROCESS FOR DEVELOPMENT OF R E C R U I T  TRAINING

Parallel to economic and socia l developme nt of the last few years

in Indone sia, the government has given special pr ior i ty  to the strength-

ening of defense capabilities in order to ma in t a in  the n a t i o n a l  independ-

enc e and integri ty  because it is believed that onl y in an a tmosphere  of

national  securi ty that we can imp leme nt the development of economic

and social programs.  This is the government ’ s policy with respect  to

the nation ’s defense capabilities , and its uni que role in the preserva t ion

of the country ’s independence.

Based on this policy, the Indonesia n Armed Forces have been

developing their qual i ty ,  and as a part of the Armed Forces , the

Indonesia n Navy has an equal developme nt . This development will

continue in the fu ture .  It is obviou s that while the weapon systems

chang e, and the organization to handle them changes , men also change.

If the environment  changes , the people will have to change  too.

Officers and enlisted with new ideas , new at t i tudes will be required 
S

to per form in the developme nt of the Ind o nesian Navy today. To get

peop le to do this job effectively requi res  t raining and motivation.

To design a process for development of recruit training the first S

question will be, “What should be the Policies and Objectives of the

recruit training program? ” Policies and objectives lend guidanc e and

55

-~~~



¶5- 
- ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ 

S S 5 - S~~~~~~~~~_ S _ S S S 5 - 5 5 S  — ~~~~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~

direction to tra ining practices, that will insure the highest -ski l led

military personnel.

Second , “What should be the content of the recru i t  t r a i n ing  pro-

gram? ” Content re fe rs  to the knowled ge , skill , and at t itudes  that

must be imparted to an individual in order to change behavior in the

direction of systematically predetermined ends.  The content of a

training program should be determined by a ca reful , sy stematic ana l-

ysis of the jobs for which the recru it  must be t ra ined.  Basically,  this

can be accomplished onl y by ca r ry ing out some preliminary r e sea rch,

which means that log ical , reflect ive, and systematic  thinking must be

app lied to a stud y of the nature and breakdow n of each job . LI the con-

tent is faulty, so will be the t r a in ing  resu l t s.

Third , “What methods should be used in order to insure  the success

of the recruit training program~~” In general, method r ef e r s  to the

means that will be utilized to impart the essentia l content  to the

learner  in a t ra in ing program and to facil i tate his motivation to adapt

to Navy life. The success of training depe nds upo n fi nd ing the bes t

method for t r ans fe r r ing  the conte nt to the t rainee and modif ying his

attitudes. Method s must be ana lyzed by conducting careful experi-

mentation and evaluation , for in this manner comparisons of d i f fe rent

methods can be made and decisions arr ived at which jus tif y the use of

a method on the basis of verif ied facts and data .

Fourth , “Who is to do the t r a in ing ’ ”  Along with  sound content

and efficient method s it is necessary to have trainers tha t are properly

56
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selected and adequately trained. Problems that require research

with regard  to t r a i n e r s  include such area s as the pe r sona l i ty  of the

trainers and the knowledge and the attitude they possess. There is

S one way to arr ive at a determination of who will be the better trainer ,

and tha t is through a careful ly conducted research program.

Fifth , “How is recrui t  t ra in ing  to be e v a l u a t e d ? ”  Perhaps the

most importa nt area for research (and in many cases the most neg-

lected) is in determining how effective a recrui t  t r a in ing  p rog ram

really is. Is the t ra in ing  actually producing the changes in the behavior

of the t ra inees  in the predetermined and desired direction ’,’ If so - -

for how long ’

The foregoing does not reflect  in any way the comp lete variety of

a reas in wh ich res ear ch is neces sary in training. The questions posed

serve onl y to point out some of the more importa nt questi ons that must

be answered and at the same time they emphasize  the inseparable and

integrated nature of training and research.

A. THE RELATIONSHIP OF TRAINING AND RESEARCH

DePhillips pointed out that “to believe that training and research

70can be sepa rate fu nctions is a fa llacy. ” In a sense it is impossible

to conduct t ra ining without using the tools of research.

70 Franic A. DePhillips , Ph. D, and Others , “Resea rch  and Traini ng ,
M~inagement  of Training Program,  Richard D. I rwin Inc . , 1960.
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Training conducted without research is like an automobile without

a driver. To drive the automobile effectively, the driver must be

equipped with the essential knowled ge , be adept at the proper skills

required , be inculcated with the necessary attitude, and be experienced.

But knowing how to drive the car is not enough, sinc e it is equally im-

portant to understand where one wishes to direct the automobile.

Research is integral to the successful operation of a recrui t  train-

ing program. Training research is concerned with the facts , data , and

principles that a re  necessary to carry out training programs.  Accord-

ing ly, it should be self-evident that the first step in instituting a train-

ing program is to assess the Navy ’s skill needs, to assess the recruit’s

present skill levels and then to investigate the most efficient method of

improving any skill deficits and to what minimum criterion.  One then

S 
should also inventory the available training assets , on the job training,

self instruction packages , etc . Thus research is a valuable tool to use

in discovering the sources of failure , and at the same time it is helpful

in determining whether an investment in training is required. Research

is the built-in weather vane that is necessary to determine the direction,

the needs , and the results of recruit  training . In another sense re-

search comes before, during, and after recruit training is conducted ,

and then it repeats itself over and over again. As a consequenc e,

research is inseparable from training and is continuing in nature.

The measurement of results is one of the most effective controls  that

L 
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management has. Research is the best way to measure  recru i t  train-

ing results.

The most general  purpose of research  in training programs is

obviously the improvement of the efficiency of the tra ining.  The prob-

1cm is to investigate critically every facet of the t ra in ing  mechanism

in order to determine whether the objectives of the p rogram are

attained.

It must be understood tha t the objective of any recrui t  t ra ining

program is to change human behavior in a predetermined d i rec t ion

aimed at the improveme nt of the efficiency of the Navy. Since the

research conducted is an inseparable part of t r a in ing ,  it t he refo re

follow s that the main purpose of a recrui t  t ra ining program must also

be directed toward the improvement of human eff iciency.  Consequent ly,

the main target upon which research is focused is the trainee whose

behavior is to be altered.

B. THE BARRIERS TO TRAINING RESEARCH

The obstacles that interfere with the conduct of research in a

training program are numerous. They run f rom financial limitations

to personali ty trai ts  that are  unfavorable to r esearch programs .

From a financial standpoint , many peop le view research as a

waste of money, espec ially where expendi tures  for  investigations a re

related to huma n values. In a sense DePhillips said that “ma nagers

— S S - __~~~~~~~~~~~~~~~~~~~~~~
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spend millions of dollars each year on research that is concerned with

technological advances but, in contrast, spend pennies with rega rd to

human behavior research. ,,
71 

The narrow viewpoint of efficiency is

all too often reflected in the objective s of many training programs,

for most research that is conducted is concerned ma inly with im- 
S

mediate changes in skill and knowledge that will be reflected in im-

mediate increases in ability. The emphasis in such training is usually

placed on effecting changes in huma n behavior without regard for the

feelings, attitudes , and opinions of trainees. Skill and knowled ge

cannot be separated from human values and attitudes. Research in 
S

training, regardless of whether it is recruit training, job t ra ining,

or developmental, must be aware of the human equation and must

seek ways to instruct and develop men in order to make them more

satisfied and better adjusted to their environment.

Training research requires the cooperation and coordination of

ma ny levels of the management. DePhillips stated that to offset the

obsta c les that confront training research it is nec essary to achieve

72the following:

1. Change the attitudes of management toward research.

2 . Give research in training the hi gh status it requires.

71
Loc. Cit. No. 70, p. 376.

72Loc. Cit. No. 70, p. 377.
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3. Provid e the financial backing it deserves.

4. Generate the cooperation and coordination of all levels of
the management team.

5. Educate for an appreciation of the importanc e of research.

6. Train the training directors in the tools and method s of
research.

C. THE METHODS OF TRAINING RESEARCH

Research has been characterized as a critica l investigation into

areas of doubt and uncertainty, applying logical, systematic , and or-

ganized thinking, in order to find facts and principles that will solve

difficulties. However , to achieve this end , the research technician

must be equipped and expert in the knowled ge and skill to do his job

effectively. First we will discuss the survey method of research and

then an exposition of the experimental method .

1. The Survey Method

Survey research is the scientific method of collecting and exam-

ining pertinent data , as objectively as possible , c oncerning a specific

problem, in a systematic manner and then to ana lyze and interpret

such data in order to improve existing conditions. This requires that

the researcher must record data as they truly exist, devoid of bias and

inaccuracies. Every method of data collection, including the survey,

is only an approximation to knowled ge. According to Warwick , the

73Donald P. Warwick, and Charles A. Lininger , The Sample Survey:
Theory and Practice, McGraw -Hill Book Co., 1975.
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survey is highly valuable for studying some problems such as public

opinion, and almost worthless for others. Decisions-abou t research

methods involve many considerations, including costs, time, the

researcher ’s own experienc e and qualifications, and the availability

of trained staff and facilities. Nevertheless, in coming to such a

decision Warwick stated that it would be helpful to consider the follow-

ing six criteria :

1. Appropriateness to the objectives of the research.

2. Accuracy of measurement.

3. Generalizability of the results.

4. Explanatory power.

5. Administrative convenience.

6. Avoidance of ethical and political problems .

it is obviou s therefore, that the reason for any survey is to

determine a norm that acts as a guide to action. Consequently, a

carefully conducted survey could provid e the beginner with a defi nite

training program that could be modeled and suited to the specific

requirements of any given situation.

One of the techniques for conducting a survey is to carry out a

systematic investigation of the jobs present ly being performed in the

institution. In management terminology this procedure is called a

“job ana lysis. ” It is actually a survey of current jobs , with the

74Loc. Cit. p. 6-9.
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objective of classifying, naming, and describing the jobs in question.

Thu s a job analysis will aid in establishing job classifications and job

descriptions.

To carry out a survey of any kind , including a job ana lysis , the

researcher has a choice of several tools that can be used to collect and

gather the facts and informat ion needed. The tools that are most fre- .

quent ly used are; observation, interviews, questionnaires, attitude and

opinion scales. -

The purpose of a job ana lysis survey is to stud y the na ture  of

a job as well as the human requirements that are essential to perform-

ing the task.

Of noteworthy importance is the fact that the results of survey

research is the development of a plan of action. But it must be em-

phasized tha t such action is not the cure-al l  for problems; rather , it is

merely the start of a program which must then be followed up with fu r-

ther research to determine its effectivenesss.

Z . The Experimental Method

Experimental research is that type of controlled research in

which the variables affecting human behavior are isolated , and in which

one variable at a time is permitted to affect an individual or a group of

individuals. Variables are those factors or conditions that may cause

individuals to behave in certain ways. For example, someone may ask

why it is that some people learn to do a job faster and more accurate ly

63



tha n do other peop le. Perhaps one has more intelli gence , is more

mecha nically inclined , has bet ter  motivation, can see better , has more

experience, is less affected by noise , and many other reasons may be

added. Therefore, if one wanted to ascertain in a more definitive

manner what  specific variables accounted for the differences , it would

be necessary f i rs t  to isolate all the variables tha t could affect the peop le ,

then it would be necessary to take one variable at a time and subject

each to controlled conditions, whe re only the one factor  being tested

could affect the learner .  If all the variables were then treated in the

same manner , it would be possible to determine which one of all the

fac tors  was responsible for the d i f fe rences .

Experimenta l research aims to answer  two basic questions :

I. Does the training program change the behavior of the

trainees  in the predetermined direction that has been

desired ?

2 . What laws can be formu lated that can be app lied to all 
S

training conditions ? 
S

With regard to the problem of changing human behavior , it can

be generally stated that the purpose of all training is to attempt to equip

the trainee with new knowled ge , skills , and atti tudes that will be carried

over to the actual working situation. Psychologically, this is known as

“la w of t ransfe r of training,  “ which simp ly means the t r ans fe rence of

knowledge , skills , and attitudes f rom one situation to another.  A

64
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necessary prerequisite to the problem of answering the question of

whether or not human behavior is cha nged is that one related to the

determination of cr i ter ia . It is impossible to measure  any thing ac-

curately unless some definite yardsticks, standards , or criteria are

first  established. Where training cri teria are  nar rowed  to the material

aspects of job performance, the total requirements  of job success are

ignored. Consequently, the purpose of experimental research should

be viewed as twofold : f i r s t , it should seek to determine the total mea n-

ing of successful job performance , and, seco nd, it should then be used

to evaluate whether or not the training program is meeting the require-

ment s of the determined concepts of job performance .  In essence

experimental research, therefore, f i rs t  seeks to establish criteria

and then tries to ascertain whether the changes in human behavior that

have occurred in the training program are , in fact , t r ans fe r r ed  to the

requirements of successful job per formance .

The second basic question that experimental research seeks to

answer is concerned with the formu lation of laws and principles related

to training. Experimental research is basically a process of mental

activity tha t stresses a controlled search for facts and evidence tha t

will accurately exp lain the cause-and-effect  relat ionships of a phenomenon.

For example , the law of t ransfer  of t ra in ing was formulated af ter  much

research in the field of the psychology of learning had been conducted.

Thu s the law today is used as a guide for all training programs. Laws

5
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or princip les of learning are important to training staffs because they

help to direct and guide actions along proved lines.

In summary, it may be pointed out that experimental research

aid s in the following ways:

1. It serves as a tool to evaluate the effectiveness of training.

2. It helps to determine criteria that are essential to eva luat-

ion and measurement of training.

3. It helps to discover laws and principles that may facilitate

the training and learning process for future requirements.

D. A SYSTEMS APPROACH TO TRAINING

Man is constantly in touch with systems. The electric li ght is the

output of a system. The inputs in some remote power-generating station

wer e coal, water power , or atomic energy. The process was that of

power generation and transmission. The output was light. These three

ingredients comprise most of the systems that deal with: inputs , pro-

cess , and outputs. There is much to be said for  adopting a systems

approach to the job of the training staff . The system conc ept is pri-

marily a way of thinking about the job of ma na ging. It provides a

framework for the solution to perp lexing problems : what to train for ,

where to begin the process of training, what should the process accom-

plish, how to evaluate results. Such a system has many advantages.

For one thing it starts at the beginning, moves to the middle, and
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proceeds to the end and then evaluates how well it did. LI a system is

to be workable it should operate as part of a larger system, should per-

mit subsystems, and perhaps equally important , should make use of

the experience and knowledge already being used. System provides an

integrated p lan for the whole that goes from one place to another in

regular fashion and by which progress and achievement can be measured.

The most common form of system in use in advanced training depart-

ment s is the cy bernetic system of training. ~~ It presumes that the needs

will be identified in the organization, tha t the training processes  will

meet the needs , and that evaluation will measure the effect. Thi s is a

plan fo r  r e s t o r i ng  organiza t ion  pe r f o r m a n ce to ideal levels through

changing behavior that requires mod if ying.  Pictured schematically, it

looks something like figure 3.

CYBERNETIC SYSTEM OF TRAINING

Figure 3

75 George S. Odiorne, Training by Objectives, The Macmillan Co. ,
1970 , p. 73-112 .
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The trainer must determine needs by defining wha t organizat ion

needs for improved behavior are  and a r r ay  his courses and other educa-

tiona l efforts in such a way that the training program ’s resu l t s  will sup-

port the organization that produces the need and that the behavior taught

in the t raining course will be maintained back on the job .

Current  training l i terature reveals tha t more and more at tent ion is

being paid to “systems. ” In almo st every insta nc e they are cybernetic

systems. 76 Perhaps the most persuasive reason for adhering to a cy-

bernetic sys tem of organizing and ma na ging training is the very popularity

of the cybernetic concept. It is a communication theory that treats or-

ganisms and organizations as being very much alike both can disp lay

behavior. Because the subjects of the training department ’ s effor ts  a re

orga nisms ( t ra inees) ,  it seems to be sensible to t rea t  the t ra ining pro-

cess as a feedback or cybernetic process that is occurring to an

organism. This paves the way to expanding the log ic to presume that

the training department itself is a cybernetic system.

E. PLANNING AND DIRECTING THE TRAINING PR OGRAM

Basic to any systematic training plan is the determ ination of a pre-

cisc set of skill requirements .  Onc e these are  established we may go

77on to:

76
Loc. Cit. No. 75, p. 80.

77
Homer C. Rose, The Deve~~pment and Supervision of Training 

S

Programs,  Ame rican Technical Society, 1964.
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1. Assess the abilities possessed by trainees.

2. Determine the objectives for the desired pe r fo rma nce in the
job occupation.

3. From the informat ion obta ined in the two previou s steps ,
determine training requirements  for individuals and groups.

4. Assess available t ra ini ng resources  ( i n s t ruc to r s , t r a in ing
;~ materials, t ra in ing  aid s and equi pme nt) .

5. Plan detailed training programs to develop the required skills
(approach course of stud y, lesson p la ns , and t e s t s L .

I
6. Direct , control , and evaluate the process  of t r a i n i n g  (class-

-~ r oom, training field s , on-the - job ) .

7. Eva luate the results  of t r a in i ng throug h measureme nt of
post - t ra ining job perforrna nce.

The process is as depicted in figure 4.

STEP I. Assess the skills possessed by individua l trainees.

Usuall y in recrui t  t r a in in g ,  the basic knowled ge and ski l l s

that recruits possess have been determined as a stipu lation before

joining the Navy. Onc e the type and level of pe r fo rma nce r equ i r ed  by

the occupation has been analyzed and val idated,  we can proceed to the

next step.

STEP II. Determining the requireme nts of the job.

Determining the need for  t r a in ing  is to identif y the pe r fo rma nce

requirements of the job. We must s tar t  with a deta iled and valid assess-

rnent or inven tory  of the ski l ls  and knowled ges required for  p ro f i c iency .

This inventory  is called job descript ion.  This is the basic  and most

systematic method of ident if y ing the specif ic  ski l ls  and knowled ges re-

quired for ind ividual t r a inees  and of groups of t r a i n e e s  in a n  occupat ion.
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THE MANAGEMENT OF TRAINING PROGRAMS

STEP I STEP II
Assess Personnel Establisli ~kil1
Resources Requirements

I

STEP Ill
Determine the Training
Requirement Objectives

1~STEP IV
Assess Training Resources

STEP V
Plan Program

- r

STEP VI
Direct, Control and Evaluate
the Process of Training

4
STEP VII

Evaluate Product

Figure 4
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STEP III. Determine qualitative and quantitative requirements
for Training Objectives.

This step is to determine types , levels , and amount of training

required to develop abilitie s (knowled ge , skill, attitude) required for

S performanc e on the job. The difference, between the requirements of

the job and the qualifications of available personnel is the training require-

ment . This should be identical to the t raining objectives.

STEP IV . Assess available t ra ining resources.

In this step we assess the available and obtainable training re-

sources inc luding : facilities and equipment s , instructors and super-

visors, training materials such as text s, training aid s, tests , instruc-

tion sheets , programmed materials.

The selection of the best available personnel for specific

instructional assignment s is essential for success.  Determining how

many instructors are needed to accomplish a training objective is dif-

ficult , there are many variables in the problem and evaluation of staffing

ratios or the quality of instruction is complicated. It is possible , how -

ever , to use a standard approach in obtaining facts related to the problem.

A properly prepared and administered bud get can help to sha r-

pen decisions on staff , equipment, and facilities when t ra in ing  programs

are planned. The bud get can be a useful contribution to the effectiveness

of the organization and its eleme nt s such as the use and conservation of

resources.

A 
_ _ _  
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Materials of this type may include the occupational analysis on

which the instructional content is based on other materials such as texts,

instruction sheets, programmed materials, training aid s, and tests.

The quality proper use of such materials is at the core of successful

programs.

STEP V . Plan of instruct ion

A plan of instruction includes decisions regard ing  objectives ,

the general approach, the use of resources, and the specific techniques

to be used in each phase of instruction.  Develop a “blue print ” of ap-

proach , curriculum, course of stud y, lesson plans , and t ra in ing  mate-

rials for t ra ining ava ilable personnel  to the point of required proficiency,

based on a planned sequence of objectives and supporting t r a in ing

activities.

STEP VI. Direct, control and eva luate the process of
training

Directing is the process of car ry ing out the pla n. It inc ludes

the day-to-day evaluation of the process  of t ra in ing  and the correct ive

actions necessary to reach the objectives. Evaluating a t raining pro-

gram is an essentia l part of the directing function.  Program evaluation

will provide usefu l information for guiding and improving t ra ini ng . The

essentials of evaluation are trainee motivation , guida nc e, s tandards ,

and evidence of creative effort .

The motivation of trainees is a most essent ia l  element in

learning, evidence of hi gh motivation is a measure  of the quality of

the t ra in ing  program.
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The application of principles to specific problems under the

guidance of the instructor is essential in providing the trainee with a
S 

- 
knowledge of results as compared with known standards. Trial and

error methods by trainees without such guidance are often frustrat ing

S and result in ineffective use of time.

Standards for trainee achievement should be high , yet within

reach. If instruction results in satisfaction with relatively low achieve-

ment as compared with ability, we have reason to raise the standards

and try for improvement.

Evid ence of continued effort to evaluate and use new media , to

work toward better cooperation and team work with other instructors

and staff, to support and give credit for outsta nd ing performance when-

ever it is found , all indicate instructional effectiveness. The really

competent instructor is never satisfied - - he is always attempting to

improve his course and his approach. The need for instructor training

in the Indonesian Navy was not always understood and in some cases

was not adequately supported by the va rious comma nds. The n too ,

many of the instructor training officers lacked sufficient back ground in

practical training methods and not all were successful.

STEP VII. Evaluation of the training pr~ gram

We evaluate training programs to find out if we are reaching

the objectives , or how well the results are filling the t raining needs.

Evaluation records also provide the best possible evidence on which to

73
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make needed changes. We cannot escape the requirement for eva luation ,

because we must make decisions regarding changes involving both con- S

tent and method. Evaluation can make in all part of the instructional

process. Evaluation should be designed into the total training program.

It should start at the time the program is being planned . Rose pointed -

out , tha t training eva luation has three phases:
78

1. Evaluation of the plan of instruction such as instructor
qualifications, objectives , course of study and lesson
plans, instructional materials, training aids , examinations.

2. Evaluation of the process of instruction and perhaps the
administration of the program.

3. Evaluation of the performance of graduates on th e job.

Different procedures are required for each phase of training

eva luation. Eva luation has value throughou t the training program.  S

A schedule is a type of plan. Goals and objectives define the

what of planning, and schedules describe the when. Smooth operation of

training and development activity dema nd s carefu l scheduling.

For simple projects, a straight-forward listing of critical

steps and their completion dates will suffice as a schedule. For more

complex projects, Gantt charts, block diagrams, or flow charts  may

be needed , and for very involved projects , network schedules may be S

required.

78 Lo~ Cit. No. 77 , p. 228.
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For the Navy, we must ensure that the personnel  do a better

job in their assignments.  We based the objective of t ra in ing  upon the

basis of these tasks. The content of the courses were based upon these

objectives.

As a practical example of what kind of investment of time,

staff and bud get we are suggesting let us look at one possible approach

for establishing a training system. The reader will note tha t some

milestones of this time -line overlap. However , to abbreviate any step

too much is to court disaster for the entire system. A director of train-

ing might consider the following:

ONE POSSIBLE APPROACH

YEARS 1979 1980 1981 1982 1983 1984

I. ASSESSMENT OF I I I

PERSONNEL I I

II. ESTABLISH SKILL I I I I

REQ UIREMENTS ‘ I ‘ I

in. DETERMINE TRAIN.! ‘ I ‘ 
S

ING REQ. OBJECT. I I I I I

I I I I I

IV. ASSESS TRAINING I ‘ I ‘ I

RESOURCES ‘ I I

t I I I I
S V . DESIGN TRAINING ‘ ‘ ‘ ,CXXX

I

PROGRAM ‘ I I

VI. IMPLEMENT & EVA~ 
I ‘ ‘

PROCESS OF TRAINl I ‘ I

VII. EVALUATE I I ‘

PRODUCT I I I I
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The reader will note that when the organization reaches step VII tha t S

there is an immediate need to recycle to step I. However , the second

iteration should not be as lengthy (providing tha t most of the training

staff is still on board) inasmuch as much of the origina l work remains

releva nt . For example, an inventory of training resources will only

need minor updating , etc.
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X. CONCLUSIONS AND RECOMMENDATIONS

A. CONCLUSIONS

Recruit training development is much more than a systematic set

of plans, programs , and procedures. To desi gn a very ef f ective for-

mal training does not guarantee the best desired perfor mance of new

military personnel towa rd the Navy ’s job . There is no simple solution

to the pr oblems of adju stment encountered by new r ecruit s entering

the military services.

Although there has been considerable research done in the area s of

recruit tra ining and the changing values , motivations and l ife-styles of

today ’s youth, recruit training environments remain relatively un-

changed , and trainers continue to operate with little understanding of S

the difficulty of adjustment encountered by recruits entering the military.

Most trainer s have no knowled ge of the above mentioned research, and

r eceive no for mal educa tion in individual/group behavior and the psy- S

chology of adjustment.

Obviously, there is a need for recruit  training command sta ff per-

sonnel to be made more aware of the changing values and needs of the S

youth of today, the difficulty of their adjustme nt from civilia n to miii-

tary life, and of the research done in this area , a nd for  t rai ning com-

mands themselves , t o be continually examined and evaluated in the

IIIIIIIIIIIIIIIIIIIIIIIIIIaIIIIiii~~iUi~1 S S - - S - —— S_ — S S_S _ S _ _ _
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area s of recruit requirements and service requirements after t raining,

with a view toward making the organization more realistic and humanistic.

It seems that the effectiveness of training depends on programs

which can be carefully developed and followed up on the job. But it is

not always so, because thi s is only an opportunity tha t will be provided

by the organizations for their members.

In the management of training we undoubtedly operate by one system

or another. In being systematic we can be conscious of what we are

doing and what the effects of different kinds of training effort might be.

The cybernetic system has numerous adva ntages and points up what

experienced trainers have realized for a long time.

Research involves the application of logical and reflective thinking

to the solution of problems. in the training area such problems inc lude

the following; the need for training, the policies and objectives , the

content, the methods , the trainers, and the eva luation of training . To

solve these problems the training leader should be capable of understand-

ing the nature and the meaning of research and the mechanics of its

applications. In this connection one should be alert to the fact tha t log ical

thinking proceeds from a felt need to the definition of the problem, to the

formulation of hypotheses and the collection of supporting evidence, then

to experimentation, and finally to the application of the findings to future

uses. It has been pointed out that certain bar r ie rs  exist which in ter fere

with training efficiency, and these include the attitudes of top management
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and the failure of those responsible for training to attain the skills

required to conduct research.

Particula r learning event s and activities must occur in the learning

environment in order for instruction to be effective and efficient. There

are some general guidelines that are appropriate for most learning ob-

jectives; inform the lea rn er of the objectives , provide for active practice ,

provide guidance for the learner , and provide feedback to the learner.

B. RECOMMENDATIONS

To develop training program particularly recruit training in

Ind onesian Navy, there are some feasible suggestions: S

1. Training methods should be examined in light of the changing

va lues , needs , motivations, and levels of education and maturi ty of

today ’s youth.

2. There should be a concerted effort among recruit trainers to 
S

lessen the “culture shock” during the first twenty-four hours or so of 
S

recruit training.

3. Only the qualified personnel should be selected for company

commander positions. They should be experienced, mature, emotion-

ally stable , people-oriented, and possess a positive attitude toward

their duty and the service.

4. Training staffs should undergo a thorough training program

that should inc lude not only the duties and responsibilities of a trainer ,
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but also leadership and individual/group behavior. They should also

S 
be made aware of the research that has been done or is being done in

the area of military recruit training.

5. Recruiters should investigate a potential recruit background

more thoroughly.

6. Training requirements; evaluate the validity of task ana lysis

methods used to determine training requirements. Develop and apply

procedures for deriving training objectives from job and task data.

7. Training systems; determine the appropriate content for the

selected training systems. Determine the appropriate t ra ining equipment

1 to achieve the maximum amount of transfer of training.

8. Training materials; make studies and analyses to select train-

ing materials. Evaluate simulators for t ra ining in specific skills.

9. Methods of implementing training; compare the effectiveness

of sell-instructional packages and conventiona l instructional approaches.

Evaluate the effect of different sequences of course content on training

outcomes. Develop standard procedures for expressing cost and effec-

tiveness of different instructional strategies.

10. Training management and organization; evaluate the t ra ining

organization structure and distribution of functions. App ly ma nagement

f sciences to achieve a more effective, efficient, and economical training

operation. Evaluate and eliminate unnecessary  overlap and dup lication

of trainin g efforts .  
S
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11. A time-line showing milestones of the entire system should be

kept updat ed and used as a traini ng ma nagement guide.

12. Feedback between Naval Training Command and Bureau of

Naval Personnel should be improved and expedited.
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