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PREFACE

This Group Research Project was produced under the aegis of the US Army
War College, Department of Ccumand and Management. The scope and general
methodology were designed by thne authors and approved by the department. The
research paper is designed to consolidate existing documentation relating to
accession and retention of black officers and has its genesis in the BOAR
Study of AY 79. The authors of the study elected to participate based upon
a genuine concernr for problems associated with the assession and retention
of black afficers in the Unites States Army and the importance of this issue
to our National defense posture. The outstanding assistance of personnel
within the Department of the Army, the Army Staff, and supporting agencies
contributed significantly to the completion of this project.
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CHAPTER 1

INTRODUCTION

BACKGROUND INFORMATION

A grop of black students from the US Army War College Class of '79,
reached the conclusion that black officers were under-represented in the Army.
After a meeting with the Commandant, they decided to initiate a formal study
to identify ways to increase black officer accessions via the Reserve Officer
Training Corps. The objectives of their study were:

l. To identify ways of increasing black officer assessions via ROIC
at a rate which is reflective of the general population.

2. To improve retention of junior black officers.

The purpose was to explore the sources of commissions for black officers as
well as their assignment areas, to determine if, indeed, there were factors
which impeded their being competitive for promotion, schoo) selection, and
the like.

The problem statement was simply ''There are not enough black officers in
the Army." The AY 79 study group undertook the task to gather specific
Department of the Army policy and to gain support for the project through
interviews with USA Training and Doctrine Command, Deputy Chief of Staff for
Reserve Officer Training Corps, the Deputy Chief of Staff for Personnel and
his principal assistants. The study group gained access to both factual and
statistical documentation in support of their thesis.

Interviews with seven of nineteen Professors of Miiitary Science at
Historically Black Colleges (HBCs) provided data pertaining to both recruit-

ment and quality of ROTC cadets at the seven institutions. To gain insight
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relating to quality, leadership potential, performance, professional develcp-
ment, and perceptions of race relations and equal opportunity in the Army,
145 active duty black officers were interviewed. The USAWC Class of 79 was
surveyed to assess perceptions of junior officers which relate to retention.
The procedures cited represented the methodology incorporated by the ‘79 BOAR
Study.

The findings and conclusions of the 'y9 Study centered on a need for
increasing black ROTC enrollment, developing incentives geared to attract
high quality black students, initiating efforts to enhancc the process of
socialization, upgrading commuanicative skills, and generating more coopera-~
tion and interaction between ROTC departments and nearby wilitary installa-

tions.

Specific recommendations made by the '79 BOAR Study were as follows:
increase Affirmative Action Plan goals for black ROTC enrollment; follow-on
study group readdress retention; DA require and support joint ROTC training
and social contact between white and black institutions; DA require and

support teams to conduct leadership seminars; dedicate more ROTC scholarships

to HRCs; strengthen instruction in communicative skills.

After receiving the brief of the completed study, the Commandant,

RS S e,

Major General Smith, stated that the study should be continued by an inter-

R et

racially-mixed study group from the Class of 1980. It is by the charter of
the Commandant that the 1980 study derives its basic foundation from the

AY 79 BOAR Study.

STATEMENT OF THE PROBLEM

Using the population of black officers 03-04, determine by investigation

the vaiidity of the alleged existence of sub-standard black officers commissioned
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at predominantly black universities; determine linkage between univereity
preparation and continued service of the bliack officer.

Persistent ascertions that substandard officers are entering the Army
through the historically black colleges and universities have not been vali-
dated by systematic, comprehensive measuremeni. As a result, effective
remedial efforts to be undertaken by the Army have not been clearly defined.

For many years the quality of performance of black officers, as compared
with their white peers, has been of concern to the Army. Unfortunately, this
concern hus generally surfaced after the announced results of a Department
of the Army Selection Board, but without subsequent investigation to substan-
tiate reasons for substandard performance or to recommend remedial action.
Most recently, the issue was raised regarding the promotion of blacks at a
rate ten percent lower than that for whites by the 1979 0-5 Selection Board.
As in the past, the issue revolved mainly around black officers whose prepar-
ation included graduation from one of the historically black colleges or
universities. Therefore, the thrust of this study is to identify and measure
those factors which form the basis for the apps:ent difference in quality,

and to recommend corrective action where such action is deemed necessary.

TASK ORGANIZATION

The experiences of those who volunteered for the group rescarch effort
represent a wide spectrum of expertise ranging from socio-economic and ethnic
background differences to extvemely diverse career patterns. Included were
both black and white officers with Combat, Combat Support, and Combat Service
Support primary specialties. Also, a Department of State civilian was a key
member of the group. This diversity provided excellent balance to insure

objectivity in gathering, analyzing, and interpreting data related to what
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promised to be a highly emotional study issue.
To complete the study within given time constraints, the need for quick
5. organization, planning, and research coordination was paramount. The group wvas
; organized into four subcommittees with responsibility for developing methodoiogy,

data collection, analysis, and general administration. By compartmentalizing

functions, actions proceeded concurrently to save time. The following mile-

T

stones, tasks, and priorities were established and followed throughout the

5, study effort:

G oo e g

| Milestones |
= J
;g 1. Approval/coordination with DA, FORSCOM, TRADOC 19 Dec 79 ]
%k 2. Develop survey instruments/War College approval 4 Jan 80 ‘
i‘ 3. Determine interviewees/records to be reviewed/ 15 Jan 80
2 questionnaires mailed
: 4, Determine location of MS IV cadets interviewed by 10 Jan 80
: AY 79 BOAR Study
t? 5. Approval by FORSCOM/TRADOC to visit installations/ Jan 80
activities

6. ldentify/contact POC's 10 Jon 80

7. Collect data 9 - 22 Mar 80

8. Analyze data

9. Conduct IPR 30 Apr 80 _\!
; 10. Write report--1lst draft 12 Apr 80 {
J 11. Turn in final report 16 May &0 .

12. Discusiion/evaluation/feedback from study advisor 19 - 30 May 80

At Annex A is a chronology of significant events which had an impact ou the

research effort.




CHAPTER II

METHEODOLOGY

The methodology for the investigation incorporates several basic research

- e

techniques. The research begins with a detailed search of existing literature.

The effort was to be continuous in ordecr to determine the most current status

Y. e

of Army effoxts which impact on enhaucing the quality of officer accessions

through the HBC's. The core of the reszarch effort uses questionnaires to sample
the opinions and attitudes of ROTC cadets, active duty black officers, and
Military Science professors from the HBC's. Comparable samples are taken to

provide control populations of active duty white officers. A supplementary

AL T

effort provides a comparative study of officer performance through a review of

i Officer Evaluation Reports. Finally, interviews roundout the investigation.

The primary purpose of the interviews is to collect data concerning the broader
rationale behind certain responses to questionnaire items.

The steps of the methodology started with the development of question~
naires. The principal feature of the questionnaires was the use of numerical
scales to quantify the value of selected factors which affect officer training
and performance. The factors which were selected were those which occurred with
greatest frequency in response to the open-ended questioning conducted
during the AY 79 phase of the study.

A comparative scheme for the questionnaires was developed and is shown
at Annex B. 1Initially, the test populations were chosen to include cadets at
five of the 21 schools classified as traditionally or historically black., The
five selected, Virginia State, South Carolina State, North Carolina A & T,
Tuskegee, and Florida A & M were the top five programs based upon numbers of

active duty officer alumni in grades of 72; 04. Subsequently, the sampling

anl et B
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strategy was extended to include all (21) HBC's in order to make the results

valid for inferences concerning the total number of HBC's rather than just the

five cited above. Thus, the sampling was planned to provide:

- The cadet control population chosen from five schools which were

selected randomly excepting slight constraints to facilitate the overall re-

TR T e
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search and travel plan.

= The test sample of active duty black officers to compare to a random
sample of active duty white officers.
~ A sample composed of 21 Professors of Military Science at the test

schools was to be compared to the control schools' sample of military science

v p— e Ao

professors,
= A survey of a fourth group--supervisors of the test group of active 1
duty black officers. A related fifth sample of USAWC students from the class

of 1980 used as a control on the results from the supervisors' test sample.

- The OER review completed for active duty black officers in the grades
of 03; 04. The results are compared with those for a sample of active duty
white officers' performance files.

- Sample sizes selected tn keep sampling error below the seven per-
cent level. Total samples greater th:-n 200 fulfilled the criterion set for
sampl in; error.

- A series of iaterviews ur college administrators at the selected colleges

(five test and five contrcl) is conducted. General interviews of military !
science professor -imed at augmenting questionnaire results. Finally, %
interviews are couduuted to record general data on performance and career devel- a
opment of active duty black officers in grades 01 through 04 at selected CONUS 5
installations (Ft. Benmning, Ft. Bragg). ,%
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The scheme as outlined above provides the most comprehensive research

effort to date iato the issue of quality of production of black officers at the

historical or traditional black college level institutions.

LYITERATURE SEARCH

. Although '"quality" is a much discussed subject in today's Army, little

o

has been officially written or published about it. One reason would be the
. delicacy of the subject as applied to minorities and the Historically Black
Colleges (HBC's). The Army would not wish to unfairly label any officers or
institutions as substandard. Yet, a continuing undocumented discussion of
substandard officers, in the context of the HBC's, seemed to us potentially

more deleterious as an assumption, than as a set of studied findings which

could be addressed. Accordingly, the search began in the USAWC library. The
search, through the computer, identified various studies on the status of
minorities in the Army by rank and number, and on Equal Employment Opportunity
and Affirmative Action Programs. Studies which focused on quality per se were
not available.

"Procurement of Black Army Officers Is In Trouble,' an article by

Nathaniel P. Moore printed in the December 1978 is3ue of Parameters, offered

. a perspective on current problems of the HBC's and their declining ability to

.

; produce black officers. A September 1977 'Study of Army ROTC Cadets in the
% Predominantly Black Universities," produced by the Third Army ROTC Region pro-
; vided comparative statistics on the performance of black and white cadets at

Advanced Camp. Additional statistics were found in the Third Annual Assessment

R Y PR

of Programs (Equal Opportunity ~ March 1979). The most direct commentary on

the issue of '"quality" of black officers from the HBC's was addressed in remarks

ST WA

attributed to Genera®l Oliver Dillard (Ret) which appeared in the Army Times.




Meanwhile, continuing background research determined that the Army Research
Institute (ARI) had undertaken at least an initial in-house examination of the
quality issue. ARI's findires were sought. Those findings were enlightening.
Open release of ARI's findings was obtained through attendance of a study group
member at the Tuskegee meeting of Presidents and Chancellors of HBS's. These

findings contributed to a change in the methods used for the study.

PROCEDURE

The original focus of the group study effort required a data collection
and analysis concerning attitudes and opinions regarding the alleged existence
of substandard black officers commissioned at predominantly black colleges and
universities. As previously stated, the thrust changed. One must isolate and
key on certain elements considered as critically significant events to under-
stand the change in direction of the research effort.

The Department of the Army had established a moratorium on all surveys
and required the personal approval of the Chief of Staff prior to forwarding
questionnaires to the field. Our group experienced a long delay in completing
our survey instruments and gaining MILPERCEN approval. The draft of our survey
instruments was completed on 14 January, approved by the Army War College within
a few days, and forwarded to MILPERCEN (Dr. Brocaro) for approval early in
February. A conference was held with Dr. Brocaro (MILPERCEN) and she recommended
minor changes which were accomplished by the group and the survey instruments
were returned to MILPERCEN. In the interim, Dr. Brocaro had been replaced by
Dr. White, who had a different approach to analyzing survey instruments. Noti-
fication roceived by the study group in March stated that the instruments required
additional modification. This delay caused the cancellation of travel arrange-

ments which had been scheduled to gather data from the field.

BNRFE drv’grait. R W ety S
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Concurreatly, with the initial draft of tne survey instruments,
the group chairmen made a trip to the Army Resesrch Institute in January
to discuss previous research efforts that might relate to tie study.
The ARI had, in fact, conducted two research efforts on quality of ROTC
graduates from Historically Black Colleges: one in 1973, the other in 1979.
Both efforts were directed primarily at the collection of statistical data from
TRADOC, MILPERCEN, and the universities. Some subjective implications related
to quality were based upon ARI data. The ARI studies, in conjunction with a
September 1977 meeting between representatives of HBC's and the Secretary of
the Army, and subsequent DA and TRADOC conferences appear to provide the
catalyst for the development of a '"ROTC Program Lmprovement Plan." This be-
came quite evident early in March when a member of the study group attended a

conference of Black Presidents/Chancellors of HBC's at Tuskegee Institute.

It was at this point that the group became aware of the many on-going
Army initiatives which would prove to have a significant iipact on the
original scope and direction of the study effort.

We found that some elements of the ROTC Program Improvement Plan were im-—
plemented, starting with school year 1979-80. Other elements have been pro-
grammed for implementation starting in school year 1980-81, while others are

pending fiscal resource allocation for implementation. Specific elements of

the plan are discussed in the analysis section.

The new information prompted the study group to seek more insight from
the highest levels of the Army concerning initiatives to support the accession
effort and improved quality of cadets at the HBC's. Therefore, on 28 March,
members of the group met with representatives from the Office of the Assistant
Secretary of the Army (Manpower and Reserve Affairs) and ODCSPER. During this
meeting, it became evident that the Secretary was personally interested in the

disparity between black and white officer promotion selection rate.




A talking paper was prepared by ASA (M&RA) for the Secretary which pro-
vided an analysis of recent LTC and Major (AUS) promotion boards and the im-
plications of the results. The findings and conclusions are listed at Annex
F and are discussed in greater detail in the analysis section.

Information was also provided by DA of an intent to award a contract to
determine the Role of Predominantly Black Colleges or Universities in the
Production of Officers for the Military: The problem statement, technical
objective, approach, and expected results closely parallels the intent of our
research effor;.

After evaluating the data highlighted above, and the specifice contained
in appropriate annexes, the study group decided to suspend additional efforts
associated with our survey instruments and questionnaires.

Therefore the analysis, conclusions, and recommendations are based pri-
marily on the ARI study data and the data collected during the visits cited

above,
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CHAPTER II1
ANALYSIS

The literaturc research and data collection effort thus far yielded threc
studies conducted by ARI and TRADOC, dvtails of the ROTC Improvement Program,
new initiatives to be implemented by DA, and a somewhat different perspective
on Black Officer selection at the 0-5 level.

Two of the studies had been conducted by ARI in 1973 and 1979, both of
which were made available during the HBC Presidents' Conference. The former,
entitled "Capability of Small Black Colleges/Universities to Produce Quality

Officers for the Army," compares the performance of ROTC graduates of HBC's

with that of ROTC graduates from predominantly white colleges and universities

in ROTC Advanced Camp, in Officer Basic School, during initial duty assignments,
and on OER ratings. It found that in categories other than physical fitness
and rifle markmanship, graduates from predominantly white colleges generally
received higher scores.

The latter 1979 study sought to determine if tbere is a set of reasons,
subject to remediation, for the low promotion selection vate of HBC ROTC i

graduates, and to provide additional information on the subject of improving

the success-rate of officers from the HBC's. 1Its findings on HBC cadet per-

formance at summer camp and at Officer Basic Course (OBC) paralled the findings

R AP % P

of the 1973 study, although improvement was noted in their overall scores

(1978 over 1977). Further, the 1979 study found that no single one or small

set of OER attribute areas accounts for the low promotion selection rate of officers
from HBC's. The study also drew "implications" calling upon the Army to ident-

ify and remediate academic deficiencies, and to provide appropriate materials,

# N PR
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equipment and training programs aimed at enhancing cadet social confidence,
o leadership abilities, assertiveness and communicutive skills.

As part of TRADOC's study of quality, (apparently in 1980), ADCSROTC

L COL Kelly examined comparative performance of USMA, ROTC, and OCE generated
officers at Engineer, Signal, Infantry, Armor, end Air Defense Basic Courses.
3 Although seemingly less focused on HBC graduates than the other two studies,

the report indicates HBC academic deficiencies.

b Although they address the comparative performance of HBC cadets and grad-

i uates, these reports sre limited and considerably less comprehensive than tharl
envigsioned by the study group. For example, only one, the 1979 ARI study,
reflects even marginal input from HBC cadets, and none deals substantially with

the competitiveness of HBC graduates at the 0-3 and 0-4 levels. Finally, these

reports are unpublished, and their availability, other than as acquired by the

study group, is unclear.

The ROTC Improvement Program and DA initiatives include:

1. Upgrading quality of ROTU staff--elimination of assignment of officers ]
in the lower third of their year group from assignment to ROTC duty.

2. Improving ROTC Instructional Program--evaluation of current POIl; pro-
viding additional instructional resources; proposing one (1) additional staff
member; development of a common curriculum derigned to standardize instruction;

emphasizing hands-on training and communication skillse; and enrichment of the

program where required. 4
3. Making ROTC advertising more rasponsive to the needs of WBC's--program
implemented in FY 80 to attract quality students attending HBC's to enter ROTC
program. i
4. Increased participation of HBC's in four year scholarship progrsm--DCSPER/ :
TRADOC program, approved by DA, oriented on increasing the number of HBC ROTC g
x
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recipients of four-year ROTC scholarships. chedisled for implementation for
academic year starting in September 1980. This includes revision of criteria

» used to determine recipients.

5. Increased opportunity for HBC ROTC students to interact with their
i counterparts attending other academic institutions.
6. Increased opportunities for HBC ROTC students co participate in cadet

leadership training programs, airborne training, and ranger training.

7. Allocation of fiscal resnurces for conducting seminars at HBC ROTC

units of recent graduates and senior officers to assist in orienting the stu-

;-zr"-v‘

dent on what to expect,

- AT T -~

8. DA contracted study with the stated purpose 'to determine the role of

——

N

predominantly black colleges or universities in the production of officers for
the military."

9. Recommended deletion of initial OER's (120 days) as a permanent part of

L e

officer's official records (recently implemented).

oy

10. Review of prumotion statistical data for ROTC staff personnel.
11. Continued dialogue between HBC presidents and DA.

The ROTC Improvement Program end other initiatives being undertaken by the

ppw

Army are broad and positive in their thrust, although without evidence that those
initiatives are based upon the kind of investigation and quantified data the

study group had hoped to provide. It is apparent that the Army accepts as

. sufficient those indications and perceptions of quality deficiencies thus far

raised. Meanwhile, the study recently contracted should help to document the

dimensions of the problem. It is also understood that ARI has been tasked to

assess the quality of HBC ROTC cadets and graduates on a continuing basis.
The Army also seeks to increase the number of Black RA officers. An anal-

ysis of recent 05 and 04 promotion lists indicated that black and white selection

13




rates are comparable when separated into RA and other than RA categories.
Specifically, a talking paper prepared for the Assistant Secretary for the
Army (M&RA) revealed that the 1979 AUS LTIC board results considered alone, and
the AUS LTC board results from 1977 - 1979 considered together show:

(1) A difference in selection rates between black and white officers in
total.

(2) Black vs white selection rates are comparable when separated into the
RA and OTRA (other than RA) categories.

(3) Major 2ificrence exir 1u the RA and OTRA selection rates.

(47 The numbers of black WA's and white RA's in the zone of comsideration
are not proportionate.

Analysis of AUS Major's board results from 1977-79 (Incl 3) shows:

(1) No significant difference in selection rates overall.

(2) Unlike the pattern seen in selection of RA Majors to AUS LTC, there
were significant differences in selection rates to AUS Major, first time con-
sidered, black and white RA captains.

This analysis also concluded that:

(1) Since selection rates to LTC were comparable by category (RA and OTRA),
source of commission probably was not a factor for the subject year groups.
(Integration factors were probably not operative in colleges in the 1957-60 era.

(2) There is an institutionai bias that favors RA officers over OTRA offi-
cers; black RA content may not be adequate at various grades.

(3) Potential for corrective action exists in degrees for the short,
widdle and long-range--but to determine where and how, key points in the whole

system must be examined and action must be focused in areas where policy impacts

will be effective.




CONCLUSIONS AND RECOMMENDATIONS

The study group considered that despite the lack of a comprehensive data
bass, the quality problem as applied to HBC graduates is perceived by the HBC
presidents, DA and subordinate elements conceirned with accessions to ve suffi-
ciently serious to merit the broad remedial initiatives outlined. Although not
satisfied that the present data base adequately reflects all aspects of the
quality issue (e.g., perceptions of HBC graduates themselves about performance
ratings and selection rates), the group supports the implementation of the
initiatives. However, those initiatives, coupled with the award of a DA funded
study on the issue, had the effect of rendering the group study as duplicative,

preempted by actions already taken and actions planned.

Recommendations

e The DA-contracted study (Scarboro) should be closely scrutinized to

determine the thoroughness of the effort and the degree to which it parallels

the AY 80 study effort.
e DA/TRADOC initiatives should be evaluated after a sufficient time inter-

val to determine the impact of these initiatives on the quality of future HBC

ROTC graduates.

v Future effort must be made to determine reasons for the non-retention of

junior black officers whose performance based upon OER's rank them in the upper

third of their year group.

DISTRIBUTION:
~USAWC Library
-Each Study Participant
~HQ TRADOC
Ft Monroe, VA 23651
ATTN: ADCSROTC: COL Kelly
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USAWC CLASS OF '80 BLACK CFFICER STUDY
CHRONOLOGY OF SIGNIFICANT EVENTS

DATE
0CT79 -
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- CONTINUOUS
DEC 79
8 JAN
14 JAN
JAN
18 JAN
FEB
FEB

MAR
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STUDY GROUP FORMALLY ORGANIZED
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METHODOLOGY FORMALIZED
LITERATURE RESEARCH
TRAVEL PLANS FORMALIZED

ARI VISIT

SURVEY INSTRUMENTS DRAFTS
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SURVEY INSTRUMENTS APPROVED
BY USAWC

FORSCOM/TRADOC CONTACTED TO
ARRANGE SURVEY VISITS
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MiLPERCEN FOR APPROVAL

CONFERENCE WITH MILPERCEN
ON SURVEY INSTRUMENTS
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REMARKS

10 MEMBERS,
8 BLK, 2 WHITE

MODIFIED '79
STUDY GROUP
PURPOSE

ROTC DET,
MIL INST,
TRADOC

ELLIS &
HUBBARD

LETTER

ELLIS & JACKSON,
DR BROCARO

DR WHITE
MILPERCEN
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5-7 MAR
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28 MAR
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CHRONOLOGY OF SIGNIFICANT EVENTS (CONT)

EVENT REMARKS

CONFERENCE WITH MG DILLIARD,

U.S. ARMY, RET.

ROTC CONFERENCE HELD AT TA DEMY

TUSKEGEE INST HBC PRESIDENTS
' TRADOC

REVIEW OF HBC CONFERENCE DATA REASSESSMENT

DECISION TO DEFER SCHEDULED

SURVEY TRIPS

CONFERENCE HELD IN WASH ELLIS, HALL

WiTH OASA (M&RA), ODCSPER SAULNIER

AND M!ILPERCEN
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.P&OFESSORS OF MILITARY SCIENCE SURVEY
FOK
STUDY ON BLACK OFFICER ACCESSION AND RETENTION
US ARMY WAR COLLEGE MILITARY STUDIES PROGRAM

CLASS OF 1980

SECTION I: PERSONAL DATA

Please fill in the following blanks:

1. NAME OF INSTITUTION/LOCATION:

2. TOTAL YEARS IN MILITARY SERVICE:

3. LENGTH OF TIME AS PMS (months):

4. PRIMARY SPECIALTY:

3 1.
| 2.
. 3.
4.
5.

1.

2.

DAPC - MSF-5-80-/4

5. ALTERNATE SPECIALTY:

Circle the number(s) which corresponds to the answer(s) for each question below.

Some questions may require filling in blanks.

Yook ok ok ok k ok ok ok ok Kk ok ok % owx T %k % ok ok kN

6, What is the highest level of education you have completed?

Bachelor Degree
Master's Degree
Doctorate
Professional Degree

Other (explain)

7. 1f you have a graduate degree or are currently working toward a graduate degree,
select (one or more) of the following as appropriate.

Obtained Master's Degree prior to this assignment.
Obtained Doctorate prior to this assignment.
Obtained Master's while assigned to this institution.

Obtained Doctorate while assigned to this institution.




5.

6.

1.

ST . - S e Tm——m—me.mee o e

Currently working toward a Graduate degree.

Other (explain)

None of the Above.

8. Military education. (Circle all that you have completed)

1.
2.
3.

4.

9. Indicate your command experience. (circle all applicable)

10

2.
3.

This section requires you provide the most accurate and up-~to-date information
you have available, Please feel free to use records and reports available from
vur ROTC office or those of your school administratior

10, Indicate the size of your ROTC staff.

1.
2‘
3.

4.

T an e e L sk sl it Taast

Number of people

Indicate the number of officers on your ROTC staff in the following ranks:

Indicate the number of enlisted personnel on your ROTC staff in the following
ranks:

(S - 2 VI o
. . .

Officer Advanced Course.
CGSC or equivalent. .
USAWC or equivalent.

Foreign college or service school (cpecify)

Battalion. )
Brigade,.

Other {explain)

SECTION IIL: OVERALL INFORMATION ON ROTC STAFF/PROGRAM

03

o4 _ v .
05 ;

06

E-5
E-6
E-7
E-8
E-9
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13.

14,

15.

16.

17.

18,

19.

20.

21.

22,

Indicate the number of civilians on your ROTC staff in the following grades:

1. Gs-3

2. GS-5

3. GSs-7

4. GS-9 -

5. Other Number

(List all grades, separate with commas) (Show number for each grade
respectively, separated by
conmas)

Indicate the number of cadre on your ROTC staff with graduate degree(s).

Number of cadre N

Indicate the number of cadre on your ROTC stzaff currently enrolled in a
graduate degree program(s).

Number of padre

Indicate the number of white instructors on your ROTC staff.

Number «f white instructors

Indicate the number of black instructors on your ROIC staff.

Number of black instructors

Indicate the current enrollment of MS I cadets in your program,

Number of MS I cadets -

Indicate the current eanrollmunt of MS 1I cadets in your prcgram.

Number of MS II cadets —

———

Indicate the curreni enrollment of MS III cadets in your program.

Number of MS III cadats

Indicate the curvent enrollment of MS IV cadets in your program.

Number of MS 1V cadets

Indicate the average entrance ACT/SAT score for your ingtitution,

Average score ACT

Average score SAT




23.

24.

25.

26,

27‘

28.

29.

30.

31.

v

Indicate the average ACT/SAT score for your ROTC cadets.

Average score ACT

Average score SAT

Indicate the average grade point average (GPA) for SY 1979 for graduates
from your inetitutionm.

Average GPA . out of . .

(e.g. average GPA 2.7 out of 3.0 or 3.7 out of 4.0)
Indicate the average GPA for ROTC graduates from your institution for SY 1979.

Average GPA . out of

Indicate the percent of students accepted into the ROTC program with ACT/SAT
scores below the institution's average (SY 1979).

Percent of students 4

Indicate the percent of applicants/candidates for the ROTC program (MS I/IL)"
rejected because of low ACT/SAT scores (SY 1979).

Percent of applicants A

Indicate the percent of candidates for the ROTC Advance Course (MS ITII/IV)
rejected because of low RQ scores.

Percent of candidates A

Indicate the number of candidates for the ROTC Advance Course (MS IIL1/1V)
rejected because of low GPA.

Number of candidates

To what extent to you feel ACI/SAT scores are predictive of a cadet's ! ‘
performance in ROTC. g

Very
Not at all Moderataly Strongly Don't
Related Related Related Know &
1 2 3 4 5 6 7 9

To what extent is GPA related to a cadet's performance in ROTC.

Not at all Moderately s:¥8£§1y Don't
Related Related ' Related Know &
1 2 3 4 5 6 7 9 g

-
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32. Given the choice, indicate the optimum ratio of instructors to cadets in
ROTC:

instructors for every cadets

33. Rate the importance of attaining the optimal instructor to cadet ratio in
the development of the 'whole person' of black ROTC cadets in your program.

Not at all Moderately Extrcmely Don't
Important Important Important Know
1 2 3 4 5 6 7 9

Questions 34-36

Evaluate the importance of the following in the development of black ROTC cadets
at your institutionm.

34, A staff consisting of both blacks and whites,

)
Not at all Moderately Extremely Ton't
Important Important Important Know
1 2 3 4 5 6 7 9
35, The amount of time instructor spends pursuing Craduate Degree.
Not at all Hoderately Extrerely Don't
Important Important Important Know
\ 2 3 4 5 6 7 9
36, The amount of time instructors spend on recruiting activities.
Not at all Moderately Extremely Don't
Imporiant Important Important Know
1 2 3 4 5 6 7 9

SECTION III: ADVANCE CAMP AND OER INFORMATION

The results of a Headquarters, TRADOC study indicates that black ROTC cadets from
predominantly black institutions performed poorly relative tou other ROTC cadets
during ROTC Advanced Camp. Some possible major reasons for the relatively poor
performance of blacks are listed below. Those reasons were derived from a USAWC
survey conducted in 1979. Please indicate your level of agreement or disagree-
ment with each of the reasons below as a factor contributing to the poor perfor-

mance of black cadets from predominately black schools as indicated in the TRADOC
study.

Tyl

Questions 37-48
Factors which tend to impact directly on performance.

37. Black cadets from black schools are ill prepared at their universities/colleges
for the military vequirements of ROTC advanced camp.

Strongly Slightly Slightly Strongly \
Agree Agree Agree Neutral Disagree Disagree Disagree
1 2 3 4 5 6 7
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38. Black universities/colleges tend to spoon feed the black students.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree
1 2 3 4 5 6 7

39, Black universities/colleges failed to foster a competitive spirit in the
black students.

Strongly Slightly Slightly Strongly ‘
Agree Agree Agree Neutral Disagree Disagree Disagree
1 2 k] 4 5 6 7
40. There are insufficient numbers of quality black students in ROTC programs at .
black universities.
Strongly Slightly slightly Strongly
Agree Agree Agrae Neutral Disagree Disagree Disagree
l 2’ 3 4 5 ) 7

41, Black students from black universities are set back by the sudden reversal of
role from racial majority to racial minority which the black cadets experience

at ROTC Advanced Camp.

Strongly Slightly Slightly Strongly
Agree Agree Apree Neutral Disagree Disagree Disagree
1 2 3 4 5 6 7

42. The black cadets from the black school lose self-confidence when placed in
the predominantly white ROTC Advanced Camp euvironment.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree
1 2 3 4 5 6 7
43, Black cadets from black schools are intimidated by competition with cadets
from "name" schools (e.g., VMI, VPI, the Citadel).
i
Strongly 51izhtly Slightly Strongly
Apree Agree Agree Neutral Disagree Disagree Disagree
1 2 3 4 5 6 7

44, ROTC's at predominantly black universities/colleges generally suffer from
the lack of some training facilities and/or equipment as compared to many

nther schools,

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree
1 2 3 4 5 6 7




45. Black cadets from black schools posscss poor self-image.

Strongly Slightly Slightly Strongly
Agree Agree Agrece Neutral Disagree Disagree Disagree
1 2 3 h 5 6 7

46. Black cadets from black schools too often set their goals too low at ROTC
Advanced Camp.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Digagree  Disagree Disagree
1 2 3 4 5 6 7

47. ROTC curriculum for black cadets at black schools is too rigid--PMS' don't

have enough flexibility (time a’located by college and Army) to prepare
students for Advanced Camp,

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree
1 2 3 4 5 6 7

48, Fill in other selection:

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree
1 2 3 4 5 6 7

Questions 49-55

The factors in this section are those which tend to impact on judgments and opinions
concerning the performance of black cadets from black schools. You are asked to
evaluate each factor based upon your level of wpgreement or disagreement with the

stated factor on the Orating of the performance of black cadets at ROTC Advanced
Camp,

49. Black cadets lrom black schools are more likely to be subjected to rn:irl
prejudice and/or discrimination than are other cadets from non=hi.ck schools.

Strongly Slightly Slightiy Strongly
Agree Agree Agree Neutral  bicagree Disagree Disagree
1 2 3 [ 5 6 7

50. Black cadets from black schools must be "Supermen" to get top ratings.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree
1 2 3 4 > 6 7
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! 51, ROTC performance ratings of black cadets are somewhat subjective which
” enhances the liklihood cf black cadets from black schools receiving
biased evaluations.

. Stroagly Slightly Slightly Strongly
; Agree Agree Agree Neutral Disagree Disagree Disazree
‘ 1 2 3 4 5 6 7
52. Black cadets from black schools receive lower peer ratings compared to other
cadecs. '
Strongly Slightly Slightly Strongly
3 Agree _Agree Agree Neutral Disagree Disagree Disagree
» 2 3 4 5 6 7 ‘

53, Too few black officers and NCO's participate in the cadet evaluation process
at Advanced Camp.

~
Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree Disagree
1 2 3 4 5 6 7
54. Black schools have traditionally been more tolerant of low performance among
students.
H Strongly Slightly Slightly Strongly
Agree Agree Agree Neutyal Disagree Disagree Disagree !
1 2 3 4 5 6 7 i
!
55. Fill in other factor (Optional).
Strongly Slightly Slightly Strongly
Agree Agree _Agree Neutral Disagree Disagree Disagree |
1 2 3 4 5 6 7 ‘
Questions 56-63 Section IV Post-Commissioning Evaluation °
The survey also requested PMS provide reasons for black cfficers from black
schools generally receiving lower OER's than other ROTC graduates, FMS 3
responses are listed below. Indicate your level of agreement or disagreement.

56. Black officers from black universities and c¢clleges are less well prepared
to project a duominant image than other officers are.

Strongly Slightly Slightly Strongly
Agree Apree Agree Neutral Disagvee _Disagree Disagree
1 2 3 4 5 6 7

57. Black offizars from black schools are less well prepared to survive the
demands of the Army's behavioral norms compared to other officers,

o ; . S A e, L i [ y
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58.

59.

60.

6l.

62.

63.

64,

Strongly Slightly Slightly Strungly

Agree Agree Agree Neutral Disagroee Nisagree Disagrce
1 2 3 4 5 6 7

Black officers from black schools are less willing to compromise their
principles for the sake of somatimes doing what is considered necessary
to survive in the Army enviroument than are other officers.

OER's are not geared enough to job performance.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree  Disagree Disagree
1 2 3 4 5 6 7

PMS must play the numbers game, therefore some marginal cadets will be
commissioned,

Strongly Slightly Slightly StrSngly
Agree Agree Agree ‘Neutral Disagree Disagree Disagree
1 2 3 4 5 6 7

The Army hievarchy resists assimilating black officers (from black schouls)
who maintain strong black cultural identity.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagree Disagree  Disagree
1 2 3 4 5 ) 7

The ROTC curriculum is too rigid--PMS cannot teach and train to correct for
weaknesses known to exist.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neutral Disagrece Disagrece Disagree
1 2 3 4 5 6 7

The black officers from black schools have difficulty adjusting to a
predominantly white environment in the Army.

Strongly Slightly Slightly Strongly
Agree Agree Agree Neytral Disagree Disagree Disagree

1 2 3 4 5 6 7

SECTION V: INFORMATION ON UNIVERSITY SUPPORT

How interested is your institution administration in the ROTC program?

Not at all Moderately

Extremely Don't
Interested Interested Interested Know
1 2 3 4 5 6 7 9
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65.

66.

67l

68.

69.

70.

(3

How important is administration interest to providing a successful
ROTC program?

Not at all Moderately Extremely Don't
Important Important Important Know
1 2 3 4 5 6 7 9

How adequate is the university/college financial support of the ROTC
program?

Not Moderately Very Don't
Adequate Adequate Adequate Know
1 2 3 4 5 6 7 9

How important is the university/college financial support to conducting,
a successful ROTC program?

Not at all Moderately Extremely Don't
Important Important Important Know
1 2 3 4 5 6 7 9

How important is being able to receive academic credit for ROTC courses to
the success of the ROTC program?

Not at all Moderately Extremely Don't
Inportant Important Important Know
1 2 3 4 3 6 7 9

How adequate are the ROTC facilities at your institution?

Not Moderately Very Don't
Adequate Alequate Adequate Know
1 2 3 4 5 6 7 9

How important are early joint training and social contact opportunities
(pricr to ROTC Advanced Camp) between the ROTC detachments at predominantly
black and white institutions on your cadet's development as a "whole person."

Not at all Moderately Extremely Don't
Important Important Important Know

1 2 3 4 5 6 7 9
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71. How important is conduct at your institution of special/remedial communication
skill courses (speaking/writing) to the "whole person" development of black
ROTC cadets in black schools?

Not at all Moderately Extremely Don't
tmportant Important Important Kriow
1 2 3 4 5 6 7 9

SECTION VI INFORMATION ON U.S. ARMY SUPPORT

72. 1Indicate whether periodic visits (at PMS' request) to your ROTC detachment
by a small panel of successful active duty officers to conduct leadership
seminars enhance the "whole person' development of black ROTC cadets at
black schools.

No Moderate Very Don't
Value Value Valuable know
1 2 3 4 5 6 7 9

73. Indiczate whether having dedicated ("Hip Pockat") scholarships at vour
university would enable you to recruit students with high potential.

Ne Moderate Very Don't
Value Value Valuable Know
1 2 3 4 5 6 7 9

74. Indicate whether having the cadet commander and staff conduct some official
ROTC department briefings (i.e., I1.G., command inspections/visits) has value
in developing the black cadet as a 'whole person."

No Moderate Very Don't
Value Value Valuable Know ;
1 yi 3 4 5 6 7 9

75. 1Indicate the value of establishing a social program in which black cadets
are invited to be the guest at homes/officers' club of active duty officers
in local area.

No Moderate Very Don't
Value Value Valuable Know
1 2 3 4 5 6 7 9

76. Indicate the relationship of successful performances of black cadets at ROTC
Advanced Camp and their performance at OBC,

:
N
i

Not Moderately Strongly Don't
i Related Related Related Kuow
v
3 1 2 3 4 5 6 7 9
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Questions 77-80

Evaluate the impo.tance of the following activities on the dovelopment of the
“whole person" of black ROTC cadets.

17.

78.

79,

80.

81.

Orientation visits to military installations.

Not at all Moderately Extremely Don't
Important Important Important Know
1 2 3 4 5 6 7 9

FTX's at military installations,

Not at all Moderately Extremely Don't
Important Important Important Know
1 2 3 4 5 6 7 . 9

Advanced orientation training in units of anticipated braunches at end of
Advanced Camp.

Not at all Moderately Very Don't
Important Important Important Know
1 2 3 4 5 h 7 9
Participation in Army correspondence courses.
Not at all Moderately Fxtremely Don't
Important Important Important Know
1 2 3 4 5 6 7 9

SECTION VI: CRITICAL ISSUES/PROBLEMS

Record below the most critical issues/problems, in order of importance,
facing your ROTC program: (List up to five) Explain briefly.

d
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INDIVIDUAL QUESTIONNAIRE

X In the attached questionnaire, you are requested to describe the Captains/
Majors who have recently worked for you. There are six sections within the
questionnaire; each with the same grouping of 24 questions. They are grouped
in this manner to determine if you perceive any significant quality differences
between black and white officers whu have worked for you. You are requested to

W F . describe cu a scale of 0-6, with 3 being the midpoint, the best and worst black

and white Captains and Majors you have evaluated. In this context, "best'" and

"worst" are to be your best and your worst as comnared to the ideal or optimum {

A
-

officer who would be given top scores of 6. Your "best" Captain or Major may

or may not achieve the optimuam (maximum) score. Also, your worst officer may

P‘ not necessarily be awarded the minimum scores. Perhaps the most difficult
portions for you to complete are those that request evaluations of the "most
typical' officers who worked for you--here again, compared against your personal

standard of what the ideal officer should look like.

Please darken your response with the corresponding item on the attached mark
sense forms.
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l. Approximately how many (total) Captains and Majors worked for you

during the past four years?

0 -0-5

1

6-10

~N
H

11-15

w
|

16-20

4 - 21-25

N
1

26-30

o
]

31-35

s

7 = 36-40
B8 - 41-45

f 9 - 46 or more

2. Approximately what percentage of these Captains and Majors were black?

]

0 - 0-10%

1

11-20%

[
)

21-30%

w
1

31% or more

S ik o L i el . e .
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Describe the Best White Captain/Major who worked for you during the past four

years.

her.

10.
11.
12.

13.

14.

15.
16.
17.
18.

19.

20.

21.

22.

Poor performance
Poor Speaker
Poor Writer

Poor Leader

Poor Physically

Poor Military
Bearing

Indecisive
Irrational

Meek

Poor Administrator

Poor at Priority
Setting

Poor Mission
Orientation

Unethical

Dishonest

Little Potential
Low Self-Confidence

Poor Comprehension
of Instructions

Poor Military
Knowledge

Marginally Adaptable

Poor Interaction
with Juniors

s~ s

Please try to bring to mind a specific individual cnd describe him or

We emphasizc that the ideal nas a score of 6.

Exceptional Potential
Exceptional Speaker
Exceptional Writer
Exceptional Leader
Exceptional Physically

Exceptional Military .
Bearing

Decisive
Rational
Assertive
Exceptional Administrator

Exceptional at Priority
Setting

Exceptional at Mission
Orientation

Highly Ethizal

Honest

Exceptional Potential
High Self-Confidence

Exceptional Comprehension
of Instructions

Extensive Military Knowledge

Highly Adaptable

Excepcional Interaction
with Juninrs

oL
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23.

24,

25.

26.

Describe the Worse White Captain/Major who

years,

her.

27.
28.
29.
30.
31.

32.

33.
34.
35.
36.

37.

38.

39.
40.
41,
42.

43,

Poor Interaction
with Peers

Poor Interaction
with Seniors

Highly Immoral

Lack c¢f Integrity

Poor performance
Poor Speaker
Poor Writer

Poor Leader

Poor Physically

Poor Military
Pearing

Indecisive
Irrational

Meek

Poor Administrator

Poor at Priority
Setting

Poor Mission
Orientation

Unethical

Dishonest

Little Potential
Low Self-Confidence

Poor Comprehension
of Instructions

0

0

1

1

2

2

3

3

4

5

5

6

6

T S W

Exceptional Interactiop
with Peers

Exceptional Interaction
with Scniors

Highly Moral

High Integrity

worked for you during the past [our

Please try to bring to mind a specific individual and describe him or

Exceptional Potentiuk
Exceptional Speaker
Exceptional Writer
Exceptional Leader
Exceptional Physically

Exceptional Military
Bearing

Decisive

Rational

Assertive

Exceptional Administrator

Exceptional at Priority
Setting

Exceptional at Mission
Orientation

Highly Ekthical

Honest

Exceptional Potential
High Self-Confidence

Exceptional Comprehension
of Instructions

T e

et S o
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; 44, Poor Military o 1 Extensive Military Knowledge

Knowledge

45. Marginally Adaptable 0 1 2 3 4 5 6 Highly Adaptable

: 46. Poor Interaction 0 1 2 3 4 5 6 Exceptional Interaction

: with Juniors witi Juniors

i 47. Poor Interaction 0 1 2 3 4 5 6 Sxceptional Interaction

3 with Peers with Peers '
48. Poor Interaction 0 1 2 3 4 5 6 Exceptional Interaction

E with Seniors with Seniors
é 49, Highly Imworal . 0 1 2 3 &4 5 6 Highly Moral
: 50. Lack of Integrity 0O L 2 3 4 5 €& High Integrity -

] Describe the Most Typical White Captain/Major who worked for you during the

X past four years. Please try to bring to mind a specific individual and
| describe him or her.

i, 51. Poor performance 0 1 2 3 4 5 6 |lxceptional Potential

i’ 52. Poor Speaker 0 1 2 3 4 5 6 Exceptional Speaker
53. Poour Writer 0 1 2 3 4 5 6 lExceptional Writer ‘
54. Poor Leader 0 1 2 3 4 5 6 Exceptional Leader
55. Poor Physically 0 1 2 3 4 5 6 Exceptional Physically ;
56. Poor Military 0 1 2 3 4 5 6 Exceptional Military

Bearing Bearing ;

57. Indecisive 0 1 2 3 4 5 6 Decisive - :
58. 1Irrational 0 1 2 3 4 5 6 Rational
59. Meek 6 1 2 3 4 5 6 Assgertive

60. Poor Administrator 0 1 2 3 4 5 6 Exceptional Administrator

6l. Poor at Priority 0 1 2 3 4 5 6 Exceptional at Priority
Setting Setting

62. Poor Mission 0 1 2 3 4 5 6 Exceptional at Mission
Orientation Orientation

63. Unethical 0 1 2 3 4 5 6 Highly Ethical

.-

- . . ”M'\:’ A
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L 65.
g 66.

67.
{ 68.

69.

. 71.

73.

Th.

75,
76.
77.
78.
79.

80.

8l.

years.

82.

83.

Dishonest

Little Potential
Low Self-Confidence

Poor Comprehension
of Instructions

Poor Military
Knowledge

Marginally Adaptable

Poor Interaction
with Juniors

Poor Interaction
with Peers

Poor Interaction
with Seniors

Highly Immoral

Lack of Integrity

her.

Poor performance
Poor Speaker
Poor Writer
Poor Leader
Poor Physically

Poor Military
Bearing

Indecisive
Irrational

Meek

0

0

1

1

o

2

2

2 3 4
2 3 4
2 3 4
2 3 4
2 3 4
2 3

2 3

3

3

ke Y P gy v e e
4 5 f  Honest
4 5 6 Exceptional Potential
4 5 6 High Sclf~Confidence
4 5 6 Exceptional Comprehension
of Instructions
4 5 6 Exceptional Military Knowledge
4 5 & Highly Adaptable
4 5 6 Excerptional Interaction
with Juniors
4 5 € FExceptional Interaction
with Peers
4 5 6 Exceptional ILnteraction
with Scniors
4 % 6 Highly Moral
4 5 6 High Integrity

4

L

[©4]

L3

Describe the Best Black Captain/Major who worked for you during the past four

Please try to bring to mind a specific individunl and desgcribe him or

6

6

Exceptional Potential

Exceptional Speaker
Exceptional Writer
Exceptional Leader
Exceptional Physically

Exceptional Militaxy

Bearing
Dacisive
Ratiounal

Assertive




-

84. Poor Administrator 0 1 2 3 4 5 6 Exceptional Administrator
é 85. Poor at Priority 0 1 2 3 4 5 6 Exceptional at Priority
' Setting Setting
3 86. DPoor Mission 0 1 2 3 4 5 6 Exceptional at Mission
H Orientation Orientation
87. Unethical 0 1 2 3 4 5 6 Highly Ethical
88. Dishonest 0 1 2 3 4 5 6 |Honest
89. Little Potential 0 1 2 3 4 5 6 Exceptional Potential

90. 1Low Self-Confidence 0 1 2 3 4 5 6 High Self-Confidence

|
v 91. Poor Comprechension 6 1 2 3 4 5 6 Exceptional Comprehensicn

' of Inatructions of Instructions
3 92. Poor Military 0 1 2 3 4 5 6 Extensive Military Knowledge
! Knowledge

3. Marginally Adaptable 0 1 2 3 4 5 6 Highly Adaptable

' 94, Poor Interaction 0 1 2 3 4 5 6 Exceptional Interaction
- with Juniors with Juniors
ﬂ 95. Poor lnteraction 0 v 2 3 4 5 6 Exceptional Interaction
k. with Peers with Peers
L.
-5, 96. Poor interaction 0 1 2 3 4 5 6 Exceptional Interaction
p with Seniors with Seniors
t.n
97. Highly Immoral 6 1 2 3 4 5 6 Highly Moral !
o ¢
?j; 98. Lack of Integrity O 1 2 3 4 5 6 High Integrity
k: Describe the Worst Black Captain/Major who worked for you during the past four g -
%% years. Please try to bring to mind a specifiz individual and describe him or }
A \
4 her. i
i M
i §
"1 99. Poor perfurmance 0 1 7 3 4 5 6 Exceptional Potential a
% 100, Poor Speaker 0 1 2 3 4 5 6 Exceptional Speaker Jf
.£ 101. Poor Writer 0 1 2 3 4 5 6 Exceptional Writer
¢ ¥
.ﬂ' 102. Poor Leader 0 1 2 3 4 5 6 Evceptional Leader %
i o
! 103. Poor Physically 0 1 2 3 4 5 6 Exceptional Physically _?‘
b .ffﬂ
i
‘l‘f ' \ Hw
i i

3
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104,

105.
106.
107.
108,

109.

110.

111.
112,
113,
114,

115,

116.

117,

118,

119,

120.

121.

122,

v

Poor Military
Bearing

Indecisive
Irrational

Meek

Poor Administrator

Poor at Priority
Setting

Poor Mission
Orientation

Unethical

Dishonest

Little Potential
Low Self-Confidence

Poor Comprehension
of Iustructions

Poor Military
Kuowledge

Margirally Adapt-
able

Interaction
Juniors

Poor
with

Interaction
Peers

Poor
with

Ianteraction
Senlors

Poor
with

Highly Iamoral

Lack of Integrity

1~

N

b

i

6

Exceptional Military Bearing

Decisive

Rational

Assertive

Exceptional Administrator

Exceptional at Priority
Setting

Exceptional at Mission
Orientation

Highly Ethical X
Honest

Exceptional Potential
High Self-Confidence

Exceptional Comprehension
of Instructions

Extensive Military Knwied e

Highly Adaptuble
Exceptional Interaction
with Juniors

Exceptional Interaction
with Pears

Exceptional Interaction
with Seniors

Highly Moral

High Integrity

Describe the Most Typical Black Captain/Major who worked for you during the past

four yeers.

or her.

- .
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Please try to bring to mind a specific individual and describe him




123.

124.

125,
' 126.
; 127,

128,

129,
130.
131.

132,

133.

134,

135.

136.
137.
138.

139.

140.

141.

142.

143,

144,

Poor performance
éoor Speaker
Poor Writer

Poor Leader

Poor Physically

Poor Military
Bearing

Indecisive
Irrational

Meek

Poor Administrator

Poor at Priority
Setting

Poor Mission
Orientation

Unethical

Dishonest

Little Potential
Low Self-Confidence

Poor Comprehension
of Instructions

Poor Military
Knowledge

Marginally
Adaptable

Poor lnteracticu
with Juniors

Poor Iunteractions
with Peers

Poor Interaction
with Seniors

L= I S

P S

4

W

Exceptional
Exceptional
Exceptional
Exceptional
Exceptional

Exceptional
Bearing

Decisive
Rational
Assertive
Exceptional

Exceptional
Setting

Exceptional
Orientation

Potent:ial
Speaker
Writer
Leader
Physically

Military

-
Administrator

at Priority

at Mission

Highly Ethical

Honest

Exceptional
’

Potential

High Self-Confidence

Exceptional

Comprehension

of Instructinus

Extensive Military Knowledge

Highly Adaptable

Exceptional

Interaction

with Juniors

Exceptional
with Peers

Exceptional

Interaction

Interaction

with Seniors




Highly Immoral

Lack of Integrity o 1 2 3

0 1 2 3 4 S 6 Highly Moral

4 5 6 High Integrity
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ATTACHED QUESTIONNAIRE 1S TO BE ADMINISTERED TO 03-04 BLACK AND WHLITE (CONTROL

SAMPLE) OFFICERS IN THE FIELD.
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BACKGROUND

I. HONCR GRADUATE:

a. BACHELOR DEGREE LEVEL

YES NO

b. ADVANCED DEGREE LEVEL

YES NO

II. DISTINGUISHED MILITARY STUDENT

s YES NO

- III. DISTINGUISHED MILITARY GRADUATE

YES NO

IV. ROTC SCHOLARSHIP 1 YR 2 YR 3YR__ 4R

V. INDICATE YOUR FIRST FIVE CHOICES OF BRANCHES, BRANCH AWARDED, CURRENT

BRANCH.
ARMOR QUARTERMASTER
AIR DEFENSE ARTILLERY ORDNANCE
FIELD ARTILLERY FINANCE
INFANTRY ADJUTANT GENERAL'S CORPS
ENGINEER SIGNAL :
MEDICAL SERVICE CORPS MILITARY POLICE .
JUDGE ADVOCATE'S GENERAL MILITARY INTELLIGENCE ]
VETERNARY CORPS MEDICAL CORP

a. FIRST CHOICE

b. SECOND CHO™CE

c¢. THIRD CHOICE

d. FOURTH CHOICE

VeLemAt gl 1

FIFTH CHOICE

e
(4
.
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f. BRANCH INTO WHICH COMMISSIONED

g. CURRENT BRANCH

Questions 1~6 Select one or more as appropriate

Evaluate your membership in those honor societies in whici. you were a member and
give your estimate of the importance of each to your LEADERSHIP DEVELOPMENT. Use
question number 6 to evaluate your membership in a society not given in questicns
1 through 5. To complete your response at question number 6 first fill in the
blank with the name of the society and then proceed as you did for questions 1
through 5.

ot e g

1. ALPHA KAPPA MU '

i Not Moderately Very Not a
Important Important Important Member
1 2 3 4 5 6 7 9

2, SCABBARD AND BLADE HONCR SOCIETY

, Not Moderately Very Not a
i Important Important Important Member
!
: 1 2 3 4 5 6 7 9

3. ALPHA LAMDA DELTA

Not Moderately Very Not a i
Important Important Important Member :
1 2 3 4 5 6 7 9

4. KAPPA DELTIA PI

e

Not Moderately Very Not a -
Important Important Important Member
1 2 3 4 5 6 7 9
5. ACADEMIC WHO'S WHO _ :
Not , Moderately Very Not a
Important Important Important Member
1 2 3 4 5 6 7 9
6.
(FILL IN OTHER SELECTION g
Not Moderately Very Not a ﬁﬁ
Important Important Important Member ;%
1 2 3 4 5 6 7 9
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Questions 7-12 Select one or more as appropriate

Evaluate your membership in those honor societies in which you were a member and
give your estimate of the importance of each to your development of EEBbDNAL
CONFIDENCE. Use question number 12 to evaluate your membership ir a soclety uet
given in questxons 7 through 11. To complete your response at question number 12
first fill in the blank with the name of the society and then proceed as you did
for questions 7 through 1ll.

7. ALPHA KAPPA MU

e

Not Moderately Very Not a
Important mportant Tmportant Member
1 4 7 9
8. SCABBARD AND BLADE HONOR SOCIETY .
Not Moderately Very Not a
Important Impoxrtant Important Member
1 2 4 5 5 7 9
9. ACADEMIC WHO'S WHO
Not Moderately Very Not a
Important Important Important Member
1 4 7 9
10. KAPPA DELTA PI
Not Moderately Very Not &
Important Important Important Member
1 4 7 9
11. ALPHA LAMDA DELTA
Not Moderately Very Not a
Important Important Important Member
1 b 7 9
12.
(FILL IN OTHER SELECTION)
Not Moderately Very Not a
Important Important Important Member
1 4 7 9
iy ‘1‘,. LJ’HE.\'M&\*-.‘J‘.".\::lik,;‘:“iiuﬁklﬁ;ﬁ‘f. N xﬂ;.,l.\9{~;iﬁ.vlv x.mmm dar ‘ ¢
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Questions 13-18 Select one or more as appropriate

Evaluate your membership in student organization or activities which you joined,
and give your estimate of the importance of each of the activities to your
LEADERSHIP development. Use question number 18 and fill in an organization or
activity of your choice to evaluate if one of your activities is not listed at
questions 13 through 17.

13. SORORITY

Not Moderately Very Not a
Important Important Important Member
1 2 3 4 5 6 7 9

14. FRATERNITY

ﬁ
Not Moderately Very Not a
Important Important Important Member
1 2 3 4 5 6 7 9

15. SCABBARD AND BLADE

Not Moderately Very Not a
Important Importcont Important Member
1 2 3 4 5 6 7 9

16. PERSHING RIFLES

Not Moderately Very Not a
Important Important Important Member
1 2 3 4 5 6 7 9

17. STUDENT COUNCIL

Not Moderately Very Not a
Important Important Important Member
1 2 3 4 5 6 7 9
18.
(FILL IN OTHER SELECTION)
Not Moderately Very Not a
Importaut Important Important Member
1 2 3 4 5 6 7 9
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Questiuns 19-24 Select one or more as appropriate

Evaluate your membership in student organizations or activities which you joined

i and give your estimate of the importance of each of the activities to your develop-
ment of PERSONAL CONFIDENCE. Use question number 24 and fill in an organization
or activity of your choice to evaluate if one of your activities is not listed at
questions 19 through 23.

19. FRATERNITY

Not Moderately Very Not a
Important Important Important Member
? . 1 2 3 4 5 ) 7 9

o SRS ETES o an i i
. chie i 4

; 20. SORORITY

8 Not Moderately Very Not a
Important Important Important Member
1 2 3 4 5 6 7 9

',

21. PERSHING RIFLES

Not Moderately Very Not a
Important Important Important Member

1 2 3 4 5 6 7 9

22. STUDENT COUNCIL

Not Moderately Very Not a
Important Important Important Member
1 2 3 4 5 6 7 9

23. SCABBARD AND BLADE

Not Moderately Very Not a
Important Important Important Member Q
1 2 3 4 5 6 7 9
i
(FILL IN OTHER SELECTION) ﬁ
Not Moderately Very Not a a
Important Important Important Member )
g
]

1 2 3 4 5 6 7 9




Questions 25-31
‘ Evaluate the cadet positions you held, to give impacts of each on your LEADERSHIP
E DEVELOPMENT. Use question number 31 to list and evaluate a leadership position
you held not given at questions 25 through 30.
i 25. PLATOON LEADER
3
! Not Moderately Very Didn't Hold
‘ Important Important Important Position .
1 2 3 4 5 6 7 9
26. BATTALION ‘
Not Moderately Very Didn't Hold
Important Important Important Position
1 2 3 4 5 6 7 9
27. SQUAD LEADER
Not Moderately Very Didn't Hold
Important Important Important Position
1 2 3 4 5 6 7 9
COMPANY COMMANDER
Not Moderately Very Didn't Hold
Important Important Important Position
1 2 3 4 5 6 7 9
PLATOON SERGEANT ®
. E
Not Moderately Very Didn't Hold |
Important Important Important Position - v
K
1 2 3 4 5 6 7 9 «
§-3 . o
Not Moderately Very Didn't Hold
Important Important Important Position
1 2 3 4 5 6 7 9
(FILL IN OTHER SELECTION)
Not Moderately Very Didn't Hold
Important Important Important Position
1 2 3 4
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Questions 32-35

For all those activities in which you participated, rate the importance of the
activity to your LEADERSHIP DEVELOPMENT.

32, INTRAMURAL SPORT

Not
Important

1 2

33. INTZRCOLLEGIATE SPORT

Not
Important

1 2

(95

3

Moderately Very Did Not
Important Important  Participate
4 5 6 7 9

Moderately Very Did Not
Important Important  Participate
4 5 6 7 9 '

34. INTERCOLLEGIATE TEAM CAITAIN

Not
Important

1 2

35. INTRAMURAL TEAM CAPTAIN

Not
Important

1 2

Questions 36-39

3

Modarately Very Did Noc
Important Important  Participate
4 5 6 7 9

Moderately Very Did Not
Important Important  Participate
4 5 6 7 9

For all those activities in which you participated, rate the importance of the
activity to the development of your PERSONAL CONFIDENCE.

36. INTRAMURAL SPORT

Not
Inportant

1 2
37. INTERCOLLEGIATE SPORT

Not
Important

1 2

.

Moderately Very Did Not
Important Important  Participate
4 5 6 7 9

Moderately Very Did Not
Important lmportant Participate

4 5 6 7 9
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38. TEAM CAPTAIN

: Not Moderately Very Did Not
¥ Important Important Importaut Participate
1 2 3 4 5 6 7 9
'
‘* 39. INTRAMURAL TEAM CAPTAIN
K
;? Not Moderately Very Did Not .
} Important Important Important  Participate
1 2 3 4 5 6 7 S

A Questionms 40-44
3 Post Coomission Evaluation

40. EVALUATE YOUR SATISFACTION WITH YOUR BRANCH

3

; Very Very

S Dissatisfied A Sutisfied
1 2 3 4 5 6 7

41, EVALUATE YOUR BASIC COURSE CLASSROOM BRANCH TECHNICAL INSTRUCTION

Very Very
Easy Difficult
1 2 3 4 5 6 7
EVALUATE YOUR BASIC COURSE PRACTICAL OR FIELD BRANCH TECHNICAL INSTRUCTION
§
Very Very a
Easy Difficult Cg
1 2 3 4 5 6 7

EVALUATE YOUR BASIC COURSE INSTRUCTION IN ARMY SOCIAL CUSTOMS AND TRADITIONS

Veyy Very
Easy Difficult
1 2 3 4 b) 6 7

EVALUATE YOUR BASIC COURSE INSTRUCTION IN MAINTENANCE AND SUPPLY

Very Very
Easy Difficult

1 2 3 4 5 7
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Questions 45-51

Evaluate each of the following to give the importance of each [actor to your
decision to join the advanced ROTC Prograwm. Use question number 51 to list and

evaluate any additional factor you choose to have considered,

Wbt B niassst i 1T, b e T S A AR R AT TR
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45. MONEY: SALARY OTHER THAN SCHOLARSHIPS
Barely Very
- Important Inportant
1 2 3 & S5 7
46. ATTRACTIVENESS OF ARMY OFFICER'S CAREER
Barely Very
Important Lmportant
1 2 3 4 5 7
47. ROTC SCHOLARSHIPS
Barely Very
Important Important
1 2 3 4 5 7 ‘
48. OFFICER CAREER PROVIDED ANOTHER JOB OPTION
Barely Very
Important Important
1 2 3 4 5 7 y
r
49. THE RACTAL CLIMATE OF THE ARMY %
by
Barely Very f
Importar.t Important .y
‘
1 2 3 b 5 7 i
50, THE ARMY'S EQUAL OPPORTUNITY ENVIRONMENT
Barely fﬁ\& Very
Important \\ Important
. R
1 2 "3 4 5 7
51. OTHER:
(Fill in Factor) K
Barely Very p
Important Important
1 2 3 4 5
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52.

53.

5.

56.

580

Questions 52-59 Select one or more

FAMILY

Barely

Important

1

PROFESSOR OF MILLTARY SCILENCE

Barely

Important

1

ROTC INSTRUCTORS

Barely

Iwportant

1

NON-COMMISSIONED OFFICER ROTC INSTRUCTORS

Barely

Important

1

DESIRE TO BLECOME AN OFFICER

Barely

Important

1

COUNSELLORS

Barely

Loportant

1

FELLOW STUDENTS

Barely

Important

1

5

wvn

L ol R, At .
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Very
Important

7

Very
Important

7

Very
loportant

7

Very
Important

7

Very
Important

7

Very
Important

7

Very
lmportant

7

[P

Select and rate the priancipal people influences on your decision to join ROTC.
Use question number 59 to list and evaluate any other influence you choose to
have considered in addition to those listed from 52 through 58.

pes
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b 59. OTHER: .

) (Fill ir Selection)

f? Barely Very

R\ Important Important
i

8 1 2 3 4 5 6 7

u?

3 . Questions 60-65

Evaluate vour pre-college environment and experience by ranking the racial mix
associated with the institutions whi:th follow., Use line selection as constructed.

' 60. RACIAL MIX OF YOUR NEIGHBORHOOD FOR THE MAJORITY OF YOUR LIFE

Black , Black
1 2 3 4 5 6 7
0% 1-19% 20-39Z 40-59% 60-79% 80-99% 100%

61. ELEMENTARY SCHOOL STUDENT BODY

Black Black
1 2 3 4 5 6 7
174 1-197% 20-39%Z 40~59% 60~797 80-99%Z 100%

62. MIDDLE SCHOOL (OR JUNIOR HIGH SCHOOL) STUDENT BODY i

Black Black
1 2 3 4 5 6 7
0% 1-19% 20-39% 40-59% 60-797Z 80-99% 100%

63. HIGH SCHOOL STUDENT BODY

Black Black
1 2 3 4 5 6 7
0% 1-19% 20-397% 40-59% 60~79%Z 80-99%Z 100%

) 64. RATE YOUR FREQUENCY OF PERSONAL CONTACT WITH WHITES PRIOR TO COLLECE

No Frequent
Contact Contact
1 2 3 4 5 6 7

65. RATE YOUR FREQUENCY OF PERSONAL CONTACT WITH WHITES WHILE ATTENDINC COLLECE

No Frequent
Contact Contact
! !
1 2 3 4 5 6 7 P

e bR At N G oA e
£ -. — i = b e 2
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Questions 66-69

For each question, rate the racial mix for the faculty or teacher staff of the
institutution you attended.

3 66. ELEMENTARY SCHOOL

i Black Black

|

] 1 2 3 4 5 6 7 .
, 0% 1-19% 20-39% 40-59% 60-79% 80-99% 100%

67. MIDDLE SCHOOL (OR JUNIOR HIGH SCHOOL)

Black Black
1 2 3 4 5 6 7 <
(1)1 1-19% 20-39% 40~59% 60~79%Z 80-99% 100%

;' 68. HIGH SCHOOL

Black Black

1 2 3 4 5 6 7
0% 1-19% 20-39% 40-59%Z 60-79% 80-99%Z 100%

69. COLLEGE
Black Black

1 2 3 4 5 6 1
0% 1-19% 20-39% 40-59% 60-79% 80-99% 1007%

PO

Questions 70-78

Evaluate environment and experience as indicated,

70. RATE THE FREQUENCY OF YOUR EXPERIENCE WITH WHITE PEFERS WHO HAVE NEVER HAD
PRIOR CONTACT WITH BLACKS

Barely Very .
Ever Often
1 2 3 4 5 6 7

71. RANK THE QUALITY OF A TYPICAL PREDOMINATELY WHITE HIGH SCHOOL AS YOU
PERCEIVE IT

Very Very
Low High

1 2 3 4 5 6 7
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72.

73.

74,

75.

76.

77.

78.

»

RATE THE QUALITY OF A TYPICAL PREDOMINATELY BLACK HIGH SCHOOL AS YOU
PERCEIVE IT

Very Very
Low High
1 2 3 4 5 6 7

RATE THE VALUE OF AN EDUCATION AT A TYPICAL PREDOMINATELY WHITE HIGH
SCHOOL TO PREPARATION FOR COLLEGE

Little

Very
Value Valuable
1 2 3 4 5 6 7

RATE THE VALUE OF AN EDUCALION AT A TYPUCAL PREDOMINATELY WHITE COLLEGE

T0 JOB OFPORTUNITY AFTER GRADUATION

Little Very
Value Valuabic
1 2 3 4 5 6 7

RATE THE VALUE OF AN EDUCATION AT A TYPICAL PREDUMINATELY BUACK HIGH
SCHOOL TO PREPARATION FOR COLLEGE

Little

Very
Value Valuable
1 2 3 4 5 6 7

RATE THE VALUE OF AN EDUCATION AT A TYPICAL PREDOMINATELY BLACK COLLECE
TO JOB OPPORTUNITY AFTER GRADUATION

Little Very
Value Valuable
1 2 3 4 5 6 7

HOW COMPETITIVE DO YOU VIEW THE ENVIRONMENT O% THE ARMY?

Barely Very
Competitive Competitive
1 2 3 4 5 6 7

HOW WELL ARE YOU BEING PREPARED FOR THE COMPETLTION OF AN ARMY CAREER?

Ill Well

Prepared Prepared

1 2 3 4

ot
[ex

/
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Questions 79-80
Evaluate the importance of your ability to express yourself clearly in writing.

79, TO A PROFESSIONAL CAREER

Barely Very
Important Important
1 2 3 4 5 6 7

80. TO A CAREER AS AN ARMY OFFICER

Barely Very
Important Important
1 2 3 4 5 6 7

Questions 81-82
Evaluate the importance of your ability to speak clearly

g

8l. TO A PROFESSIONAL CAREER

Barely Very
Important Important
1 2 3 4 5 6 7

82. TO A CAREER AS AN ARMY OFFICER

Barely Very
Important Important
1 2 3 4 5 6 7

Questions 83-84

Evaluate writing education. Rate the instruction in writing which you have
received in your undergraduate education departments.

83. OTHER THAN ROTC

Low High
Quality Quality
1 2 3 4 5 6 7

84. EVALUATE WRITING EDUCATION GIVEN IN ROTC

Low High
Quality Quality
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Questions 85-86

Evaluate amount of writing instruction as provided by:

85. UNDERGRADUATE DEPARTMENTS OTHER THAN ROTC

- Decrease

Increase
¥ Greatly Creatly
A
th - 1 2 3 4 5 6 7
o 86. ROTC DEPARTMENT
-k '

24 Decrease Increase
2 i ’ Greatly Greatly
o

i

) 1 2 3 4 5 6 7

Questions 87-88

Evaluate speaking education. Rate the ilnstruction in speaking which you have
received in your undergraduate education in departments:

87. OTHER THAN ROTC

- e et - g
—— t e o am—

Low High
Quality Quality
‘ 1 2 . 3 4 5 6 7

88, EVALUATE SPEAKING EDUCATION GIVEN IN ROTC

Low High
Quality Quality
1 2 3 4 5 6 7

Questions 89-90

. Evaluate amount of speaking instruction as provided by:
89. UNDERGRADUATE DEPARTMENTS OTHER THAN ROTC
Decrease Increase
Greatly Greatly
1 2 3 4 5 6 7
90. ROTC DEPARTMENT
Decrease Increase
Greatly Greatly
1 2 3




Questions 91-93

Evaluate your educational experience prior to college.

91. ELEMENTARY SCHOOL EDUCATION

Barely
Adequate

1 2 3

Very
Adequate

4 5 6 7 .

92. JUNIOR HIGH SCHOOL OR M DDLE SCHOOL

Barely
Adequate

1 2 3
93. SENIOR HIGH SCHOOL

Barely
Adequate

1 2 3

Questions 94-96

Very
Adequate

4 5 6 7

Very
Adezquate

4 5 6 1

\'1\.

\

Evaluate your preparation for college level education during pre-college
education at the levels indicated.

94. JUNIOR HIGH SCHOOL OR MIDDLE SCHOOL

Very
Poor

1 2 3
95, SENIOR HIGH SCHOOL

Very
Poor

1 2 3
Questions 96-100

Evaluate factors listed below
to complete your branch basic

i

Cheon ot ot ALt S et

Very
Good

Very
Good

as to importance to making it difficult for you
course.

TR
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. 96. MAP READING INSTRUCTIOCN
' Not Mouderately Very
Important Important Important
1 2 3 b 6 7
97. SHOCK OF NEW ENVIRONMENT
¢ . Not Moderately Very
; Important Important Important
: 1 2 3 4 ¢ 7
i ‘ 98. IMPACT OF COMPETITION
C Not Moderately Very
3 Important Important Important
4
, 1 2 3 4 6 7
)
‘ 9%. FAMILY PROBLEMS
g‘ Not Moderately Very
) Impcrtant Important Iniportant
.
1 B 3 4 6 i
100. UNFAVORABLE BRANCH SELECTION
Not w Moderately Very
Important Important Important
1 2 3 4 6 7

Questions 101-109

Evaluate your satisfaction with Army assignments and career development.

your entire Army carcer.)

101. EVALUATE YOUUR CAREER SATISFACTION DUE TO WORKING WITH PEOPLE
Very Moderately Very
Dissatisfactory 3atisfactory Satisfactory
1 2 3 4 6 7
102. EVALUATE JUB SATISFACTION
Very Moderately Very
Dissatisfactory Satisfactory € .tisfactory
1 2 3 4 5 6 li

(Consider
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103. EVALUATE SATISFACTION WITH OFFLICERS YOU HAD AS IMMEDIATE SUPERVISORS

o Very Modurately Very
: Dissatisfactory Satisfactory Satisfactory
; 1 2 3 4 5 6 7
é‘ 104. EVALUATE SATISFACTION WITH THE CURRENT GEUGRAPHICAL LOCATION OF YOUR
F ASSIGNMENT
t‘
Very Moderately Very
f Dissatisfactory Satisfacto