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One of the most popular approaches to satisfying this feedback requirement is to
videotape the student in Interpersonal situations. Most such efforts, however ,
fall quite short of providing appropriate feedback and the general failure to
demonstrate training benefits from the use of this method can be attributed to
this shortcoming. Further , the costs and di fficul ties associated with providing
adequate feedback regarding interpersonal performance apparently have discour-
aged attempts to do so.

This report presents an approach for decreasing some of these costs and di ffi-
culties. This approach uses a computer to assist in the process of eliciting
appro pr iate feedback from jud ges and prov id ing this feedba ck to the student,
both in coordination with the videotaped recordings of the student’s performance
In th is regard , compu ter programs designed to help a judge rate -Interpersonal
performance along a variety of dimensions were developed and tested. Although
these programs also are suitable for providing feedback to the student, formal
tests of this aspect of the process were not conducted in the present researth.
Fo rma l , albeit brief,~experImenta l eval uations of the feedback el icitation and
development programs were conducted, however.

Several potential benefits of the procedures for interpersonal skills training
were demonstrated as a result of both the formal and informal tests of the
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SUMMARY

Training technology in the interpersonal skills area has not kept pace
with the training technology that is availabl e in most other skill areas. The
deficiencies in Interpersonal skills training are especially appa rent in “job
oriented” instruction , wherein the student performs operational tasks in simu—
lated or actual job situations. A major obstacle to the application of job
oriented instruction to thi s area is the difficulty in providing appropriate
feedback to the student concerning his performance in the interpersonal si tua-
t ion.

One of the most popular approaches to satisfying this feedback requirement
is to videotape the studen t in interpersona l situations. Most such efforts ,
however , fall quite short of providing appropriate feedback and the general
failure to demonstrate training benefits from the use of this method can be
attributed to thi s shortcoming. Furthe r , the costs and difficulties associated
with providing a dequate feedback regarding interpersonal perfo rmance apparentl y
have discouraged attempts to do so.

This report presents an approach for decreasing some of these costs and
di fficulties. This approach uses a compu ter to assist in the process of
eliciting appropriate feedback from judges and providing this feedback to the
student, both in coordination with the videota ped recordings of the student ’s
performance. In this regard, compu ter programs designed to hel p a judge rate
Interpersonal performance along a variety of dimensions were developed and
tested. Al though these programs also are suitabl e for providing feedback to
the student , formal tests of thi s aspect of the process were not conducted in
the present research. Form al , albeit brief, experimental evaluations of the
feedback elicitation and development programs were conducted , however.

Several potential benefits of the procedures for interpersonal skills
training were demonstrated as a result of both the formal and informal tests
of the system. First, the tasks of eliciting, devel oping , and del ivering feed-
back appeared to be facilitated by the programs. Evidence for this came mainly
from the experiences of project personnel who noted , in developi~ental tests of
the system, that these training tasks were difficu lt , frustrating, and some-
times even Impossibl e to perform correctly without computer assistance. Al so,
in the formal evaluations of the compu ter-assisted methods, judges reported
that the work load was “about right,” that the task was interesting, and that
they understood the task.

Second, the feedback that was made possibl e by this new techn ique appea red
to be much more useful than the feedback that typically resu l ts from other ap-
proaches in the area. This conclusion was based on an analytical comparison
of the extent to which the feedback of the new programs vs. that of other, non-
computer-aided methods, conformed to the characteristics of good feedback.

Third , the computer programs can be used to Improve the reliability of
ratings of interpersonal performance and , in so doing, improve the validity of
the ratings. Although , for a var iety of poss ib le reasons , overall rating
reliabilities were relatively low , a new computer-aided technique improved the
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Peliability on one of the two variables (considerate ) to which It wa~ appl ied .
This technique provided compu ter—generated , t me—we ighted averageS of a series
of individual ratings of a variable . The reliability resu lting from this
method was considerably greater than a global rating made by the judge on the
variable.

The preliminary nature of this study prevented extensive refinement of
the programs and the procedure for their use. For exampl e , the judges were
not extensively trained in the use of the computer rating methods , and little
was done to assure that they performed conscientiously . Also , more should be
done to assure that the functions and formats of the programs are appropriate.
These l atter improvements await more extensive development and research ef-
forts. These efforts should result in a more compl ete program of computer
aids , afte r which a more extensive effort to appl y and eval uate the programs
shoul d be conducted .

The present study demonstrated the probability that a variety of compu ter
programs can enhance interpersonal skills training . The nature of ideal com-
puter programs for thi s purpose is a subject for further research.

Furthe r research is also needed to determine whether students perform any
differently (hopefully better) as a result of this new feedback procedure, and
how these changes compare to those occurring under more traditional (i.e., non-
computer) training methods. This training effectiveness i ssue (i.e., how well
does the training c hange performance) should be adiressed after additional
development and refinement of the new technique. The concern about training
validity (i.e., how well does the training improve performance) is a much more
thorny problem , since universal agreement on the characteristics and measure-
ment of good leadership does not exist , despite a great body of research on
the subject. The new technology presented here is intended to be content free.
That is , it should teach the subject matter of interpersonal instruction more
efficiently, regardless of the nature or quality of this subject matter. More
efficient training strategies are necessary, but not sufficient , conditions to
improve Interpersonal performance. Improved performance in this area also
requires valid subject matter, and this concern was only ancillary to the
goals of the present effort.

Finally, once the training effectiveness and validity issues have been
resolved , cost-effectiveness issues arise. Cost-effectiveness questions re-
quire comparisons of the new technique with other logical approache s to the
objectives. It was beyond the scope of this study to develop and eval uate
al ternate approaches. For this reason, and because the training effectiveness
and validity issues have yet to be resolved for the new techniqu e, rigorous
efforts to answer cost-effectiveness questions are premature. Never theless ,
assuming the desirability of the functions of the new computer techn i ques, and
comparing these techniques with pu rely manual operations for performing the
same func tions , considerabl e cost saving s can be demonstrated.
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SECTION I

INTRODUCT IO N

The efficiency of an o rganization depends on the effectiveness of inter-
personal comunications wi thin it. Typically, littl e is done to improve per-
formanc e in this a rea .

The Naval Training Equ ipment Center (NAVTRAEQUIPCEN), during the past five
years, has been engaged in determining , devel oping, and evaluating several ap-
proaches to the improvement of interpersonal behaviors through the use of a
compu ter. These approache s have mainl y been aimed at improving the inter-
personal comunications abilit ies of Navy recruit company comanders (CCs) in
interactions with their recruits. These earlier approaches are described in
other reports. 1 ,2 ,3,4 ,5,6,7,8,9

One of these approaches involves the use of videotapes to teach inter-
personal skills. The compu ter controls the operation of a videotape pl aye r,
coordinating the tape with written material presented on a CRT termi nal. The
tapes consist of both real and rol e—playe d interactions between CCs and re-
cruits. The lessons train and test the ability to recognize examples of vari-
ous interpersonal skills. These videotape l essons follow an extensive set of
written CAl l essons which cover the same skills. The video lessons were
designed to present the skills in a form which more closely approximates the

( real operational setting .

1. Spencer , G. J. and Hausser , D. L.; Blaiwes , A. S. and Wel ler , 0. R. Use of
Compu ter—Assisted Instruction for Interpersonal Skill Training — A Pilot Study,
1975. Technical Report: NAVTRAE QUIPCEN 73—C—Ol 33—1 .
2. Cohen , J. L. and Fi shbein , M. Development and Research Utilizing the
PLATO IV System for Company Comander Behavioral Change Training. August 1975.
Technical Report: NAVTRAEQIJ IPCEN 73—C—Ol 29—1 .
3. Hausse r, D. L., Blaiwe s , A. S., Wel l er , 0. R., and Spencer , ( . J. Appl ica-
tion of Computer-Assisted Instruction to Interpersonal Skill Training. January
1976. Te c hnical Repo rt : NAVTRAE QtJ IPC EN 74-C-Ui 00-1 .
4. Cohen, J. L. and Fishbein , M. A Fiel d Test of the PLATO IV System for
Company Coninander Behavioral Change Training . July 1976. Technical Report :
NAVTRA EQUIPCEN 74—C-0095-l.
5. Lukas , G., Blaiwe s , A. S., and Wel ler , D. R. Evaluation of Human Relations
Training Programs. January 1977. Technical Report: NAVTRAEQUIPCEN
75—C—0076-1 .

• 6. Blaiwes, A. S., Weller , D. R., and Romot, G. Devel opment and Impiementa-
tion of a Computerized Evaluation and Training System (CETS) at a Recruit
Training Command. March 1978. Technical Report: NAVTRAEQU IPCEN IH—300.
1. Wel le r , D. R. and Bla iwes, A. S. Leadership Dimensions of Navy Recruit
Company Comanders and Recruit Morale and Performance. Psychological Reports,
1976, 39, 767-770.
8. Blaiwe s , A. S. and Wel ler , D. R. A Social Simulator: Development and

~ - 
Evaluation. Educati onal Technology . March 1977 , 14—20.
9. Bla iwes , A. S. and Weller , 0. R. A Computerized Evaluation and Training
System (CETS) for Recruit Training Commands: An Overview. NAVTRAEQIJIPC EN , in
prepa ration.
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The current research is directed at enlarging the use of videotape In the
training of interpersonal skills. An idea’ videotape training program would
start with the taping of a student in an actual job situation. The tape ’ s
contents would then be rated for the performance of the interpe rsonal skills.
Then the student would be g iven feedback on his /her perfo rmance , wi th special
attention to strong and weak areas. Additiona l training woul d then be given
on appropriate skills. The taping - feedback — training cycle wo uld be re-
peated until performance was acceptable.

A critical step in the development of thi s progra m is the design of a
method for accurately, efficiently, and rel iably rating interpersonal behavior
as seen on videotape . In the effo rt to develop a better method for rating
interpersonal behavior , many aspects of the feedback component also were pro-
vided . These are the su bjects of this study.

It was decided at the outset that a compu ter would he used to assist in
the rating. Some of the more a ppa rent advanta ges of using a compu ter are :

a . Rater s ’ responses can be automatically keyed to the location on the
tape where they occur .

b. Raters’ responses can be automatically stored and processed.

c. Compl ex outpu ts and displ ays can be quickly produced .

d. All functions of the tape pl ayer can be under programmed control .

e. The most effective approaches to videotaped rating can be standa rdized.

The need for research and development (R&D) on the process of rating ,
analyzing , and providing feedback on a student’s videotaped performance is
indicated by the widespread practice of using videotapes for performance feed-
back in training programs, contrasted with the rel ativel y minor experimental
evidence which would recommend their use. Thi s is especially true in the
interpersonal sk i l l s  area .

Most evidence in favor of such use of videotapes appears to be non-quanti-
tative and anecdotal. For example , Kanner 10 reports that instructors become
vividly aware of their shortcomings as a result of viewi ng their perfo rmance
on videotape which “...is often followed by striking changes in the instruc-
tor’s teaching behavior.... These insights are often achieved much more
rapidly than when someone else , wi thout the benefit of videota pe playback ,
criticizes an instructo r ’s perfo rmance. ” A similar observation was made in an
effo rt to compare videota pe and role-pl aying procedures for teaching job inter-
view skills) 1 It was noted “ ...that severa l subj ects in the role—playi ng

10. Kanner , J. H. In a Report of the Third A rmed Forces Tel evision Confe r-
ence. Fort Lee , VA, 17— 1 9 October 1962. Office of The Chief Signal Officer
Audio—Vi sual Communications Directorate , April 1963 , p. 14.
11. Venardos , M. G. and Harri s , M. B. Job Interv iew Training wi th Rehabilita —
tion Clients: A Comparison of Videotape and Role-Playing Procedures . Journal
of Applied Psyc hology , 197 3, vol. 58 , No. 3, 365—367.

8
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group initially resisted the possibility of their having interview problem s,
wherea s those in the videotape group were quick to detect their o’~ti inappro-
priate behaviors and acknowl edge the need for improvement . ”

More quantified o bservat~o’ ,s , however , do not seem to recommend the use
of videotapes so strongly. For exampl e , videotaped performance feedback did
not Im prove group performa nce in a probl em solving si tuation when used alone ;
although it did add small improvements whe n combined with a videotaped model
of performance. 12 Similar results were obtained in an ex periment which tested
the effects of model and feedback videotapes on teachers ’ use of positive feed-
back responses to children ’s behav ior .’13 “The f i nd in gs demonstra ted tha t the
combined model and feedback videotape technique and the model videotape tech-
nique are effective while the feedback videotape intervention is ineffective
in changing teaching behaviors.”

Other researchers , noting the cost of videotape proced ures , recommend
other methods to achieve the training goals . For exampl e , when no dif ference
was found between role-pl aying and videotape procedures for the job interview
training (both being superior to an attention-placebo control), the au thors
concluded , with some reservation , that: “While videotape is being used in-
creasingly today for teachi ng various interpersonal skills , su ch as inter-
viewi ng, the savings in equipment expen se that would result from employing the
equally effective procedure of rol e—playing might suggest tha t role—playing be

( the treatment of choice. ”14

Another effo rt to suppl ement operational procedures for training instru c-
tors at Sheppard Air Force Base with video ta ped performance feedback resulted
in conclusions as follows : “Tha t those capabilities have potential payoffs is
assumed , but it is not clear how those capabilit ies can properly be applied ....
Use of the system as a supervisory tool in the existing school at Sheppard Air
Fo rce Base offers no net advantages. The payoffs do not wa rrant the cost. ”~ ’

Some key words in thi s latter quotation are “ ...how . . . ( the performance
feedback videotapes) can be properly appl ied .” Little seems to be done to im-
prove the quality of the videotaped experience beyond merely allowi ng the stu-
dent to view the ta pe, and even l ess seems to be known about what can be done
to enhance the effectiveness of such training.

12. Walter , G. A. Effects of Training Inputs on Group Performance. Journal
of Applied Psychology , 1975, vol. 60, No. 3, 308-312.
13. Ruthe r ford , R. B. The Effects of a Model Videotape and Feedback Video-
tapes on the Teaching Styles of Teachers in Training. The Journal of Ex peri-
mental Education. Fa l l  1973 , vol . 42, No. 1 , 64-69.
14. See footnote 10 on page 8.
15. Hays , J. and Pulliam , R. Devel opment and Evaluation of Video Systems for
Performance Testing and Studen t Monitoring. Technical Training Division ,
Lowery Air Force Ba se, CO , AFHRL—TR—74-67, July 1 974, p. 169.

(
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One significant exception to thi s sta tement is a research program on the
“interpersonal process recall technique ” apnlied to counseling guidanc e
training. This approach “ ...consists of recording a counselor trainee and
client session followed by an interru pted playback for the participants in
separate rooms , During the interrupted playback , the participants are encour-
aged to recall thought s and emotions by specially trained interrogators ;

interrogation sessions are audiorecorded .”

Some more restricted techniques for “properly appl ying ” the performance
feedback videotapes include: (a) using orientating comments for focusing stu-

dents ’ perceptions during videotaped—feedback change attenipts ,18 and (b) urging
students to comment on their o~~ performance and the performance of others in
a group. 19

The thrust  of the present research is to extend our knowl edge of such
techniques and our capabilitie s for using them for the enhancement of video-
taped performance feedback in interpersonal trainin g appl ications , and espe-
ciall y to determine the contribu tions to be made by a computer to these
processes.

16. Murrnin , J. A Report on the Fifth Armed Forces Tel evision Conference ,
Sheraton-Park Hotel , Washingto n , DC , 2-3 November 1 964. Office of the Chief
of Communications—Electronics Pictorial and Audi o—Vi sual Di rectorate , June
1965, p. 49.
17. Kagan , N. Can Technol ogy Hel p Us Toward Reliability in Influencing Human
Interaction? Educational Technology , Feb. 197 3, 44-50.
18. See footnote 11 on page 8.
19. See footnote 10 on page 8.

— 
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SECTION II

GENERAL ~1ETH0DOL0GY

Three important factors in the design of an interpersonal ski l ls rating
methcd are: (1) reliability , (2) ease and convenience of rating , (3) useful-
ness of resul t in g ra t ings . The meanings of the first two i tem s are fairly ob-
vious , but the third requ i res some elaboration. The princ i ple purpose of an
interpersonal skills rating of CCs is to provide them with feedback on their
performance which will lead to an improvement of their performance. Therefore,
the results of the rating procedure must be easily understood by the CCs , and
specific enough so that the CCs will know what steps to take to improve their
performance. Al so, the feed back must he va l id , such that a CC’ s per formance
will in fact improve as a result of taking the steps suggested by the feedback .
A second pu rpose of the ra t in gs is  to provide i n form at ion to mana gement for
use in decision making and organizational development. Thu s , the ou tputs  o f
the rati ng procedure must be suitable for this purpose al so.

It was decided that a two—step process woul d be used to desi gn and te st
the interpersona l skills rating method . In the first step, three different
rating methods were devised . These methods were then tested , using a small
group of raters. The three factors mentioned above were all used in evaluating
these methods. In the second step, a new rating method was devise d , incorpor-
ati ng the best features of the prel iminary methods . A small group of raters

( 
also provided information for evaluating this method .

RATING VARIABLES

The variables to be rated were selected from those isolated during earlier
phases of the research. Al so considered were performance va’iahl es employed in
a variety of other interpersonal training and evaluation systems (e.g.,
Kl auss ,2° Fl ejsP~nan ,21 and Bowers22). The particular variables employed here
were selected because of their comonality to many of these systems and because
they appeared in pilot tests to be more amenable tha n others to the present
rating context. There were three level s of variables chosen : g loba l , skill ,
and behavior.

GLOBAL LEVEL. At thi s level , the ra ters were to judge the overall effective-
ness of the CC (how well the CC was meeting the goals of the interaction) .

SKILL LEVEL. At this l evel , the raters were to judge the CC’s performa nce in
two ski l l a reas:

20. Klauss , Rudi. Measuring the Impact on Subordinates of Managers ’ Inter-
personal Communication Styles and Credibility . The Maxwel l School of Citizen-
ship and Publ ic Affairs , Syracuse University , TR—2 , 1 977.
21. F1els~vnan , E. A . Twenty Years 0f Consideration and Structure in E. A.
Flei sPrian and J. G. Hunt (Eds.) Current Developments in the Study of Leader-
ship. Carbondale: Southern Illinoi s University Press, 1973.

‘~. 1 22. Bowers, D. G. and Seashore, S. E. Predicting Organization al Effectiveness
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a. Considerate - To what extent does the CC treat the recruit like a
human being?

b. C l e a r  - How clear is the CC’s communication with the recruit?

BEHAVIOR LEVEL . At thi s level , the raters were to judge the CC’s performance
of certain behaviors (both positive and negative) . The sixtee n behaviors
selected fall under positive and negative representations of the two skill
areas: -

a. Considerate - Positive

(1) The CC asked the recruit how he/she felt about the situation.

(2) The CC expressed confidence in the recruit’s abilities.

(3) The CC was patient with the recruit.

(4) The CC used the recruit’s name.

b. Considerate - Negative -

(1) The CC showed disinterest in the recruit’s feelings.

(2) The CC bel ittl ed the recruit’s abiliti es.

(3) The CC was impatient wi th the recruit.

(4) The CC used abusive names.

c. Cl ear — Positive

(1) The CC gave specific details.

(2) The CC encouraged recruits to ask questions.

(3) The CC asked questions of the recruits to see if they understood.

(4) The CC gave reasons to show the relevance of what he/she was
saying.

d. Cl ear — Negative

( 1) The CC was vague.

(2)  The CC discoura ged questions.

( 3) The CC fa iled to questi on the recruits for their sm derstanding .

(4) The CC failed to give reasons although the situation cal l ed for

-• 
it.
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EXPER IMENTAL APPA RATUS

Thi s experiment used a Nova 3/ 12 minicomputer , a Sony cassette videotape
player , a Sony T.V. monitor , a Tektronix displ ay terminal , and a Da ta General
printer . The videotape recorder was connected to the computer through a
specially designed interface which allowed the computer to control all of the
functions of the pl ayer. The subjects received instructions and feedback on
the terminal , and made responses on the terminal keyboard. The printer was
used for data output.

Control of the videotape player was accompl i shed through timing. For
exam pl e, it was necessary to determine the precise spot on the tape which was
being shown when a subject made a response, so that the tape coul d be stopped
automatically at the same spot on the next showing . To do thi s, the compu te r
kept track of the elapsed time into the segment when each response was made.
On subsequent showings, when this elapsed time was reached , the compu ter would
automatically activate the “pause ” mode on the pl ayer, causing the tape to
stop. When the subject compl eted his inputs at this spot, a terminal keypress
would cause the compu ter to activate the “pl ay” mode , and the tape would
continue. -

(
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SECTTON I I I

PR EL IM INARY STUDY

The pu rpo se of the prel iminary study was to determine which of the candi-
date rating methods developed for this study, or which features of these
methods , were to be retained for further study.

RATING CONDIT IONS

A number of different methods for rating interpersonal skills wi th com-
puter assistance were conceived . These were narrowed down to three candidate
methods which utilized those features which seemed to be most promising and
which could be impl emented withi n the resources of this project. Some prom-
ising features were not included at this time due to l imitations in the experi-
mental equipment. For exampl e, random access to tape segments woul d require
signals from the tape pl ayer to the computer , and at present the signal flow
is only from the computer to the tape player. The reverse is , however, tech-
nically feasible. Each of the three methods yiel ded scores on the two skills ,
but different procedures were u~~d to arrive at these scores. Each method also
yielded scores on various other rating variabl es.

METHOD A. While viewi ng a videotape of an interaction between a recruit and a
CC, the rater made a continuous rating of the overall effectiveness of the CC.
This was done by pressing keys 1-5 on the computer terminal (1 = totally in-
effective, 5 = very effective) whenever the rater noticed a change In the over—
all effectiveness of the CC ’ s perfo rmance. The computer cal culated a time-
weighted mean for these ratings In the overall effectiveness category , which
compri sed the “computer overall” score. Following thi s, the rater viewed the
same tape segment again. This t ime , the tape stopped at each point where the
rater changed his /her rating during the first viewi ng, and the rater was asked
to report whether he/she had observed the CC being clea r or considerate during
the prior segment. The rater also had an opportunity to type in a comment at
thi s time. Following this viewing, the compu ter displ ayed the total number of
times each skill had been observed and the rater made a summary evaluation for
each skill , as well  as a sumary ev alua tion of overall effectiveness ( prov idi n g
the “judge clear”, “judge considerate”, and “judge overall” scores).

METHOD B. While viewing a videotaped intera ction between a CC and a recruit,
the rater made a con tinuous ra ting of the CC’ s performance on one of the two
skills (by pressi ng keys 1-5). The computer provided time-weighted means for
these scores, resulting In the “compu ter clea r” and “computer considerate”
scores. Following thi s, the rater viewed the same segment again. This time ,
the tape stopped at each point where the rater changed hi s/her rating during
the first viewing, and the rater was asked to sel ect the behaviors which he/she
had seen during the previous segment (from the eight behaviors under the skill
In question). At the end of this viewing, the total number of observations of
each behavior was displayed , and the rater made a summary rating for the skill.
Following this , the entire procedure was repeated for the other skill. Final—
ly, the rater made an overall effectiveness rating.

14
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METHO D C. While viewi ng a videota ped interaction between a CC and a recruit,
the rater pressed a key on the termin ’’ each time he/she observed one of the
16 behaviors . Following this , the rater viewed the same segment again. Thi s
time , the tape stopped at each point where the rater had marked a behavior.
The rater then selected the behavior which he/she had seen. Following this
viewing , the compu ter displayed the total number of observations of each be—
havior , and the rater entered a summary score for each skill. F i n a l l y, the
rater entered an overall effectiveness rating.

The actual instructions to the raters are in App endix A.

VIDEOTAPES

Three videotape segments were Sel ected for the prel iminary study. Each
involved a CC interacting with a sing le recruit. One of the segments was a
real—life interaction. The other two were role—pl ayed si tuations , with  two
CCs playing the pa rts of CC and recruit. The role-pl aying scenarios are in
Appendix 8. The first two scenarios are the ones actually used in the study.
Several role—pl ays were videotaped, and the two most appropriate were selected .
Al so inc l uded in Appendix B is an exampl e of a behavioral checklist , which
accompanies the second role—pl ay. Such checkl i sts were used in CC school
classes to evaluate role—pl ayers and stimulate class discussion. The check-
lists were provided only for maximizing the benefits of the role-plays in CC
school clas ses , and were not otherwi se invol ved in the present study. Various

( personnel at the Recruit Training Command, Orlando viewed all of the taped
segments and verified that the content and performances were realistic.

PRO CEDURE

The subjects were six students (two female, four male) from Florida Tech-
nological University . All of these students were psychology majors with some
experience with behavioral rating techniques. Each subject used each of the
three rating methods. A given tape was always rated by the same method by all
subjects because representing all method X tape segment conditions would have
resulted in only two subjects per condition , which would be insufficient to
compare the response characteristics (where the tape is stopped , what ratings
are given at these points , etc.) of different subjects under similar conditions.

Following each method, the subjects were given a questionnaire on their
opinions of that method. The questionnaire is reproduced in Appendix C. Each
subject was also Interviewed in depth by the experimenters.

Outpu ts from the computer provided a record of all subject responses. In
addition , the computer provided mean rating s for methods A and B, and graphi cal

• di splays of subject responses for all methods. Sampl e outputs are contained
in Appendix 0.

RE SULTS

The resu l ts of the preliminary study are organized according to the three
( ) factors ment ioned earlier ; rel iability , ease of use , and usefulness of ratings .

15 
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RELIABILITY. The standard deviation of each score was used as ~h indicati~fl of
reliability. The smaller the standard deviation , the greater the agreement
across j udges, and , therefore, the greater the reliabilit y. The standard
deviations are presented in Table 1. Method C showed the highest variability
on the three measu res which were common to all methods (judge considerate ,
jq a clea r , judge overall). The variabilities of methods A and B were quite
sin lar.

EASE OF USE . Data on ease of use came from the opini on questionnaire , items
1—3 . On all three items (work loa d , understanding , interest) there were no
significant or important differences across methods. The overall means were:
work l oad — 2.0 (“about right”); under standing - 1.4 (between “not at all con-
fused” and “sl ightl y confused”); interest — 2.8 (“slightl y interesting ”). On
the item “which method do you prefer,” two subjects chose A , two chose B, and
two chose C. Both subjects who chose A stated that the option to type in
coments was a major factor in their choice.

USEFULNESS OF RATINGS. All three methods provided ratings by the judge of the
two skills and overall effectiveness. Methods B and C also provided lists of
the behaviors observed. All of this should be useful feedback to CCs. Method
B provided a coniputer-procc~sed , time—wei ghted average score for each of the
two skills , while method A provided such a score for overall effectiveness.
These computer—processed scores would serve as useful checks on the judges ’
opinions.

TABLE 1. SCORE STANDARD DEVIATIONS

METHOD METHO D METHOD
VARIABLE A B C

Judge considera te .55 .51 .81

Judge clea r .21 .33 .87

Judge ove ral l .24 .23 .93

Compu ter considerate - .57 -

Computer clear - .51 - 
-

Computer overall .21 - -

________________________ _____  ~~~ ____
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SECTION IV

FOLLOW-ON STUDY

NEW RATING CONDITION -

Ba sed on the results from the prel imina ry study , a new rating method was
designed . It was most similar to method B, in that skills were rated first,
followed by selection of behaviors. The method of selection of behaviors first
(method C) was rejected because of its low reliability . Method A was not
favored because it did not yield the behavior listi ngs , which were considered
to be use ful. However , the comment option of method A was retained .

In the new metho d, the j udge first viewe d the segment wi thout making
responses. The tape was then reshown , and the j udge pressed a key on the
terminal every time he/ she saw an instanc e of a considerate behavior. - Thi s
keypress stopped the tape. The judge gave a rating (1-5) to indicate the level
of considerate behavior at this point on the tape . Following this , the judge
selected the considerate behaviors observed . At thi s time , the judge was also
given the opportunity to type in any additiona l comments . The tape then re-
started, and the same process continued . 

-

At the end of the segment, the j udge entered an overall rating for con-
siderate (1—5). Then the tape was reshown , and the same procedure was followed

( for the skill clea r. Finally, the judge entered an overall , global rating.
Sample outpu ts for this new method are included in Appendix 0.

PROCEDURE

The su bjects were three students (one female , two male) from Florida Tech-
nological University. All of these students were psychology majors, and
familiar with behavioral rating techniques . A fourth subject participated ,
but experienced considerabl e difficulty wi th the experiment, so the data was
not used (the subject was foreign-born and had some trouble with English). The
tapes used were the same as in the prel imina ry study. Each subject rated all
three tape segments usi ng the new method. After rating the tapes , each subj ect
filled out the first part of the opinion questionnaire (“questions for each
method”). -

RE SULTS

• REL IABILITY. To assess the reliability of this met hod, the intraclass correla-
• tion coefficient (as described by Guilford23) was used. This is a measure of

the degree to which different raters agree on the rating of a given variabl e,
• across a number of ratees. Tabl e 2 presents the intraclass correl ation co—

efficients for all variabl es, along with the ratings.

The rel iabilities of the two cons idera te scores were low , with the com-
puter—averaged score showing a higher rel iability than the judges ’ score (in-

( traclass correlation coefficients in excess of .90 are not uncommon in thi s

r’. 
-

23. Guilford , J. P. PsychometrIc Methods. McGraw—Hill , 1954 , 395—397.
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type of appl ication). The reliabilit ies of the clea r sco res were moderate ,
and equal across the two types. The :~liability of the overall score fel l
between those of the clea r and considerate scores.

There are three factors which mig ht have contributed to the unimpr essive
reliabilities. First , the raters were given little training and practice in
the use of the method. It is reasonabl e to assume that more traini ng in the
use of the method and the meaning of the variabl es would improve the reliabi l-
ity of the ratings. This is especially true of considerate , which has a less
obvious meaning than clear.

A second factor contributing to low reliability is the lack of variability
in the perfo rmance of the CCs who were taped . All of the CCs were attempting
to do their best , and they naturally avoided any obviousl y unclear or incon-
siderate behaviors. No attempt was made to rol e pl ay a “bad” CC. The inclu-
sion of a clearly bad performance would have increased the variance of both
variabl es, and almost certainly would have improved reliability .

Finally, intrinsi c characteristics of the rating variabl e (such as the
ease of applying it) would affect its reliability. The emphasi s in the current
study was on how to facilitate the process of judging and providing feedback on
interpersonal performance , regardless of the particular a spec t of perfo rmanc e
that is being j udged or fed back. Thus , rel ativel y minor consideration wes
given to the basic rel iabi lity of the rating variab l es in thi s context. The

( present techniques can , at best , allow the maximum reliabilities inhe rent to a
rating variabl e to be manifested in the ratings. If these inherent reliabi l-
ities are low , the manifest reliabilities will also be low, no matter how the
ratings are accompl ished. For exampl e , the computer time-weighted method con-
tribu ted considerabl y to the rel iability of the considerate vari~~’l e ( the co-
efficient inc reased from .26 to .45). Thos, the computer method is considered
to be of benefit to ratings of considerateness in spite of the rel atively low
reliability of those ratings. Studies are needed to determine rating variable
characteristics tha t are conducive to good rel iability .

EASE OF USE. These results come from the opinion questionnaire. On the “work
load” i tem, all subjects reported that the work loa d was “about right. ” On the
“interest” i tem, two subj ects sel ected “somewhat interesting ” and one selected
“very interesting .” On the “understanding ” i tem , all subjects reported that
they were “not at all confused. ” Therefore , it was concluded that thi s method
was quite acceptable as regards ease of use.

USEFULNESS OF RAT INGS. Thi s method included all important features of the
three prel iminary methods. It yielded a judge ’s average for each variabl e, a
computer average for each variabl e, an overall judge ’s average, a list of be-
haviors observed , and judge’s comments. All three subjects freely used the
comment option. All rating s and c omments were keyed to the points in the tape
where the rel evant behavior occurred as wel l as an overall sumary at the end
of the tape recording. The availability of hard-copy printouts of all feedback
information would enabl e the student to compare his performance across per-
fo nnance sessions.

It is therefore concluded tha t this method would be very usefu l , both for
P feedback to CCs and managerial pu rposes.
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SECTION V

DISCUSSION

Previous quantitative research on the use of videotape as a feedback and
evaluation tool in the interpersonal skills area has not generally yielded en-
couraging resu l ts. A possible cause of this lack of po sitive results is the
failure to develop sophisticated and/or standardized methods for appl ying
videotape in thi s area. The current research attempted to take a step in that
direction by developing a technique for rating i nterpersonal behavior as seen
on video tape, with the aid of a compu ter.

The technique designed in this study provides detailed information on
i nterpersonal performance which should be highly useful in a variety of ways.
The most obvious use is that of providing performance feedback to the subjects
of the tape. Thi s techniqu e appears to be simpl e to use , and should not re-
quire extensive rater training . One questionabl e area is that of reliability ,
and it is likely that further devel opment would improve the reliability of thi s
technique substantially. Further, the improved rel iability of the considerate
variable as a result of the computer technology provides encouraging evidence
that additional R&D on these issues can contribute importantly to the area.

The contribution of the computer to this technique was a major are a of
concern . If desirable judging and feedback objectives (as represented in this
study) could be achieved equally wel l (or better) without computer assistance,
the expense of the computer would not be justified . However, after considering
the probabl e reduction in effectiveness and increment in costs that would be
associated with non-compu ter administration of the technique , it was decided
that computer assistance is cost-effective.

The cost of the computer equ ipment u sed in this study was approximately
$30,000. However, thi s equipment performed many functions in addition to those
related to this study. It is estimated that a minimum system capable of ad-
ministering the technique described here would cost less than $2 ,000.

Using a non-computer technique , the rater would proceed in nbch the same
manner as wi th the compu ter, except that he/she would stop and start the tape
player manually, and record responses on paper Instead of typing them on a key-
board. The major additional task would be to record the exact point on the
tape where the responses were made. Thi s would require the rater to consult a
timer or counter at each point where a response was made, and record the
reading. At the end of the rating process , the time—weighted averages would
have to be manuall y calculated .

This procedure is more difficult to accomplish than it may first appear.
The major source of difficulty is that the judge is burdened with a host of
“housekeeping” tasks (i.e., stoppin9 the tape at the appropriate points ,
recording times, calculating scores) at the same general time as when the taped
performance Is to be rated. The process of rati ng interpersonal performance
requires Intense concentration such that even minor additional duties can be
seriously disruptive.

20
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t Due to the early sta ge of development of the computer programs arid the
lack of definition of other means for performing the ta sks , no attempt was
made to rigorousl y compare the various computer capabilities with other, non-

V computer methods. Anecdotal ev idence on thi s point , however , was obtained
during developmental testing of the programs. In these tests, the present
authors performed variou s rating and feedback tasks manually in order to eval-
uate the appropriateness of candidate prcgrams for compu ter implementation .
It became quite apparent from these efforts that some tasks coul d not be per-
formed at all manually wi th onl y one operator, and some of these tasks could
not be per fo rmed sat isfact oril y even with two operators. These tasks typically
required so much time and concentration to perfo rm that the operator continual-
ly lost his main train of thought and had to repeat previous operations to
regain it.

The operations which were most disruptive to the total task were the com-
putation of rating scores and the control of videotape presentati on. Al so,
these opera tions were never performed as accuratel y manually as they were by
computer control and their accomplishment was associated with frustration and
tedium. These probl ems were largely resolved through use of computer support.
Thu s, the computer programs increased the likelihood that the operators not
only woul d be abl e to properly perform the tasks, but also that they would be
willing and motivated to perform them properly.

The greatest advantages of compu ter assistance in the current application ,
however , become apparent when one considers the process of giving feedback to
a person on his/her rated performance. Al though the feedback mode was not
implemented during thi s study, the provision of feedback is the principal
justification for devel oping the rating procedure. With computer assistance ,
the ratee would watch his/her per formance on tape , and the computer woul d auto-
matically stop at each point where the rater had made a response. The ratee
would then be presented with a rating on the skill in question , a list of be-
haviors noted by the judge as rel ating to that skill , and any other rater
comments.

Without computer control , the ratee’s attention to the ta pe and the feed-
back would be seriously disrupted by the need to attend to the manual operation
of the tape pl ayer and timer , and coordination of the del ivery of the feedback.
If another person were to operate the tape pl ayer, twice the man—hours would be
required for the feedback prc,cess, and the added expense would soon outweigh
the cost of computer control in any operational situation. There is also a
privacy factor to cons ider , sinc e the ratee might be more ill at ease with
another person present .

Thus , the system performed most all of the important feedback functions
which would be performed by a skillfu l human instructor, and at a lower cost.
In addition , the computer system would perform these functions more accurately,
reliably, objectively, frequently, patiently, comprehensively, and with greater
potential for modification and improvement than could be reasonably expected
from a human instructor. Thus, because human Instructors cannot, will not and/
or do not properly perform these feedback functions, the present system would

~ ( 
provide feedback that is far superior to that typically provided in inter-

V 
personal skil ls training pr ograms.
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The current compu ter capabilities , and additional capabilities suggested
by this study , could provide the means for 4mpl ementing a variety of other

V techniques for aiding the judging process that would go well beyond the com-
plexity of this prel iminary demonstration. The computer capabilities demon-
strated or suggested in thi s study provide flexibility to explore potentially
useful judging and feedback techniques which would be impossibl e to accompl ish
by other means.

Additional functions , not implemented in the current study, but which the
compu ter could readily perform, involve the automatic storage and processing of
data on the performance of ratees. For example , a ratee could be given feed-
back on how his performance compares wi th all other persons rated with the
system. Al ternately, the ratings of several raters could be combined to pro-
vide feedback from different sources. Or , the percent of time that a ratee
exhibited a given cha racteristi c could be computed. Another function which
was briefly mentioned is random access to tape positions. The tape pl ayer
could be made to send position information to the compu ter, which would allow
the computer to l ocate any point on the tape automatically (using r~oiind and
fast forwa rd modes , as well as pl ay mode). As an exampl e of the use of thi s
function , a ratee could choose to review only those portions of a tape where
he/she was rated as being inconsiderate. The computer could contro l the player
such tha t only these segments were shown , fast fo rwa rding between them so that
intervening material could be skipp ed.

In conclus ion , it seems apparent that further research on the videotape
rating technique developed in this study is wa rranted , and that the use of a
computer to assi st in thi s technique is effective and efficient .

)
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APPENDI X A

INSTRUCTIONS TO RATERS

I NTRODUCT ION

In thi s study, you will be rating the perfo rmance of persons in inter-
personal situations (as seen on videotape) . The persons you will be rating
are Navy Company Commanders. It is their job to lead companies of 80 new re-
cruits through eight wee ks of basic training. The sections of tape which you
w i l l  see invol ve interactions between Company Commanders (CCs) and their re-
cruits. Some of these interactions are role-pl ayed and some are taken from
real—l ife situations.

25
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VARIABLES -‘

The variables on which you will be rating the CCs
fal l into three l evels:

1. OVERALL EFFECTIV ENESS LEV EL - How effective is the CC in interacting with
the recruit? 

-

2. SKILL LEVEL — How well does the CC perform certa in ski l ls? The sk i l l s  you
will be rating are :

CONSIDERATE - To what extent does the CC treat the recruit like a human
being?

CLEAR - How clea r is the CC’ s comunication with the rec ruit?

3. BEHAVIOR LEVEL — How wel l i s the CC performing certain behaviors? The
behaviors which you will be looking for fal l under the two skills above :

CONSIDERATE - POSITIV E

1. The CC asked the recruit how he/she felt about the si tuation.
2. The CC ex pressed confidence in the rec ruit’ s abilities.
3. The CC was patient with the recruit.
4. The CC used the recruit’s name. V

CONSIDERATE - NEGAT IV E -

1. The CC showed disinterest in the recruit’s feelings.
2. The CC belittled the recruits abilities.
3. The CC was impatient with the recruit.
4. The CC used abusive names.

CLEAR - POSITIVE

1. The CC gave specific details.
2. The CC encouraged recruits to ask questions.
3. The CC asked questions of recruits to see if they understood.
4. The CC gave reasons to show the rel evance of ~áa t  he/she was saying.

CLEA R - NEGATIV E

1. The CC was vague.
2. The CC discouraged questions.
3. The CC failed to question the recruits for their understanding.
4. The CC failed to give rea sons although the si tuation called for it.

V Please study these variables so that you will be familiar with them as you
rate the tapes. Keep thi s sheet handy to refer to.

()
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RATING METHOD A

1. You will see one of the segments which you viewed previously, in which one
CC interacts with two different recruits. As you watch , you will make a
continual rating of the OVERALL EF FECTIVENES S of the CC’ s performance.
You will do thi s by pressing keys 1 — 5 on the terminal.

Key 1 — the CC is totally ineffective
Key 2 — the CC is somewhat ineffective
Key 3 - the CC is neither effective nor ineffective
Key 4 - the CC is somewhat effective
Key 5 - the CC is very effective

For exampl e, if you feel that the CC is “somewhat effective” at a given
point in the tape , you will press 4. The computer will continue to record
a rating of 4 until you press another key. You should change your key
selection every time your opinion changes. The tape will start with key 3
in effect. Make your first response when you have enough information to
decide how effectivel y the CC is performing. Do not press any keys while
the recruit is speaking .

2. You will watch the segment again. Thi s time the tape will stop at each
point where you changed your rating in the previous viewing . When it
stops , you will be asked If your change in rating was caused by the CC’ s

( performance in the CLEAR or CONSIDERATE area. You wi ll also have an
opportunity to type in a comment on the CC’s perfo rmance. -

3. After the second showi ng , the computer will displ ay the number of times
you saw each skil l . You will then give the CC a sumary rating on each
s k i l l , as well as an overall rating.

}
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RATING METHOD B )

1. You will see one of the segments which you viewed previously. As you
watch , you wi ll  make a continua l ra tin g of the CC ’ s perfo rma nc e on one of
the two skills. You wil l  do thi s by pressing keys 1 — 5 on the tetiiii~al. 

V

Key 1 - the CC is performing very poorl y on the skill
Key 2 - the CC is performing poorl y on the sk i l l
Key 3 - the CC is performing at an average level on the s k i l l
Key 4 — the CC is performing well on the skill
Key 5 — the CC is perfo rming very well on the skill

For ex ample , if you see that the CC is performing well on the skill at a
certain point on the tape, you will press 4. The computer will continue
to record a ratin g of 4 until you press another key. You should change
your key se lection every time your opinion changes . The tape will sta rt
with key 3 in effect. Make your first response when you have enough in-
formation to decide how effectively the CC is performing. Do not press
any keys while the recruit is speaking.

2. You will watch the segment again. This time , the tape will stop at each
point where you changed your rating in the previous viewing. When it
stops, you wi ll  select the behaviors which caused you to change your rating.

3. At the end of the second viewing, the total num ber of observat ions of each
behavior will be displ ayed. You will then give the CC an overall rating
on the skill.

4. Steps 1 — 3 wi l l  be repeated for the second skill.

5. You will give the CC an overall effectiveness rating.

‘I)
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( RAT ING MET HO D C

1. You will see one of the segments which you viewed previously . As you
watch , you wi l l  press the space bar every time you notice one of the be-
haviors being pe r fo rmed. Keep the list of behaviors handy so that you can

- refer to it. The tape will not stop during this run—through .

2. You will watch the segment again. This time the tape will stop at each
point where you pressed the space bar. When it stops , you will select
the behaviors which you observed.

3. At the end of the second viewi ng, the total number of observations of each
behavior will be displayed. You will then give the CC an overall rating
for each skill.

4. You will give the CC an overall effectiveness rating.

(

0
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APPENDIX B

ROL E-PLAY SCENARIOS

ROLE—PLAYING EXERC ISE

COM PANY COMMANDER

It is the 4-2 day of training. Recruit Wilson has been having serious
probl ems throughout traini ng , mainl y with MED inspections. It has been decided
that Wilson ~il 1 go to T.U. 4013 (fold and stow). Wilson will ~ to the
Division office at 0800 tomorrow; then will return to the barracks, pack his
(her) gear, and go to T.U. 4013. Generally, recruits stay in T.U. 4013 for
two to ten days , then go to a T.U. which is at the day of training where they
left their original T.U.

Rec ruit Wilson has never been a disciplinary problem. Wi l son has always
tried hard , bu t seems a littl e “ sl ow ” and has been overwhelmed by all of the
things tha t need to be learned at RTC . It Is likely that , wi th the extra
training in T.U. 4013, Wilson will be abl e to make it through RTC.

Now you need to tel l Wilson what has been decided . Think about what you
want to say; and when you are rea dy , begin.

)
ROLE—PLAYIN G EXERCISE

RECRUIT

You have just been called to the CC’s office. You expect that thi s has
something to do with your poor performance on inspections. You are very
worried that you may be kicked out of the Navy, because you would really like
to sta y in and make a career of it.

Figure B—i . Role— Play # 1
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ROLE-PLAYING EXERCISE

RCPO

You are an RCPO at RTC Orlando. CPO Allen (substitute name of person
playing CC role) has been the CC in your company since its formation four
weeks ago.

Everythi ng seemed to be going al ong pretty well for the first couple weeks
of training. For the past two weeks , however, the company has been falling
apart and the CC won ’t do anything to stop it.

The company scores on the last inspection (i.e., 8 discrepancies in
personnel , 13 in locker) were way down from the previous inspections (4 in
personnel , 7 in locker); there has been an increase in street marks in the
l ast week; and the DPO had to establ ish •order in the barracks twi ce in the
last two weeks.

You feel that these probl ems are due mainly to the attitude and perform-
ance of the CC. Recently, the CC is expecting you to do a lot of things tha t
seem to be his job. You don ’t think it’ s fair of him to expect you to run the
company practically on your own. Many probl ems are arising that you don ’t have
the time or ability to handle. You ’re not sure what is expected of you and the
other RPO s feel the same way.

Many of the recruits also are complaining about the management of the
company. Most recruits agree that : (a ) the CC should be around more to watch
over things; (b) he is not interested in the company anymore; (c) he is con-
cerned only about winning flags with the least possibl e effort from him; (d)
he has little confidence in their ability to perform we l l ;  and (e) much of V

recruit training is a waste of time.

When you have tried to tell the CC about these problems, he becomes angry,
throws the bl ame on you, and shows no interest in changing his ways. It is
quite upsetting to be yel led at for problems that are the CC’s fault, especial-
ly when you have been killing yoursel f to run the company and the CC will take
no responsibility for the probl ems.

You have decided that maybe it ’s better not to talk to the CC about these
problems. You tune him ou t when he bl ames you for the problems. Until he
shows that he will meet the problems more reasonably, you decided to play down
your discussi ons with him. Instead of talking with him about the problems,
you are sending as many of the probl em cases as you can to the CC. Thi s wey,
he wil l be abl e to see first hand wha t you ’re up against and it wil l  force him
to become more involved wi th the company again.

However , you would like to be abl e to discuss the se matters with the CC.
Thu s, If (and only If) he shows signs that you can trust him to be nore reason-
able and considerate will you tel l him what you think .

~ ( ) Figure B—2. Role-Play #2

V f J  

_ _  _ _ _ _ _ _ _ _ _  
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ROLE— PLAYING EXERCISE
V CC

You are a CC at RTC , Orlando . Bob Sanford (substitute name of person
playing RCPO) has been the RCPO in your company since its formation four weeks
ago.

RCPO Sanford seemed to be doing a satisfactory job for the first three
weeks of training. Howe ver, there has been some evidence in the past week to
suggest that the RCPO is not doing an adequate job. This evidence was obtained
from the performance of the company and observations of-and conversations with
the RCPO and other members of the company. 

V

The company scores on the last inspection (i.e., 8 discrepancies in
personnel , 13 in l ocker) were way down from the previous inspections (4 in
personnel , 7 in locker); there has been an increase in street marks in the
last week ; and the DPO had to establish o rder in the barracks twice in the
last two weeks.

You feel that these problems are due mainly to the attitude s and perfo rm-
ance of the RCPO. The problems began soon after you decided to stop “baby-
sitting ” for the recruits and to allow them to take on more of the responsibi l-
ity for running themselves. The RCPO seems to be rel uctant to take on the
added responsibility . He is sending many problems to you that he and the other
recruits ought to be resolving for themselves . You have been sending these
problems right back to the RCPO. In fact, you might have been sending back
more than usual to the RCPO just to give him the i dea that he is not going to V

get out of work by sending it to you. -

The thing that upsets you most is that the RCPO appears to be creating
poor attitudes in the rest of the company with his complaints about you.

You have noticed that something is disturbing the RCPO In his recent
Interactions with you. Al though you are not sure exactly what it Is , you feel
that either he is ashamed of his poor showing recently as an RCPO or he might
have personal problems. He is quieter with you than usual and he become s emo-
tionally upset when you try to instruct him on how to run the company. When he
is not upset, he appears to be bored and unconcerned about what you say. Some-
times he even claims you never told him some things when you know you have.

You don ’t want to return to “babysitting ” for the company. You have de-
cided to make one more effort to straighten out the RCPO , before you replace
him. You don ’t want to replace him because he has good potential and al so be-
cause it might demoralize the company , but you will if he doesn ’t come around
and show a better attitude in your next discussion with him. You want to do
all you can in thi s meeting that will increase your confidence that the RCPO
will start taking some positive actions to improve the situation and at the
same time improve the working relationship between you and him. If all  your
efforts in thi s meeting do not leave you confident that the difficul ties in the
company will improve , you have decided to rel ieve the RCPO on the spot, and
you will proceed to do so.

r~ Figure B—2 . Role—Pl ay #2 ( Contd)
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Behaviora l Checklist

L Concrete: + gave details of what RCPO ’ s job consists of

+ gave details in feedback about how well RCPO is doing his j ob

+ gave details in instruction about what the particular probl ems
are and how the RCPO should handle them:

(Probl ems are : (a) RCPO sending CC too many probl ems; (b) low
inspection scores; (c) RCPO t a lk ing  against CC; (d) TU has
poor attitudes ; (e) DPO needed to esta bl ish order; (f) RCPO
not his usual sel f (quieter, upset, unmotivated ) (g) communi-
cation problem (with RCPO).) -

Relevant: + gave good reasons for allowing the TU to run itsel f and gave
good reasons for the benefits of recruit training in general

+ told how running the TU wi ll benefit the RCPO

Human: + admitted that he might not have given enough hel p wi th the
company

+ showed- that he is interested in the recruits ’ wel fare

+ told how he feels about the current problems with the company ,
RTC , etc.

+ admitted that he does not know enough about the problems to offer
the best help

+ put the RCPO at ease with some humor, expressions of personal
experiences , etc.

+ showed he is interested in RCPO ’ s welfare

+ used words “we ” , “us ” , etc .

Considerate: + expresse d confidence in RCPO ’s ability to do the job

+ asked RCPO how he and others feel about him , RTC , probl ems in
the company , etc.

+ did not become unduel y angry or yel l at RCPO

+ tol d RCPO exactl y what he planned to do regarding rel ieving
him and how he thinks the problems are due to the RCPO’s
perfo rmance

FIgure 8-2 . Role-Pl ay #2 (Contd)

• - 

••

~~~~~~~~~ 

-

_ _ _ _ _  - V 

V 

-

~~~~ ~~~~~~~~~~~~~~~~~~~~~~~~~~ ~~~~~~~~~~~~~~

- -



V -
~~~~~~~~ ~~~~~ — - - .  V V - V - V V  V V V V V

NAVTRAEQUIPCEN IH-308

Set Expectations: + tol d RCPO the kinds of problems that he will t,iost likel y
encounter at  t h i s  sUge of training

Timely:  + told RCPO what are the most important things to do and what may be
less important

+ repeated important info rmation often , summarized it well , or other-
wi se made su re RCPO woul d remember it

Aware: + observed , questioned , and probed the RCPO for his understanding of
what was said

Figure B-2 . Role—Play #2 (Contd )
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ROLE-PLAYING EXERCISE

RECRUIT

You are recruit Bradford in TU 150 which is in the 2 - 4 day of training.
Recently, you have been having some troubl e relating to your section leader ,
RPO Sharkey. But this morning he jumped all over you for losing a point in
the last inspection . When you tol d him that he showed you the wrong way to
fold his shirt that he lost the point on , he became extremel y offensive and
started shouting and swearing about how he is going to “take care of you” if
you try to blame him for your mistakes. You felt this was a physical threat
that you didn ’t have to take, so you went to RCPO Cook to tel l him about it.
Cook right away started to plan out what to say to CC Al tman about the inci-
dent , which bothered you because you didn ’t want to make such a big thing out
of it. But since RCPO Cook was so much in favor of it , you fel t you had to go
along with his plan .

So you and RCPO Cook got your story together (allow time for this) and
went to see CC Al tman.

You are just starting to discuss this matter with CC Al tman as the role
pl ay begins.

You are CC Altman in TU 150. To day, on the 2 - 4 day of training, you
were approached by recruit Bradford and RCPO Cook from your company. Bradford
reported that his section leader , Sharkey, maltreated him. Up to now, RPO
Sharkey seemed to be doing fine. However , you are concerned about personal
conflicts that you have noticed among recruits that you feel are decreasing
motivation in the Training Unit and probabl y were responsibl e for the poor
showi ng on the last Inspection. You told the RCPO to wa tc h for these conflicts
and to try to improve the team spirit of the company. You think that thi s in-
cident is an exampl e of these conflicts , so you are eager to get to the bottom
of it.

You are just starting to discuss this matter with Bradfo rd and Cook as
the role pl ay begins.

Rp0

You a re RPO Shar key, section leader in TU 150. You woke up to a particu-
larly bad day today -- 2 - 4 day of training . You were just out of bed when

V RCPO Cook was all over you about two recruits in your section who lost po ints
in the last inspection. He said you better get i t together or you won’t be

~ section leader for very long.

Figure B-i. Role-Pl ay #3
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RPO (Contd)

RCPO Cook has been out to get you sinc e the company formed and you know
he is just looking for a chance to get you replaced. Thi s is especiall y up-
setting beca u se everyone at home is very proud that you were chosen section V

leader. In fact, you just received a letter from your father , who is very
sick , in which he said how happy it woul d make him to be abl e to see you grad-
uate as an RPO. You have been telling other recruits that you will get RCPO
Cook replaced before he does it to you. Most of the other recruits agree with
you that Cook should be repl aced , but say he has the CC under his thumb and
that you don ’t have a chance. You feel that Cook is not a good RCPO because of
the abusive manner in which he deals with people. You really think the company
woul d be a lot better off without RCPO Cook .

RCPO Cook bothered you so much tha t morning that when recruit Bradfo rd
started to blame you for his mess-up on the inspection , you bl ew your top and
yelled at him a lot. He said he wasn ’t going to take thi s from you and went
to see RCPO Cook about it.

You know that Cook and Bra dford went to the CC ’ s office to talk about the
matter. You ’ re a fraid that the CC won ’t understand that you ’ re doing as wel l
as anyone else and that RCPO Cook is just using thi s incident to get you.
You ’re getting your story together as you wait to hear what happens , because
you know this could be a real probl em for you.

(RPO should wait in another room.) )
Figure B—3 . Role-Play #3 (Contd)
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APPENDIX C

(1JEST IONNA IRE

The process of evaluation in the interpersona l skills a rea involves the
performer being judged and informed about how well he/she is doing on the job. V

The general pu rpose of this study is to determine how the compu ter might help
to accom plish some of these evaluation and feedback tasks. Your honest and V

thoughtful answers to the following questions are critical to this study and
will be appreciated .

Questions for Each Method

1. I felt that the wo rk load in this method was:

a. much too heavy
b. somewha t too heavy
c. slightly too heavy
d. about right
e. too light

2. Using thi s method , I was:

a. very confused about what I was supposed to be doing
b. somewhat confused about wha t I was supposed to be doing
c. slightly confused about what I was supposed to be doing
d. not at all confused about what I was supposed to be doing

3. I found this method:

a. very interesting
b. somewhat interesting
c. slightly interesting
d. boring

4. Compared with other ways for describing and evaluating interpe rsonal per-
formance tha t I can think of, this metho d was:

a. much more useful
b. more useful
c. neither more nor less useful
d. less useful
e. much less useful

5. Please describe any modifications to this method which you think might
make It more useful :

V ()
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Final Questions

1. The basic idea of using a computer to hel p a person evaluate video taped
interpersonal performance is:

a. nonsense
b. probabl y not worth pu rsuing
c. possibl y not worth pu rsuing
d. probably worth pu rsuing
e. definitely worth pu rsuing

2. Which of the methods did you prefer? Why?

3. What did you like most and least about each method?

A -most V

least

B - most

l east

C - most

least

4. Please write bel ow any coninents which might hel p us in this study :

38
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APPENDIX D

SAMPLE COMPUTER OUTPUTS
I

F R O M  TO
o M I N  0 SEC 0 MIN 33 SEC 3

* * * COMMENT S * * *
NONE

***SKILLS EXHIBITED THIS SEGMENT***

CLE:AR

FROM TO KEY
o MIN 33 SEC 0 MIN 48 SEC 4

***COM MENTS***

IHE CC THREATENED THE RECRUIT

***SKILLS EXHIBITED THIS SEGMENT***

V 
( .~ONSIDERAT E

FROM TO KEY
o MIN 48 SEC 3 MIN 50 SEC 2

* * * COMM ENTS * * *

NONE

***SKILLS EXHIBITED THIS SEGMENT***

(:;ONSID ERAT E CLEAR

FROM TO KEY
3 MIN 50 SEC 5 MIN 00 SEC 4

***COMMENTS***
EXPRESS ED A LOT OF CONCERN FOR THE RECRUIT AS A F’ERSON
AND EXPRESSED CONFIDENCE IN THE RECRUITS ABILITIES

***SKILLS EXHIBITED THIS SEGMENT***

CONSIDERATE CLEAR

( ) Figure D-l . Method “A” Output
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I

)

CALCULATED VT R EFFECTIVENESS AVERAc r VV VV “ 3.550
.JUDGES SELECTED EFFECTIVENESS A V E RA G E — — - - — 4 . 0 0 0

SKILL OBSERVATIONS EFFECTIVENESS
AVERAGE

CONSI DERATE 3 4,500
CLEAR 3 

•
V 

4,000

Figure D-l. Method “A” Output (Contd)

)
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1~ 
C EVALUA TELI SKILL IS CONSID ERATE

FROM TO KEY
0 MIN 0 SEC 0 MIN 55 SEC 3

***BEHAVIORS EXHIBITED THIS SEGMENT***

.7) WAS IMPATIENT WITH THE RECRUIT

FROM TO KEY
0 MIN 55 SEC 1 MIN 38 SEC 4

***REHAVIORS EXHIBITED THIS S[IGMENT***

9)  A BEHAVIOR NOT LIsTEn

FROM TO KEY
1 MIN 38 SEC 2 MIN 52 SEC 3

***BEHAVIORS EXHIBITEr’ THIS SEGMENT***

2) EXPRESSED CONFIDENCE IN THE RECRUITS ABILITIES

FROM TO KEY
( 2 MIN 52 SEC 5 MIN 00 SEC 4

***BEHAVIORS EXHIBITED THIS SEGMENT***

Vj :[) ENCOURAGE D THE RECRUIT TO ASK QUESTIONS

EVALUATED SKILL IS CONSIDERATE

OVERALL SKILL EFFECTIVENESS AVERAOE....3.500
CALCULATED EFFECTIVENESS AVERAGE...... .3,490

Figure D—2. Method “B” Output
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NAVTRAE~JIPCEN IH-308

)

EVALUATED SKILL IS CLEAR 
-

FROM TO KEY
0 MIN 0 SEC 0 MIN 37 SEC 3 V

***BEHAVIORS EXHIBITED THIS SEGMENT***

:14) WAS VAGUE

FROM TO KEY
0 MIN 37 SEC 2 MIN 15 SEC 4

***BEHAVIORS EXHIBITEE’ THIS SEGMENT***

:L0) GAVE SPECIFIC DETAILS

FROM TO KEY
2 MIN 15 SEC - 3 MIN 44 SEC 2

***BEHAVIORS EXHIBITED THIS SEGMENT***

:13) GAVE REASONS FOR THE THINGS RECRUITS DO AT RTC
18) A BEHAVIOR NOT LISTED -

FROM TO KEY
3 MIN 44 SEC 5 MIN 00 SEC 4

***E’EHAVIORS EXHIBITED THIS SEGMENT***

:14) WAS VAGUE

EVALUATED SKILL IS ‘CL.EAR

OVERALL SKILL EFFECTIVENESS A VER A GE. . , .4 .000
CALCULATE D EFFECTIVENESS A V E R A G E . . . . .  • .3.400

VJU DGE’S OVERALL EFFECTIVENESS AVERAGE.. • .,4 .000

0

Figure D—2. Method “B” Output (Contd)
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NAVTRAEQUIPCEN IH-308

(

FROM TO
0 MIN 0 SEC 0 MIN 33 SEC

***E4EHAV IQRS EXHIBITED THIS SEGMENT***

:14) WAS VAGUE
9) A CONSIDERATE BEHAVIOR NOT LISTED 

V

FROM TO
0 MIN 33 SEC 1 MIN 47 SEC

***BEHAVIORS EXHIBITED THIS SEGMENT***

:10) GAVE SPECIFIC DETAILS
18) A CLEAR BEHAVIOR NOT LISTED

FROM TO
1 MIN 47 SEC 2 MIN 59 SEC

***BEHAVIORS EXHIBITED THIS SEGMENT***

~3) SHOWED DISINTEREST IN THE RECRUIT’S FEELINGS
6) BELITTLED THE RECRUIT’S ABILITIES

( V _

FROM TO
2 MIN 59 SEC 5 MIN OO SEC

***BEHAVIORS EXHIBITED THIS SEGMENT***

I S)  A CLEAR BEHAVIOR NOT LISTED

•JUDGE’S OVERALL EFFECTIVENESS AVERAGE. ,., .2,500

V SKILL AVERAGE

CONSIDERATE 2.000
CLEAR 3.000

Figure D—3. Method “C” Output

(
~~

L. 

- . 

- 

. 

~4• ’ ,
— 

-___________________



- - —
~~~~~ 

W- — — V V 
V V V V V

NAYTRACQU I PCEN I H—308
I

V 

EVALUATED SKILL IS CLEAR -

FROM TO KEY
0 M I N  0 SEC 1 MIN 51 SEC 4

***BEHAVIORS EXHIBITED THIS SEGHENT***

:10) GAVE SPECIFIC DETAILS

FROM TO KEY
1 MIN 51 SEC 2 MIN 34 SEC 2

***BEHAVIORS EXHIBITED THIS SEGMENT***

:14) WAS VAGUE
:16) FAILED TO QUESTION THE RECRUITS FOR THEIR UNDERSTANDING

***BEHAVIOR NOT LISTED***

INCORRECTLY INFERS ATTITUDE FROM BEHAVIOR

FROM TO KEY
2 MIN 34 SEC 3 MIN 49 SEC 3

***BEHAV IORS EXHIBITED THIS SEGMENT*** V )

:10) GAVE SPECIFIC E’ETAIL.S
:13) GAVE REASONS TO SHOW RELEVANCE OF WHAT WAS SAID

FROM TO KEY
3 MIN 49 SEC 5 MIN 00 SEC 3

***BEHAVIORS EXHIBITED THIS SEGMENT ***

10) GAVE SPECIFIC DETAILS
13) GAVE REASONS TO SHOW RELEVANCE OF WHAT WAS SAID

***E’EHAVIOR NOT LISTED***

NOT CLEAR IN QUESTIONING

SKILL AVERAGE

CLEAR 3.000

CALCULATED 5 MINUTE VIDEOTAPE A V E RAGE. . . . 2 .940

)

Figure D-4. New Method Output
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NAVTRAEQUIPCEN IH—308

z
EVALUATED SKILL IS CONSIDERATE

FROM TO KEY
0 MIN 0 SEC 1 MIN 02 SEC 2

***BEHAVIORS EXHIBITED THIS SEGMENT***

.7)  W~ S IMPATIENT WITH THE RECRUIT
4) USED THE RECRUIT ’S NAME

FROM TO KEY
1 MIN 02 SEC 1 MIN 47 SEC 2

***BEHAVIORS EXHIBITED THIS SEGMENT***

6) BELITTLED THE RECRUIT ’S ABILITIES

FROM TO - KEY
1 MIN 47 SEC 3 MIN 33 SEC 3

***BEHAVIORS EXHIBITED THIS SEGMENT***

:10) ASKED THE RECRUIT HOW HE/SHE FELT ABOUT THE SITUATION

***BEHAV IOR NOT LISTED***

SEEMED DETACHED

FROM - TO KEY
3 MIN 33 SEC 5 MIN 00 SEC 2

***BEHAVIORS EXHIBITED THIS SEGMENT***

7) WAS IMPATIENT WITH THE RECRUIT

***BEHAVIOR NOT LISTED***

POOR LISTENING

SKILL AVERAGE

CONSIDERATE 2.000

CALCULATED 5 MINUTE VIDEOTAPE AVERAGE ......2.120

JUDGE’S OVERALL EFFECTIVENESS A V E R A G E . . . . . . 2 . 7 0 0
()

Fi gure D.~4. New Method Output (Co~td)
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