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DISCLAIMER

The views, opinions, and/or findings contained in this report are those of the study
group author(s) and should not be construed as an official Department of the Army
position, policy or decision, unless so designated by other official documentation,

The words “he,” “him,” and “men,” when used in this report represent both masculine
and feminine genders unless specified otherwise.
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DEPARTMENT OF THE ARMY
OFFICE OF THE CHIEF OF ETAFF
WASHINGTON, D.C. 20310

DACS-PDOS 21 February 1985

SUBJECT: Letter of Transmittal

Chief of Staff, Army
Room 3E668, Pentagon
Washington, D.C, 20310-0200

1, Last May you tasked me to reexamine all aspects of the officer
professional development system as it has evolved since the 1978 Review of
Education and Training for Officers (RETO) study, and to project the
applicability of that system and our recommendations out to 2025. We are
pleased to submit this report of our work to you.

2, During the last several months, the Professional Development of Officers
(PDOS) study team has delvad into every area of ofticer professional
deVelopment with particular concentration on sducation, training and roles of
the major players in the professional development process., We deliberately
decided to return to the fundamental question of what an officer is, construct
a statement of the fundamental principles of officer professional and
leadership development, and tailor stratagic goals to focus our sfforts. The
scope of our study ranged from pre-commissioning to general officers and
included a detailed look at the significant development periods traversed by
both active and reserve component officers during an Army caresr.
Concurrently, we were able to closely evaluats the effect of saveral
"system-wide" issues on officers who have chosen a career in the profession of
arms, such as the key role of values and ethics; what it means to have a
warrior spirit; and how we can battsr develop and employ mentors, broaden our
understanding of the art and science of war and compstence therein, and take
advantage of technology through computer-based education and training
techniques,

3, Perhaps our most significant conclusion is that while the officer
professional development c¢ystem ie not in need of major overhaul, it must be
transitioned to an education and training strategy which will more effactively
meet tomorrow's challenges. The extensive work done by the OPMS Study Group
on the management system itself allowed PDOS to concentrate on the “big
picture'" and to look at how each piece can bast be fitted together.
Implementation of approved recommendations will require a continuing effort
and intense Army staff involvement in the months and years ahead. We
appreciate the interest of the DCSBOPS8 and DCSPER in seeing this accomplished
as a joint effort.
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DACS~PDOS 21 February 1985
SUBJECT: Letter of Transmittal

4, I believe the greatest legacy you and the Secretary of the Army can leave } !
is assurance that you have programs in place to develop the leadership of the . ‘
Army for the future. In the final analysis, it is the requirement to meet the :
demands of combat that defines the value of the officer corps to our Nation.
We believe that our recommendations, when implemented, will foster an officer
corps more proficient in the art and science of war and better able to mest
the complex challenges facing Army leadership in the coming decades.

5. We have all besen challenged by this task and are privilege-  to have been a
part of a significant step forward for the US Army,

CHARLBS Ww. BAG:KL

Lieutenant General, USA
Director, Profocoionll Devel opmerit
of Officers 8tudy Group
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CHIEF OF STAFF

M d onta A gxeiags 31 January 1985
emoranaum con  86-15-13
U. S. ARMY

oave 30 May 1984
SUBJECT: Professional Development of Officers Study fiLe 381 Study

ACTION OFFICER/ENT

LTC Ferguson/51071
MEMORANDUM FOR: HEADS OF ARMY STAFF AGENCIES

1, PURPOSE. This memorandum astablishes The Department of the Army
Professional Development of Officers Study Group as an ad hoc committee. The
study group will conduct a professional devalopment of officers study and
furnish recommendations to the Chief of Statf, Army (CSA).
2. BACKGROUND.

ae On 31 August 1977 the CSA directed that a study be conducted. This

study was known as the Revievw of Education and Training for Officers (RETO).
Its purpose was to determine aducation and training requirements based on Army
nissions and individual career development needs; to develop appropriate
education and training policies and programs for implementing in a phased
schedule from pre-~commissioning through career completion. On 30 June 1978 the
RETO group presented 370 recommendations to the CSA, two-thirds of which wvere
approved; some approved recommendations are still baing implemented.

be On 1 August 1983 the CSA approved a study to review the Officer
Personnel Management System (OPMS). The goals of this review were to—

(1) Determine what adjustments to the system ware needed to designate
officers in the right nunbers and akills to satisfy Army requirementa.

(2) Determine what adjustmentas were needed to develop professionally the
individual officer's capabilities through planned schooling and progressive
assigonments. The OPMS study is scheduled to be completed in September 1984,

ce On 14 February 1984, the Chief of Staff, Army, stated that there vas a
need to initiate a study on the professional development of the 0fficers Corps,
focusing particularly on the education and training system. The CSA approved a
concept and terms of reference for a professional development of officers study

on 13 April 1984.
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SUBJECT: Professional Development of Officers Study
3. COMPOSITION,
a. The Office of the Chief of Staff, Army (0CSA) will sponsor the study. J}

bs Lieutenant General Charles W. Bagnal will serve as the ntudy dicector
and report findings and recommendations to the CSA.

¢e The study group will be composed of the study director, approximately 25
active duty commissioned and warrant officers and two reserve component
officars. These officers will have diverse backgrounds and qualifications.
Administrative military and civilian personnel will support the group.

ds One or more retired senior officers or prominent civilians may be
appointed to serve as consultants.

4« DIRECTION AND CONTROL.

s+ Documentation and reporting requirements are contained in AR 5-J,
Chapter 3. . ‘

be The study group is authorized direct access to the Secretariat, Army
Staff agencies, MACOMs, and field activities to obtain information and support
relative to the study.

¢+ The study director is granted tasking authority, as necaessary, to
complete the study effort.

d. Enclosure 1l outlines the charter and Enclosure 2 outlines the milestone ‘ g
schedule. -h

¢. The study director is authorized to release the members when it is
determined that their expertise is no longer needed.

5. RESPONSIBILITIES,
a. The study director wille=

(1) Direct the study and furnish final recommendations to the CSA by 13
December 1984, with a final report to follow.

(2) Schedule the necessary in-process revievs.

(3) Ildentify in conjunction with the Deputy Chisf of Staff for Personnel 25
highly qualified active duty commissioned and warrant officers for detail to the
study group. These officers vill have diverse backgrounds and qualifications
and will be either currently assigned to duty in the National Capitol Region
(NCR) or on orders to the NCR.

vi
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SUBJECT: Professional Development of Officers Study

(4) Report any significant developments or problematic Army support to the
Director of Management (DM), OCSA.

(5) Datermine the need for and, if required, request appointment of
consultants.

(6) Organize a study advisory group if deemed necessary.

(7) Coordinate all zequests for Army resources other than those provided by
OCSA with the DM,

b, The Director of the Army Staff will monitor the study group effort and
direction.

¢+ The Chief, Administrative Division, Executive Services Office, OCSA,
will——

(1) Furnish administrative and logistical support to the study group as
required. :

(2) Obtain and provide funds (ctravel, per diem, consultants, overtime,
surveys, etc.) to support the study group.

(3) Process officer efficlency reports under AR 623-105 for the study group
nenbers.

d. The Director of Management will--

(1) Serve as the Army Stuff point of contact and as the overall coordinator
vith the Army Staff and MACOMs for Army resources requested by the study
director. ,

(2) Assist the study director in initiating and validating the study,
pending establishment of the study group.

(3) Coordinate the appointment of any consultants to the study group.

(4) Monitor all study group requests and activities and advise the DAS of
Arnmy resources committed.

(5) In coordination with the study director determine the necessity of
entablishing, upon completion of the study, a cell within the Army Staff to
implement/monitor recommendations throughout the duratiou of implementation

wilestones.

e Army General Staff agency heads will provide names of points of contact
to DM (LTC Perguson, DACS=DMC, room 3D641, AV 225-1071) not later than 1 June.
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SUBJECT: Professional Development of Officers Study

f. The Chief, National Guard Buceau, will provide one officer as a member
of the study gruup to address Reserve Component officer professional development
issues. Officer should be 05/06, senior service college graduate with recent ;
troop unit experience. Furnish nominations to LIC Farguson not later than 1

June.

g+ The CThlef, Army Reserve will provide one officer as a member of the
study group tu addceas Reserve Component officer professional development
issues. Officer should be 05/06, senior service college graduate with recent
troop unit experience. Furnish nominations to LTC Ferguson not later than 1

June,
hs The Deputy Chief of Staff for Operations and Plans will-—-

(1) Provide lisison points of contact for institutional and unit training
issues under provisions of parsgraph 5e above.

(2) Fucnish the final report on the Army Training Roles and
Responsibilities Study to the study director.

i, The Deputy Chief of Staff for Personnel wille

(1) Identify in coordination with the study director 25 active duty
officers and warrant offlicers with appropriate backgrounds and qualifications to
serve on the study group; prepare the assignment and detail instructions

necessary.

e

¥ou €

(a) Officers tdentified who are currently assigned in the NCR or on PCS
orders to the NCR will remain assigned to their parent organizations while .
detailed to the study group.

(b) Officers identified who are PCS to the NCR without a final assigoment
will be carried against the US Arzmy Military Personnel Center and OCSA while
detailed to tha study group.

(¢) The study director is the only member authorized to Le in a TDY status
withian the NCR.

(2) Provide liaison points of contact for personnel management, human
resources, and pre~commissioned issues and for the OPMS study under provisions

of paragraph Se abova.

(3) Furnish interim and final results and reports on the OPMS study to the
study director as they become availabla.

6. TERMS OF REFERENCE.

a. Scope.

vili

. - L et et e s < ‘
[ / .




R ELO R T

o s

SUBJECT: Professional Development of Officers Study

(1) This study will encompass all aspects of the professional education and
traiaing of the Army commissiouned and Warrant Officer Corps (less the special
branches) from pre-commissioning or pre~appointment through completion of

service,

(2) The study will be focused on the institutional training and education
system (Army schools) for comaissioned and warrant officers. In addition,
complementary activities such as training in units and organizations and
personnel management policies and procedures that influence professional
development will be examined. Tha study will be used to draw from and build
upon the OPMS studies conducted by HQDA and TRADOC, iu recognition of the close
association and overlap between OPMS' professional development objectives and

those of the officer education and training system.

(3) The study will apply to the Total Army. Officer professional
development for both the Active and Reserve Components will be addressed.

(4) Levels of training and education to be addressed are: pre-cosnission,
varrant officer, company grade, f£ield grade, and general officer training and
education. Joint and intraservica sducation will be examined where applicable.

b. Objective. The study group will evaluate the officer professional
developnent systenm in light of the Army's needs. The group will focus on
profeassional military training and education in Army schools and units; identify
syatemic strengths and weaknesses; and develop findings and make recommendations

for the CSA.
ce Time frame. The study group will consider recommendations that would be
applicable during the pariod 1985~2025.

d. Assumption. The bedrock of the Officer Corps must be officers of the
arms and services axpaert in the tasks of those arms and services; at the very

core of their expertise must be the ability of thesa officers to fight.

e+ Essential elements of analysis. The professional developument of
officers study w ovolve maintaining a focus of analysis comsistent with its
approved scope and objective., It will involve building on the efforts of other
study groups--adopting their findings whenever valid and pertinent. The study
will involve using, in particular, relevant analytical products and conclusions
of the OPMS study as a point of departure, Withio this framework, the essential

sleuents of analysis shown below will be addressed.

(1) Does our education and training philosophy provide officers with the
professional development needed for the futurae?

(2) Does our education and training system provide the leadership we will
need for the future?

(3) Do we teach the right things in light of our wissions (i.e., course
content)?

.




SUBJECT: Professional Development of Officers Study

(4) Do we teach these at the right time for the education to stick and be
useful? Consider the effects on assignments.

(5) Do we teach in the right places (institutional versuses unit; military
versuses civilian school; correspondence versuses resident)?

(6) Do we teach well enough (methods, resources, quality of instructions)?
Do we capitalize enough on technology to help with instructions (e.g., use of
remote terminals for instruction from central computer)?

(7) Are ve organized the right way to keep our officer training curreat and
effective (who initiates changes, who reviews, and who provides resources)?

7« REFERENCES.
&+ AR 55, Army Studies and Analysas.
be AR 5-14, Managing Analytical Support Services.
¢ AR 350-]1, Army Training.
ds AR 351~1, Individual Education and Training.

e+ DA Pamphlet 5=5, Guidance for Army Study Sponsors, Sponsor's Study
Directors, Study Advisory Groups, amrd Contracting Officer Represantatives.

£. CSR 15-2, Establishment and Support of Committees.

g+ CSR 690-1l1, Appointment of Experts and Consultants.
8s LITERATURE SEARCH.

a. Primary sources are—

(1) Review of Education and Training for Officers (RETO), five volumes,
HQDA, 30 June 1978.

(2) Army Training Rolas and Respousibilities Study, Final Rnpoit, two
volumes, 25 April 1984,

(3) Report of the HQDA Officer Personnel Management System Study, (to be
published),

b Primary sources for military officer education policies within Reserve
Components are—

(1) Hollingsworth Report on Review of ARNG Federal Recognition Standards
and Procedures and Promotion Procedures for Reserve Component Officers, 29
Decembar 1967,
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SUBJECT: Professional Development of Officers Study

(2) Report of the Department of the Army Board to Review Army Officer
Schools, February 1966.

BY DIRECTION OF THE CHIEF OF STAFF:

B e |

2 Encls
Lisutenant General, GS
Director of the Army Staff
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CHARTER FOR THE DEPARTMENT OF THE ARMY
PROFESSIONAL DEVELOPMENT OF Or'FICLiS STUDY

1, Nase of Committes. Department of the Army Professionsl Developaent of e
Otf{cers atudy Group, %
:

A,

2, Date Established. 18 June 1984.

3. Dba%e to be Terminated. 31 Jasuay 1985,

4. Category and Type of Committee. Intra-Army departseatal ad hoc committae.

3+ Hiseton and Purpose. To evaluate the officer and varrast officer
profansional development system in light of the Army's needs during the peciod
1983-2025. To focus om profsssiosal ailitary training and education in Army
schools aad units to {dentify systemic strengths and vesknesses. To furuish
the Chief of Staff, Army, recommendations to ensure that our educativn and
training system and philosophy will provide the professional devalopment of
officers and leadership needed for the future. '

6. Direction and Control. Lieutenant General Charles W. Bagnal, Deputy
Communding General, raloing eod Doctrine Commsnd, will serve as the study
director and report findings and recommendations to the C3A." The study group p
4s authorised direct access to the Becretariat, Arsy Staff asgencies, major at
Arsy commsnds and field activities to obtain inforsation and supputt relative "
to the study. The study dircctor will have tasking authority, as cecessary,
::. enpl;n the atudy effort. Repotting requiremects ars outlinmed in AR 5-5,

pter 3,

; 7. Authority. By Direction of tha Chief of Staff.

8. Adminietrative Support and Staff Arrangements. The Adaioistrative
Division o ecutiva Services Office, A, W provide and coordinate all
aduinistrative and logistical support including funds for apy travel, per
dien, overtims, copsultants, and surveys, snd process offfcer efficiency
reports under AR 623~103 for the study group memders.

9. Compositicm. ) T
E a. Lieutenant Ceneral Bagnal will serve as the study director and report d
i findings and recommendations to the CSA.
/ .
’ be The study director will head approximately 25 active duty commissioned
and warrant officers and two reserve component officers. These officers will .
be detailed to the study group as detarmined by the study director in
conjunction with the Deputy Chief of Staff for Personnel, and apptoved by the
DAS.
TENTATIVE MILESTONES II
May 84 « Designate study group semders,
! Hid-Jul 84 - Conduct initial IVR for DAS end Staff principals
ot sethodology and milestone adjustments.
21 Aug 84 = Summer Cowsanders' Confarence. Prasant papar and
, briefing on study objective and methodology.
Late Sep 84 =~ Conduct IPR for CSA on study progress.
$=-1) Oct 84 = Present infnrmation brief for Army Commanders'
Conference. w .
Mid-Nov 84 ~ Conduct IPR for VCSA. Request VCTA's approval,
:\L“‘
£ 15 Dac 84 = Presant decistion briefing to CSA on atudy results snd
¥ implemantation plaa.
%‘;’ Jan 88 = Present final report (actual dats to be
% deternined),
xii
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Executive Summary

The study group was chartered by the Chief of Staff, Army (CSA) in May 1984 to evaluate
the officer professional development system, focus on training and education in Army schools
and units, identify systemic strengths and weaknesses, develop findings and make recommen-
dations to the CSA. The group was to look at all aspects of professional development, from
precommissioning to end of service, across the total Army—active and reserve compo-
nent—during the period 1985-2025 A.D.

The group defined the major fuctors influencing professional development as the individ-
ual officer; education and training in schools, units and organizations; and assistance by
mentors, all within the framework of experiential assignments,

The group quickly realized that the total value of the officer corps to the nation, now and
in the future, is our ability to meet the demands of combat. Any development system must

produce officers who can envision the nature of future war, expect it to occur, and personally -

prepare themselves and their subordinates to fight and win; officers who can effectively Jead
the Army and efficiently manage it's resources across the full spectrum of possible conflict. To
do this, the entire officer corps, all the branches, must function as a unified, coordinated team,
There are fundamental principles of professional and leadership development that apply to all
officers: internalized professional values, the warrior spirit, an action oriented thought
processs, progressive mastery of the Art and Science of War, responsibility for developing
subordinates, and a broad based general education.

The group derived strategic goals, that when put into place, will develop officers based on
the fundamental principles, These goals define the basis of & system, standards for commis-
sioning, development sequence, system focus, scope of development, development priority,
mentorship, and responsibility for professional development. The group made extensive use of
the results of two surveys and of comments provided on a teleconferencing net in developing
the fundamental principles and strategic goals,

Members of the study group conducted a needs analysis; evaluated the present system of
schools, units, training and education; examined theory on adult learning, motivation, organi-
zational strata, cognitive development; and examined the possibilities and capabilities of
incorporating emerging technology. It became apparent that there were not only challenges and
issues at each rank level but also issues which cut across the entire system,

Based on the research noted above and a thorough study of what capabilities an officer
must have at each stage of development, the study group designed a theoretical based system
that incorporated emerging technology, would meet the strategic goals and develop officers
according to the fundamental principles—an ideal “desired” system to meet future Army
needs. Using “backward planning,” the group developed potential policies that would allow the
current system to evolve, over time, into the desired system. Proposed policies were evaluated
in terms of practicality, current and near term resource constraints and their impact in a range
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of possible future environments. These policies were then carefully refined into a cohesive
group of feasible recommendations that were presented to the Chief of Staff on 21 Dec 84.

The recommendations to change the current system were based on the group’s observation
that the current system has many strengths but also has weaknesses that will magnify
over—time the system is reactive to Army needs, lacks top to bottom coherence and is not
actually a unified system but a series of loosely joined training processes. Major portions of the
current resident schooling system are based on instructional and training procedures that
allocate the majority of time to teaching highly perishable data and information and insuffi-
cient amounts of time to increasing cognitive ability, decision making skills or in expanding an
officers’ frame of reference. '

The rapidly increasing sophistication of equipment, vehicles, weaponry, and doctrine will
require the officer to acquire even more knowledge to remain technically and tactically profi-
cient. Expanding the current educational system will take a greater portion of the officer's
time. The adult learning cycle makes clear that there must also be time for application of
theory taught in school to gain practical experience on the job and to digest and internalize the
subject matter. Officers must spend most of their time in units to maintain organizational
readiness and to train their subordinates and organizations. There simply is not enough time to
continue to expand more of the current education and training methods which are based on
past experience and the limited capabilities of verbal and printed mediums, The time available
must be focused on the things that make a difference. One of these is an officer’s frame of
reference—the mental perspective the officer uses to make sense of the situation, to under-
stand what causes what in the flow of ¢vents, and to know how to impact on ot gain contrel of
events. As officers advance in rank and responsibility, the tasks they are assigned at each level
are more complex and different in nature and require a different frame of reference. Army
schools must focus on providing officers the expanded frame of reference they will need for the
next series of possible assignments. Schools must also provide some new knowledge and the
opportunity to practice operating within a new frame of reference. The schools must also take
the initiative in exploiting emerging electronic technologies in a way compatible with emerging
education models, which add the computer to verbal and printed mediums and the proven
effectiveness of small group interactive instruction, The Army's education system must add
simulations and “smart” courseware to provide “synthetic experience” and practice to speed
up the learning process. This will enhance learning and retention of skills and improve sound
officer decision making under stress. School faculties can no longer be instructors who primari-

ly relay information and data but must be /eaders who guide, and coach students through an

intense, interactive experience to promote student understanding of the new, widened
perspective.

Commanders and supervisors in units and organizations have the responsibility to devel-
op their subordinates by assisting them in on the job practice to gain experience and by
providing them feedback to ensure the officer has completely gained the new frame of refer.
ence. The system must also specify, in clear terms to the officers, exactly what capabilities they
must have to successfully operate at each level and then have some mechanism to provide
feedback at all stages of the officer’s progress. Greater responsibility will rest on the individual
officer to acquire facts and knowledge and to keep updated within a particular branch or
functional area. Setting up an integrated electronic data base, updated by the schools and
functional proponents, would provide a timely, accurate source to be accessed by authorized
individuals, units or organizations.

The main efforts of the study were to, first, develop a “philosophy cf development” for the
Army officer by laying out the fundamental principles of development that apply to all Army
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officers and defining the strategic goals required to support that development. Second, the
group put together the results of observations, research and amassed knowledge to design a
“desired” coherent development system of schooling, experience on the job, training, socializa-
tion, and personal responsibility to actualize the philosophy and meet the future needs of the
Army.

The desired system is based on distinct development periods in an officer's career that
require a shift in the officer’s frame of reference, the acquisition of new knowledge and skills,
and their internalization through experience on the job. The officer attends schools focused on
transitioning the officer’s frame of reference at commissioning, and upon promotion to cap-
tain, field grade (major), senior field grade (colonel) and general officer. Each of these schools
is followed by properly sequenced assignment experiences to put knowledge into practice. All
schools use a common “core* of instruction at each level to ensure progressive competence and
all use the same common operational terms that are used “in the field,” A/ officers go through
the schooling (either resident or non-resident) at the beginning of each period to shift their
frame of reference in preparation for their new duties. The changed focus of the schools
requires more experienced and mature faculty members to lead students through the transition
than is now the case,

Throughout development periods there may still be functional instructional modules to
update knowledge and technical skills but once the frame of reference is established the course
material may be gained through electronic data retrieval rather than only through resident
instruction,

The mentor is the facilitator who makes the development system work. The commander
and supervisor, as mentors in units and organizations, must understand the development
needs of their subordinates and actively provide the guidance and coaching necessary to ensure
the officers are developing in their duty assignments. Faculty leaders are mentors in schools
who provide experience and guidance and overwatch the course material to ensure that
student officers gain a new frame of reference and have the opportunity for practical applica-
tion through simulations, role playing and small group exeroises,

Individual officers understand that they are responsible for self development both in
school and in the field. They understand the focus of the school is to teach them how to use
information and data and to ensure that they know the sources available to update knowledge
and information. The officer has the responsibility for staying up to date.

To assist officers in self development, feedback is provided to the individual by assess-
ments to indicate progress along a professional development roadmap that lays out completely
for each officer the capabilities they are expected to achieve at each phase of development,
Competency testing and skill certification are accomplished by gradually validating and ex-
tending the Military Qualification Standard (MQS) system from pre-commissioning through
the field grades.

The present paper based knowledge storage and transmission system will be converted to
an Army wide, common shared electronic data base, updated by proponents, providing coher-
ence across all the schools and permitting immediate information retrieval by authorized
individuals, units and organizations. The shared data base allows the large scale use of simula-
tions and “smart” courseware by individuals, units and schools to practice, teach, hone and
evaluate decision making skills in situations based on up to date doctrine,

The desired system incorporates a fully compatible Reserve Component professional
development system ranging from attendance of all AGR officers iti active duty courses to
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creative course design to optimize the time blocks available to reserve officers by establishing
links from the school system data base directly to Reserve centers and armories for unit or
individual use. Additional courses are designed to directly address the different peacetime
environment and unique requirements of the reserve officer.

The futures impact methodology developed by the study group, even thiough still in it’s
infancy, has the potential to help anticipate future needs and assess the influence and perform-
ance of proposed policies so that Army decision makers can proactively navigate the system
and provide properly developed, tactically and technically proficient officers to meet the
Army’s needs.

The system will develop officers who embody the fundamental principies and who are able
to operate within appropriate frames of reference at different levels in any military organiza-
tion. The system will meet officer development goals regardless of changes in the Army’s
mission, eguipment, doctrine or force structure,

The efforts of the study group have provided the Army'{

1. A philosophy for developing officers~~the fundamental principles of officer profession-
al and leadership development and the strategic goals for an officer professional development
system.

2. The description and concept, worked out in detail, of a completely integrated, coherent

develcpment system incorporating a firm theoretical base, the capabilities of emerging tech-
nology, and retaining the strong points of the present system.

3. A concise, comprehensive set of policy recommendations and implementation plans to
allow the Army to smoothly evolve from present education and training procedures to a total
officer development system making better use of available time and limited resources.

4. The ability to determine how 10 resource a total development system to meet desired
goals. '

5. A pioneer methodology to assess the future impact of policies over extended periods of
time—well beyond current planning cycles.

6. A refocused relationship of the individual in officer development. The individual
officer hus a greater role and stake in the system both as an individual concerned with self
development and as a leader responsible for the development of subordinates,
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Chaptef l

Genesis and Organization
of the Study

1. Background.

a. It has been almost seven years since the Ar-
my concluded the Review of Education and
Training for Officers (RETO) Study. Many of the
recommendations—such as the Combined Arms
and Services Staff School (CAS3) course—have
been in practice long enough such that a prelimi-
nary assessment can be made as to their impact
on the officer corps. Accordingly, the Chief of

Staff determined in February 1984 that it would -

be useful to examine officer developmenit.to see.if
the education, training and development objec-
tives are sound, clearly understood and being

gave rise to Tne Professional Development of Of-
ficers Study (PDOS),

b. The study concept and terms of reference for
the study were approved in May 1984, See Fia-
URE [-1,

2, Objective Of The Study.

a. Chief of Staff Memorandum 84-15-13, dated
30 May 1984, subject: Professional Develop-
ment of Officers Study directed the study group
to evaluate the commissioned and warrant offi-
cer professional development system in light of

( pursued vigorously, as well as resourcefully, This the Army's needs during the period 1985-2025;
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to focus on professional military training and ed-
ucation in Army schools and units; to identify
systemic strengths and weaknesses; and to fur-
nish recommendations to ensure that our educa-
tion and training system and philosophy will pro-
vide the professional development of officers and
the leadership needed for the future. (NOTE: The
warrant officer portion of the mission was subse-
quently transferred to the Total Warrant Officer
Study (TWOS) in September 1984),

b. The Chief of Staff tasked the study group to
look at the entire Army and to make recommen-
dations for officer professional development out
to year 2025, The study group decided to review
all aspects of officer professional development to
inslude not only development through education
and training, but also through socialization with.
in the Army and assignment experiences in uaits
and organizations,

¢. Those critical issues to be addressed by the
study group inchided the following (see Figure 1-
2)

(1) Does the cducation and training system
provide officers with the professional develop-
ment they will noed for the future?

_(2) Does the education and training system
fpalrcwide the leadership the Army will nead for the
ture? ‘

(3) Does the education and training system
teach the right things in light of the Army mis-
tion? At the right time and place? Or well

(4) Is the education and training system or-
ganized the right way to keep officer training cur-
rent and effective?

3. Composition, Direction And Control,

a, Lieutenant General Charles W. Bagnal was
appointed Study Director by The Chief of Staff.
The members of the study group were selected
because of their diverse backgrounds and unique
qualifications. Once the methodology for the
conduct of the study was developed, the group

was organized to best implement the evaluation

concept (see Chapter 11).

3 b. PDOS milestones are depicted at FIOURE ]-

4. Acknowledgments,

.This report is in every sense of the word the
product of the insights of the entire Officer
Corps. For example, more than 14,000 officers
took the time to complete and return surveys.
Over 3,000 commissioned officers provided writ-

- ten remarks for consideration in the survey, Let.
ters and reports of various categories were pro-
vided by more than half the serving general
officers. Three hundred thirty-three general of-
ficers addressed a number of tough issues rele-
vait to officer professional development in a spe-
cially. designed survey, Countless officers,
noncommissioned officers, soldieis and civilians
provided briefings and valuable insights into our
development system, In addition, an interactive
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teleconference net provided fast feedback from
an interdisciplinary group of 51 active partici-
p pants as a means of working critical subjects.
( This study could not have been conducted in the
relatively short time provided without these
thoughtful and significant contributions,

8. Organization Of The Report.

a. This volume is organized to provide a broad
3 overview of the PDOS study effort. Every at-
: tempt has been made to ensure that the reader

has both the conteni of the recommendations as
: well as an understanding of the context within
which the group decision process functioned, Ac-
" : cordingly, the chapters progress from a brief in-
y troduction designed to explain the genesis of
PDOS (Chapter I) to an overview of the method-
ologies employed (Chapter II), The combined in-
sights into the strengths of and challenges facing
the officer professional development system are
presented in Chapter III (the focus of the report
to this point is on the “here and now"), Chapter
IV explains the theoretical basis developed by the
study group for designing the desired system for
educating and training officers and Chapter V

describes this system in more detail across seven
officer professional development periods. Those
system-wide issues that apply to more than one
development period are presented in Chapter VI
and topics of special interest are highlighted in
Chapter VIL Finally, the report concludes with
the Chief of Staff, Army decisions and a discus-
sion of the implementation strategy.

b. The detailed annexes contained in subse.
quent volumes support the various elements of
‘the report and provide the depth of understand-
ing neceasary to fully uriderstand the group’s in-
tent and how to apply the study group's recom-
mendations which have been approved in

concept. Accordingly, the volumes progress from

an overview of the entire study group effort (Vol-
ume I) to a presentation of the detailed Imple-
mentation Plan (Volume II). The third volume is
a compilation of annexes that describe both Sys-
tem-Wide Issues and Special Topics of Interest.
The Seven Officer Development Periods to in-
clude Reserve Component Issues are presented in
detail in Volume IV followed by the annex dedi-
cated to the Policy Impact Analysis.
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Chapter I

Methodology

" Bection 1. Introduction.

1. Successful evaluation efforts have one thing in
common--a system perspective, This means that
the study focus is not on just the component subsys-
tems, but also on how the subsystems interact with
each other and with their respective environments.
Accordingly, the entire system may be viewed in
terms of an input/output process, That Is, the sys-
tem Interacts with {ts environment and produces a
product. In this study, the product Is, the officer

corps, The system is education and training for of-
ficers and the process involved is officer profession-
al development from Pre-Commissioning through
General Officer, This study group existed to pro-
vide feedback to the Army so as to make changes to
the system, as necessary,

2. The methodologies employed by the study
group to evaluate officer professional development
are presented in this chapter. A general
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walk-through of the evaluation procedures used
is in Section 2. The remainder of the chapter
explains the various components of' the evalua-
tion process identified during the walk-through.
The detailed results of the evaluation cfforts are
in Chapter III.

Section 2. Overview Of Methodology.

1. Group members spent thiee days at an off=
site conference in June 1984, The end products
of this effort were: '

a. A consensus of what subsystems were in-
volved in officer professiona! development,

b. A series oanpprowd definitions to pro-
vide a common understanding of the task at
hand,

¢. The framework for what was to grow and
become the Fundamental Principles of Officer
Professional and Leadership Development,

d. A draft survey and a concept for under.
standing the evaluation task at hand,

2, Figure II-{ depicts the overall study method-
ology. After curefully studying the charter and

receiving a series of information briefings, the
study members agreed that an appropriate, sys-
tematic way to ¢valuate the officer professional
development system was to first define funda-
mental principles of officer professional and
leadership development to serve as the bench-
mark in the design and measurement of the Ar-
my professional development system &cross time,
From these principles would evolve the strategic
goals of the desired system which would then be
used to develop those system-wide issues that
must be addressed in the evaluation effort. Sec-
tions 3 and 4 of this chapter present a discussion
of fundamental principles and strategic goals.

3. At the same time the¢ process described
above was occurring, a data collection effort was
underway (FIGURE 11-2) from which a needs anal-
ysis would evolve. From a theoretical base, data
were gathered through the study of the current
system and other previously conducted studies.
Information was also generated from field trips, a
commissioned officer survey, a general officer
survey, a teleconference network and an impact
analysis of potential policies on the capabilities
of the officer corps in various future scenarios,
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Chapter 111 of this volume provide the results of
this needs analysis.

4, The observations and insights emerging
from both the Principle-Goal-Issue process and
the needs analysis contributéd to the design of
the desired system for officer professional devel-
opment, The desired system focuses on the com-
ponent elements of officer and cadet/candidate
development and integrates the key components
(e.., active, reserve, the education and training
institutions, the individual officer, the unit and
organization, the education and training technol-
ogies and methodologies, etc.) within and across
the system comprised of seven development peri-
ods from pre-commissioning through general
officer.

5. Aims, major thrusts and recommended poli-
cles were next developed for each of the seven
officer professional development periods which
support the strategy to achieve the desired sys-
tem. Concurrent with this iterative process, the
base policies were analyzed for robustness using a
computer based model that generated a range of
potential future acenarios,

6. Aggregated policy costs were then developed
for PDOS recommended policies (see FiGuRe I1-
3) and these costs were keyed to 1985 baseline
figures, In conjunction with this resource feasibil-
ity check, recommendations were adjusted to
;chieve maximum impact for minimum reasona-

le cost,

7. The recommended system which emerged
from this process was briefed to the Chief of Staff
on 21 December 1984, Policies which have been
approved in concept are presented along with
resourcing data, a phased implementation plan
und an integraied information plan in Annex E,
Implementation Plan,

Section 3. Fundamental Principles.

1. The Fundamental Principles of Officer Pro-
fessional and Leadership Development became
the benchmark in the design and messurement of
the Army officer professional development sys-
tem, They were developed, updated and refined
in an iterative fashion, They began as a list of
philosophical guiding principles, phrases, key
words and thoughts and were then hammered,
molded, shaped, rafined and polished during the
study by using input from surveys, personal in-
terviews, the teleconference net, briefings and In-
Process Reviews with senior Army leaders, More
than 200 general officers provided extremely
helpful correspondence on this matter, The set of
principles that was briefed to the Chief of Staff

and received his approval are depicted in FIGURE
I1-4,

2. A discussion of the fundamental principles
follows:

a. The goals of the Officer Professional De-
velopment System is to strengthen and fortify the
will, character, knowledge and skills of those who
lead and support soldiers. Its fundamental princi-
ple is that officers develop a vision of the nature
of future warfare, expect it and personally pre-
pare themselves and their subordinates to fight
and win on the battiefield. In the final analysis, it
is the requirement to meet the demands of com-
bat that defines the value of the officer corps.

b. Our capacity to defend our Nation and
preserve the vitality of the Army of tomorrow
depends on the state of officer development to-
day. Therefore, through a sequential and progres-
sive system of education, training, cocielization
and assignments, the officer corps continuously
develops to effectively lead the Army and effi-
ciently manage its resources across the full spec-
trum of conflict.

¢. Underlying this development process is
the foundation that all officers:

(1) Are Professional. Officers personally
adopt, model and instill in their subordinates the
values that form the basis for a distinet lifestyle
and code of behavior, They are worthy of special
trust because their character and integrity are
above reproach. They command confidence and
respect for excellence in their profession; are loy-
al to the Nation and the Army; are self-disci-
plined to ensure that their own moral and ethical
well-being are maintained; and exhihit selfless
service to the Army and the Nation in all of their
actions so as to ensure that they accomplish their
responsibilities with no thought of taking unfair
advantage and with the least costs in terms of
lives and national resources,

(2) Have A Warrior Spirit, Officers accept
the responsibility of being entrusted with the pro-
tection of the Nation; prepare physically and
mentally to lead units to fight and support in
combat; maintain skill in the use of weapons,
tactics and doctrine; inspire confidence and an
cagernoss to be a part of the team; have the abili-
ty to analyze, the vision to see, the integrity to

‘choose and the courage to execute,

(3) Progressively Master The Art And Sci-
ence Of Warfare. They personally pursue techni-
cal competence through the education, training

- and mentors available to them; build on the fun-

damentals of the profession by increasing their
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knowledge and skills in tactics, strategy, the ap-
plication of technology, logistics, military histo-
ry, the human factors of war and establish a pur-
suit of remaining current in and consider the
potential future consequences of events and envi-
ronmental factors 8o as to gain an understanding
of the nature of future war,

(4) Are Leaders. They build cohesive
teams by developing subordinates through coach-
ing, teaching and providing advice and guidance
20 as to train, mobilize, deplcy, fight and sustain
Army units that win in combat. They create a
command climate which encourages subordinate
initiative and fosters their satisfaction in serving
the Nation in the company of other equally dedi-
cated professionals. They personally care for
their subordinates and accept the responsibility
for ensuring their welfare and morale while im-
buing them with the values, knowledge and skills
of the profession-of-arms.

(5) Are Action-Oriented In Their Thought
Processes. They have the intellectual agility to
think, plan, assess and apply judgment in making
timely decisions; expand thelr cognitive skills
which foster innovative and creative thinking
while retaining their ability to take bold and deci-
sive action.

(6) Develop A Broad Base Of General
Knowledge. Officers understand our own nation-
al heritage, potential enemies and the environ-
ment---political, economic, technological, demo-
graphic, geographic and cultural—in which the
Army must effectively operate now and in the
future,

d. Above all, Army officers are patriots who
possess a sense of pride in our Nation and a de-
termination to preserve the values of freedom
upon which it was founded,

Section 4, Strategic Goals.

- 1, The strategic goals of the desired system for
officer professional development were derived
from both the fundamental principles and the
needs analysis (Chapter I1I). These goals provide
the long term objectives of the desired system as
well as the coherence and direction required in

resource decision making. When emplaced over

time, these goals will ensure that the Officer Pro-
fessional Development System will produce the
leaders that meet future Army requirements,

2. The eight strategic goals of offloer profes- -

sional development are:
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a. Basis for the System. The overriding prior-
ity of the Officer Professional Development Sys-
tem (OPDS) is to develop officers to meet dy-
namic Army requirements by anticipating and
planning for change., Within this priority, OPDS
will nurture and take advantage of individual
skills and professional development desires.

b. Standards for Commissioning. The Army
commissions as officers only those individuals
who attain established prerequisites, are of good
character and are worthy of the special trust
placed in those charged with the protection of the
Nation,

¢. Sequence of Development,.

(1) The OPDS ensures that all officers are
initially developed to be branch qualified.

(2) Opportunity for further development
is weighted with regard to the individual's poten-
tial for continued service and the Army’s require-
ments for in-depth experts in warfighting and
technical fields as well ay for officers capable of
integrating complex weapons sysiems and
organizations. : -

d. Focus,

(1) Long-term. The OPDS stresses long-
term coherent development to establish founda-
tions in values distinctive to the profession of
arms, the warrior spirit, expertise in the art and
science of war, capacity. ‘The system reinforces

these at each lovel to maximize the officer’s effec.

tiveness in future assignments,

(2) Short-term. To sustain current readi-
ness, the OPDS ensures that officers are func-
tionally prepared for each assignment,

e. Scope of Develcpment, The OPDS devel-
ops officers to meet the requirements of the Ar.
my with sufficient regard for the need to raise,
maintain and sustain the force giving priority to
the Army in the fleld.

f. Development Priority, The OPDS ensures
that all officers fully develop as leaders and pre-
pare to assume command and leadership posi-
tions when called upon to do so.

§ Mentor. Every officer is a mentor and, asa
leader, has the fundamental responsibility to de-
velop subordinates a1 & means of increasing his
organization’s effectiveness and, as a faculty
member, has the responsibility to rainforce and
expand the learning experieince of student
officers.

10

.o '

h, Responsibility, Officer professional devel-
opment is a responsibility shared by the individ-
ual, the unit and Army schools. Of paramount
importance is the sense of responsibility and per-
sonal commitment each officer has for profes-
sional self-development. Army schools assist
units, organizations and each individual officer
in the development process.

Ssotion 5. Teleconfersnce Net.

1. Task,

4, The PDOSNET was established to pro-
vide a forum tor substantive group discussion, to
assist in decision making and to exchange
messages and information relative to the profes-
sional development of officers. The study group
sought to involve as many participants as were
willing to contribute to the analysis of how best
to professionally develop Army officers,

b. The Study Director personally selected ull
genoral officer net participants. Others requesting
net participation were granted dccess after a care-
ful examination of their expertise and potential
for contribution, See Annex Y, PDOS Computer-
Based Teleconferencing Network, for a list of
participants.

2, Provess.

&, The particular system used by the PIDOS
group was CONFER which is available through
the US Army FORUM and operutes on the
Michigan Terminal System (MTS) at Wayne
Stute University, Detroit, Michigan,

b. The capabilities of the CONFER system
were rigorously employed in support of the study.
The PDOSNET had items on the system with §1
different participants involved in discussion and
comments during the course of the study. There
were 1,633 individual uses of the system, totaling
14,326 aggregate minutes, There were 266
messages sent, 22,301 items displayed, 292 te-
sponses made and 3,772 sets of rosponses sent,

¢. PDOSNET contributed most significantly
to the development of both the Fundamental
Principles of Officer Professional Leadership De-
velopment and Strategic Goals. The lengthy and
lively debates over these topics were extremely
helpful in hammering them into final form. Par-
ticularly lucid comments were provided about
the “warrior ethos” concept, These comments
served as a primary source of data for what later
came to be called Warrior Spirit.
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Section 6. Surveys.

1. Task,

2. Two surveys were developed to identify
the strengths of, and challenges to, the current
officer professional development system. One
survey was sent to commissioned officers, lieu-
tenant through colonel. The other was sent to all
serving general officers. The survey development
process began prior to the June off-site session of
the study group and included reviews of the two
surveys by all study group members, review by
the Soldier Support Center Survey Review Panel
and pilot testing of both surveys on a representa-
tive sample of officers in the fleld.

b.- The major findings from the survey are
presented as a portion of the needs analysis in
Chapter U1,

2, Process.
a. Commissioned Officer Survey,

(1) The 1984 Officer Professional Devel-
opment System Survey was mailed to 23,000 ran-
domly selected commissioned officers, lieutenant
through colonel, during the first week of August
1984,

(2) The 93 survey questions (plus 12 dem-
ographic items) focused on the status of the cur-
rent system, Survey topics included: develop-
ment of officers for current assignments, military
schools, civilian education programs, officer
preparedness and professionalism, unit and or-
ganization assignment experiences and other is-
sues that influence the development of officers.

(3) As of 1 QOctober 1984, surveys had
been received from 14,046 officers (51% compa-
ny grade, the remainder field grade), Fifteen hun-
dred surveys had been returned as “non-delivera-
ble.” All gtades, branches and year groups were
adequately represented in the group of
respondents.

b, General Officer Survey,

(1) The 1984 Professional Development
of Officets Study General Officer Survey was
mailed to 436 serving general officers during the
first week of August 1984,

(2) -The 139 questions (plus 11 demo-
graphic items) ask the tough questions that must
be addressed in order to consider the direction
which the Officer Professional Development Sys«
tem must take to meet the needs of the fu.
ture—out to and including the year 2025. Topics
addressed include: professionalism and readi-
ness; officer preparedness; weakest areas of offi-
cer preparation; assignment preparation; military
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schools; development for genera! officer assign-
ments; issues for the future; general officer gui-
dance; and a number of open-ended, subjective
questiong.

(3) Asof 1 November 19384, surveys had
been reccived from 333 general officers. All
grades and categories of general officers were ad-
equateiy represented,

Section 7. Altemative Futures and Policy Im-
pact Analysis Mathodology.

1. Task.

a. PDOS was chartered to examine the cur-
rent sysiem and design a desired system - that
would produce the leaders for the twenty-fiist
century. The study focus was from 1985 through
2025. To atteinpt to define the exact nature of
the world 40 yexnrs into the future is not a worth-
while endeavor and could be considered crystal
ba.i gazing. However, the study group believed
that an opportunity existed to do some innova-
tive work with regard tu developing alternative
futures scenarios that could assist professional
development decision makers in identifying
plausible environments 5o that long-range plan-
ning could take place.

b. The extended impact of major profession-
al development initiatives must be considered
when developing policy recommendations. After
carefully developing Fundamental Principles and
Strategic Goals, conducting a needs analysis and
deriving the key issues to be addressed, the next
major task that needed to be completed was to
develop an approach for measuring the effective-
ness and robustness of the officer profissional
development system across time and in a variety
of situations or scenarios, A methodology for
measuring this efféctiveness and robustness,
called policy impact aualysis, was developed.
FIGURE II-5 on previous page depicts the futures
impact analysis conducted by PDOS.

" ¢, Existing forecasting tnodels which are ap-
plicable to the study group's areas of interest are
not able to provide reliable information beyond
approximately two to seven years (see Figure II-
6). As the PDOS charter extended to 2025, the

_group necded a process to manage the “gap” be-
tween the carly 1990's and 2025, Two major
"challenges faced the group. The. first wus the de-
gree to which such long range futures work had
become a “scientifically acceptable” process and
the second was the extremely short time in which
alternative scanarios had to be developed if they
were going to have utility while the group was
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still in session. A conscious decision was made to
devote a major effort to developing a rational
way to manage the unceriainty associated with
the extended time “gap.” In general, it was de-
cided that the only nther alternative to a major
effort was to gather a group of “experts” in a
“smoke-filled room™ to generate alternative sce-
narios. This option was discarded as it was be-
lieved that the output from such a process would
not be accepted nor actually used by decision
niakers,

2. Process.

a. Interviews were conducted with a number
of Army Staff and Strategic Studies Institute
long-range planners in order to determine a way
to proceed. A review of options launched the
PDOS Futures Team on a process which covered
the steps indicated in Figure 117,

b, The process chosen was to use an auto-
mated mathodology based on a simulation model
named INTERAX, First, events and trends were
identified through s detailed search of futures
literature. Second, a survey was developeu and
administered to experts in long-range planning

and futures research using the DELPHI tech-
nique in order to further develop the most influ-
ential events and trends in officer professional
development through 2025, Next, a detailed re-
view of potential PDOS recommended policies
was conducted to identify those whose imple-
mentation was judged most critical to the design
of the desired system. These policies were then
“cross-impacted” along with the model events

_and trends in the INTERAX model to graph the

impact, over time, of the PDOS potential policies
with the greatest system impact. A sampling of
the output is contained in Chapter VIII and in
Annex B, Future Environment and Policy Impact
Analysis. A detailed description of the entire IN-
TERAX process is presented in Annex II, Policy
Impact Analysis,

3. Unknown Territory.

a. Throughout the entire operation, PDOS
charted unknown territory=—i.e,, the INTERAX
model was so new that it had not yet been fully
implemented nor tested on the scale PDOS was
atiempting, Such work had never been pursued
.in this form before by any militaty agenoy. Three
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technical consultants assisted in the project, how-
ever none were completely knowledgeable on the
total implementation process-—a project of this
magnitude had not yet been undertaken (nor in
so short a span of time),

b. This ambitious effort did not achieve
fruitful utility until the final weeks of the study.
Developmental constraints were very challenging
and time consuming. However, one critical factor
became very clear—the PDOS Futures Model
provides a unique and potentially useful vehicle
during implementation to assist in modifying
policies over time. While contributing some de-
gree to the overall viability of the PDOS effort,
the greatest contribution of the process to the
Army lies with its potential utility for navigating
toward the desircd PDOS system by assessing the
impact of many variables on major PDOS initia-
tives. For a further discussion of policy manage-
ment implications refer to Chapter VIII, Annex
B, Future Environment and Policy Impact Anal-
ysis and Annex II, Policy Impact Analysis.

Section 8. Organization Of The 8tudy Group To
Implement The Methadology.

1, Figure 11-8 and Table II-1 on the following
pages depict the study group organization to im-
plement this methodology.

2, The study group organized into five teams
for day-to-day eiforts. The group also applied a
matrix design, when necessary, and assembled
subject-matter expert task forces tu tackle partic-
ular issues and provide valuable insights, “Oper-
ations officers” were identified within each team
to accomplish the necessary cross-fertilization
among the teams to achieve a. systeins perspec-

~ tive, The operations officers participated in the

“vertical analysis” conducted Ly their own teams
as well as the “horizontal analysis® across the
entire system to confront the issues of continuity
and consistency as well as specific issues identi-

f(

fied by the nesds analysis,
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Figure 1i-8: Study Group Organization.
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Section 1. Introduction. .

1. General, This chapter presents the results of
the PDOS analysis of the current system for de-
veloping officers.. The data discussed here rep-
resent a synthesis of findings evolving from team
visits, information briefings and a review of oth~
er studies, The two PDOS surveys provided a
wealth of information and policy imipact analysis
tested the robustness of recommended: policies.
Accordingly, this chapter presents the highlights
of the PDOS analysis and paints a “where we are
now” picture. The remaining chapters describe
“where we need to be” and how the Army should
proceed in order to get there,

2, Overview, There are many challenges in edu-
cating and training officers. A description of the
disturbing environment facing the officer corpa is
presented in Section 2 and the components of the
existing Army Education and Training System
are described in Section 3. A synopsis of what

other recent studies say about officer education
and training is presented in Section 4 and the
current system iy contrasted with that of other
armies in Section 5. Highlights of the results of
the PDOS surveys are in Section 6. Additional
insights into the current system are identified in
Section 7 and conclusions are lisied in Section 8,

Section 2. The Challenge.

1. Generul,

&. The topio of officer professional develop-
ment has never been more¢ important than it is
today. Recent articles and books have oriticized
the current state of the officer corps, Additional-
m the world environment within which the Ar-

y

is charged to carry out its many missions is -

becoming ever more disturbing. For example,
while potential adversaries grow stronger, the
United States is confronted with the need to im-
port much of its strategic minerals and muterials




from Third World countries which are often sur-
rounded by choke points and potential flash
points, Accordingly, the complex issues associat-
ed with the Army’s transformation to meet future
needs are most challenging,

b. The challenge to educating and training
officers whowill Jead the Army into t“e next
century is to develop the knowledge, skills and
abilities which will provide them the capability

to be flexible—to innovate, think and adipt to

the demands of a fast paced, highly stressful, rap-
idly changing environment, The American ofti-
cer is faced with a disturbing environment. There
is a dramatic incremse in the rate of advance in
weapons systems, The world today is complex,
dangerous and changing,

2, Challenges Facing Today's Officer.
a. The World Today. A
(1) Major global chokt points and poten-

tial flash points exist around the world. Choke -

points in cir own hemisphere are the Panama
Canal and the Straits of Florida, Near the north.
ern flank of NATO lie the Danish Straits and the
QGreonland-Iceland and United Kingdom Gaps.
To NATO’s south is the Straits of Gibraltar and
to the east are the Turkish Straits, the Suez Ca-
nal, the Strait of Hormuz and Bab el Mandeb;
further south are the Mozambique Channel and
the Cape of Good Hope. Southeast Asia has its
own choke points: the Strait of Mallaca, Korea

Strait, Soya Strait, Tsugaru Strait and the Kusile
Islands, Potential flash points surround many of
these choke points: Nicaragua, El Salvador, An-
gola, Motrroco, Libya, Korea, the Middle East,
the Sino-Soviet border, Cambodia etc.

(2) The United States lncks self sufficien-
cy in 2 number of strategic materials: manganese,
cobalt, bauxite, chromium, asbestos, nickel and
zinc, Key U.S. strategic mineral and metal
sources are in the Third World—-often in close
proximity to potential flash points, For example,
Latin America produces columbium, strontium,
manganese, tantalum, bauxite, alumina, tin, anti-

‘mony and graphite. The Middle East, Africa and

Southwest Asia produce mica, titanium, manga-
nese, . chromium, cobalt, plutinum, nasbestos,
graphite and diamonds. Asia produces columbi-
um, tantalum, tin, titanium, antimony and
graphite,

(3) The U.S, is more than 50 percent de-

: peﬁdent on foreign sources for 23 of 40 critical .

materials ‘essential to its economy and national
seourity. In conirast, the Soviet Union is inde-
pendent of foreign sources for 35 of these same
40 critioal materials,

(4) At the time when U.S, dependence on
foreign sources for strategic materials is increas-
ing, it'is simultaneously confronted with a grow-
ing projection of Soviet power (see Figure III-2
and Fiount I1I-3).
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b. The Army in Transition.

(1) Today's officer serves in an Army
characterized by transition—programs are in
place to bring a out changes in organization. doc-
trine, equipping, manning and training, The
changes, while building a more effective Army,
present officers with leadership challenges the
magnitude of which have never been faced
before, The Army. continues to rely on the Re-

- serve Components. Combat divisions are being

restructured to maximize the effectiveness of
new weapons and new battlefleld doctrine, Major
new weapon systems and equipment, all of them
technologically complex, are being introduced at
unprecedented rates (¢.g., the Abrams tank, Brad-
ley fighting vehicle, MLRS, AAH-64, DIVAD,
Patriot, SINGCARS and improved munitions),
Soldiers today are of the highest quality on re-
cord—they demand and deserve excellence in
leadership,

(2) Today's Active Army is also character-
ized by a steady state in its size (780,000 ceiling),
a heavy reliance on the Reserve Components and
much of the Army in the TDA (s¢e Annex C,
Glossary of Terms, Abbreviations and Acro-
nyms). Recent decisions add two light infantry
divisions to the active force structure by 1990
and the COHORT and New Manning System ini-
tiatives continue to evolve, A significant portion
of the Army is overseas and continued personnel
turbulence exists in key leadership positions.

{3) The average captain has only one tour
in & TOE unit (see Annex C, Glossary of Terms,

Abbreviations and Acronyms), The average offi-
cer has two to three jobs per assignment, Junior
officers are “force fed” into higher level posi-
tions. The command climate associated with
such a turbulent environment tends to focus
more on immediate tasks and less on develop-
ment, 80 there will be consistent shortfalls in
long-range and strategic planning. This in turn
increases the burden on the school system to pro-
vide functional skills to make up for shortfalls in
experience and the corresponding decrease in op-
portunity for leaders to assist in the development
process. As a consequence, the individual officer
frequently finds himself assigned to a key posi-
tion for which he may not be adequately
prepared.

¢, New Battlefield Challenges,

(1) Changes in doctrine and equipment
reflect the new battlefield challenges facing the
American officer. Ay des¢ribed in FM 100-5, Op-
erations, distinction between front and rear lines
will be blurred, The scope and complexity of op-
erations will be greiter thin seen to date, Because
of the nuclear threat, forces will be réquired to
rapidly disperse and reconstitute. The chemical
threat is increased as demonstrated by the will-
ingness of potential adversaries to use chemiocal

weapons, Communioations will be disputed and

command and control made more difficult due to
the disruptive effects of electronic warfare. Be-
cause of the global nature of the threat and the
wide ranging environments within which Ameri-
can forces may fight, supply lines will be long and
vulnerable,

OVIET TROOPS ABROA

Figure 11i-3: Soviet Troops Abroad,
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(2) The enlarged battlefield perspective
required at all levels will be accompanied by both
higher stress on American forces and by an in-
creased demand for thinking skills and initiative
at more junior levels than seen previously. Mid-
dle and top level decision making will be charac-
terized by a lack of complete information, multi-
ple and conflicting objectives, high levels of
uncertainty, turbulent environments arnd deci-
sion outcomes that tend to be both costly and
long-range in their implications. Senior leaders
will continue to rely heavily on critical thinking
skills as they integrate the various levels of com.
mand, creating the conditions necessary to make
those commands werk well together while at the
same time¢ developing subordinate leaders capa-
ble of the innovative and creative action de.
manded by the future battlefleld.

d. The Future Environment For The US Ar-
my—1985-2025, A wealth of data is available
from the Bureau of the Census and from futures
researchers which can be extrapolated to make
inferences about the future environment for the
Army. This paragraph discuss¢és demographic,
technological and other system changes which
Army leaders can anticipate. :

(1) Genoral discussion of demographic
trends. See Appendix | to Annex B, Future Envi.
;onni'llem and Policy Impact Analyais, for further

etails.

(») Demographic developments consti-
tute a known reality of the future in that the
c¢olonels and generals of 2025 are already born
and we know the size of the age cohort from
which they will be chosen, According to the Bu.
reau of the Census, the most likely population
estimates for the next 40 years show a significant
increase in population growth,

(b) While the overall figures seem
favorable for officer accessions and enlisted
recruiting, the reality is somewhat different, The
available manpower in the 18-24 year-old cohort
drclines until the mid-90s and does not reach the
levels of the 1970s at any point in the next 40
years. This reduction in the size of the labor force
at the entry ages of Army officers will invariably
increase the competition between the Army, the
other services and the private sector for the most
capable young people.

(c) The median age of the US popula-
tion will rise over the entire period 1985.2025.
One of the more pervasive population trends, the
median age of the US populstion resched an all-
time high of 30.6 years in 1982, but this will
increase to 36.3 years by 2000 and to 40.8 years

e s e g s -

in 2030. This means that the population will be
constantly growing older and will be increasingly
dependent upon public services,

(d) One aspect of the demographic pat-
tern is favorable to the military. The typical tri-
angular population pyramid is being replaced by
a comparatively cylindrical structure, Those in
the population group which follows the “baby
boom” cohort aré likely to find. that an aging
population decreases the promotional prospects
of younger workers in the civilian world. On the
other hand, with the military services emphasis
on youth, physical fitness and early retirement,
chances for advancement and challengirig oppor-
tunities for younger persons constitute an impor-
tant inducement for officer accessions if ex-
ploited by the military services:

(¢) Another demographic factor influ-
encing the world of 2025, will be the tremendous
increase in world population. By 2000, there will
have been a 70% increase in the population of
lésser developed nations over whut it had been a
mere quarter éentury earlier. The world popula-

tion will be 6,38 billion' by then and over five

billion will live in the leassor developed nations.
For instance, if Mexico's rate of growth continues
much longer, its population will exceed one bil-
lion within the next century. The projected in.
crease in world population will have such an af
fect on the global consumption of food, forest
products and mineral rescurces that it must be
ranked as one of the most critical international
issues. The result will be a-veritable flood of peo-
ple demanding opportunities, resources, power,
space and prestige on a crowded planet.

() For the United States, this may
mean a tremendous increase in the rate of immi.
gration. The influx of people from Latin America
and Asia could increase in the next 40 years,
radically changing the ethnic structure of the Na-
tion in the way that the “new immigration” from
eastern and southern Europe in the late nine-
teenth and early twentieth century changed the
mostly Anglo-Saxon and African dominance of
the continent that had come in the previous two
and a half centuries. There is little reason to ms-
gume that the Nation cannot continue to absorb
such ethnic modifications while modernizing its
sconomy, adapting its values and modifying its
institutions without becoming wrecked by the ra-
cial, religious and ethnic discord that has domi-
nated most of the world's pluralist communities,

(2) General discussion of events and trends,
See Appendix 2 to Annex B, Future Environment
and Policy Impact Analysis for further details.
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(a) the PDOS Futures Team conducted a
detajled search of the long-range planning and
futures literature to identify significant events
and trends which describe the future environ-
ment in which officer professional development
will find itself between 1985 and 2025, After cre-
ating approximately 110 event and 90 trend
statements, the Future Team sought the expert
opinion of several long-range planners/futurists
throughout the Department of Defense and other
government activities as to the probability of oc-
curcence of each event and the forecast of trend
level of each trend.

(b) This discussion presents the signifi-
cant consensus as to the event probabilities and
trend levels which the Futures Team used in their
computer simulations,

1. The future environment is anticipat-
ed to be characterized as “technology intense*
with computer technology as the underpinning,
Fifth generation computers, artificial intelligence
and super-powerful hand-held computers will all
be part of the environment in which officer pro-
fessional development will find itself. The Army
will have installed an electronic data base which
will be availablé for all to use as un extension of
their information data base an for decision mak-
ing. The Army will have taken advantage of com.
munioations-computer based instruction technol-
ogy and will have installed this technology
widely. Officers will be more conversant in com-
puter iechnologies; more officer positions will re-
quire daily use of the coraputer; and , more of-

ficers will have personal computers in their

homes.

2. Officer professional development will
include a program of aeif-development and as-
sessment and formalized professional develope-
ment programs will be the norm throughout Ar-
my units and organizations.

3, The Army will undergo another mod-
ernizatinn program similar to that experienced in
the 19802 as new technologies make current
equipment obsolete.

4, It is considered unlikely that US mili-
tary forces will be combined as is the Canadian
Army. Despite the anticipated increase in the
size of the spanish-speaking population in the US
officers will not be required to have a second
language skill. Although it {s possible that the
active component Army may very well be used to
control domestic rioting, it is not considered
probable that the Army will be used to protect
domestic facilities such as power plants, water
supplies and the like.

3. Criticisms

a. A number of authors and journalists in
recent years have criticized the officer profes-
sional development in the Army. Much of the
criticism is unwarranted and cites examples tak-
en out of context. On the other hand, some of the
observations strike close to home and merit fur-
ther examination, Some of the criticism ad-
dresses problems that the Army is working to
correct, All of the comments show that society-at-
large is aware of and concerned about the officer
corps. These criticisms all accoriplish one thing
that should have positive results—=they make us
think. When matched with a healthy desired to
achieve a more combat ready officers corps, the
thought so generated should result in a very
much improved product.

b, The officer corps perception of the recur-
ring critical themes are revecled in the PDOS
Officer Survey is portrayed at Figurs [11-4,

4. The Problem.

a. The increasing tempo of change within a
disturbing world environment challenges not on-
ly the individual officer, but also the education
and training system charged with developing of-

. ficers who possess the charucteristics and capa.

bilities needed to meet the challenge.

b, The orchestration and synchronization of
warfighting assets has become too complex to Ig-
nore. We must develop officers

(1) Who know how to think, rather than
only what to think about:

(2) Whose decision skills include an abili-
ty to conceptualize, to innovate and to synthesize
information while under stress;

(3) Who are able to adapt to tlie unexpect-
ed and, like Chamberlain at Little Roundtop (see
Military Review, Feb 83, pp, 62-66), are able to
temper an understanding of doctrine with the
willingness to take reasoned, measured risk when
nocessary to wrest victory from certain defeat,

¢. The task of developing officers in suffi-
cient numbers who possess these characteristics
will not be easy.

Section 3. The Education And Training System.

1. General, This section describes the current
schiool system and provides a summary of its
component purts. The genesis for today’s military
school system resta with the 1978 Review of Fdu-
cation and Training for Officers (RETO) study.
Prior to RETO, the Army training structure for
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officers consisied of an Officer Basic Course (12-
16 weeks), an Officer Advanced Course (26
weeks), a Command and General Staff College
(10 months) und an Army War College (10
months). The system as it has evolved is de-
scribed below.

2. RETO

a. The RETO Study Group conducted 2
thorough analysis of the officer education and
training program, The recommended initiatives
covered a supportable training structure designed
to fill training voids and meet the Army's future
training needs for increased specialization in the
face of changing technology and weapons sys-
tems, Specific RETO recommendations includ-
ed: initiation of a Military Qualification Stan-
dards (MQS) system, an expanded Officer Basic
course (OBC), replacement of the Officer Ad-
vanced Course (OAC) with job specific function-
al courses; initiation of a Combined Arms and
Services Staff School (CAS3); a Command and
General Staff Officer Course (CGSOC); and Se-
nior Service College (SSC).

b, The original education and training sys-
tem proposed by RETO included recommenda-
tions for reduction in student load and manpow-
er requirements with little increase in dollar
costs, Phased implementation was designed to
provide resources for exnanded OBC and func-
tional courses through, in effect, an elimination
of OAC. CAS3 was to be fleld grade officer

course, while the numbers of officers staying at
Fort Leavenworth to complete CGSOC would be
drastically reduced, Additionally, a Pre-Com-
mand Course (PCC) was initiated for those of-
ficers selected for battalion and brigade
command.

3. Post-RETO Officer Training Structure, The
system that has emerged since RETO is depicted
in FiGure II1-5. It is important to note that the
system which exists today is not exactly the same
as the system recommended by RETO,

a. Military Qualification Standards (MQS)
System,

(1) This ia a system which qualifies each
officer to perform the duties required of his
branch at a particular grade and to integrate the
training and education efforts of the officer, the
commander and the Army school system from
pre-commissioning through the tenth year of
service,

(2) There are currently three levels of
MQS: MQS I, Pre-commissioning; MQS 11, Ba-
sic Course through lieutenent; MQS III, Ad-
vanced Course through captain,

(3) each MQS is divided into two compo-
nents; Military Skills and Knowledge—those im-
mediate skills and knowledge which an officer
requires to perform successfully in his
branch—and Professional Military Education-
the broader knowledge, skills and insights which

(r

combat,

wWar,

RECURRING THEMEN CRITICAL ﬁ\\

OF THE CUNRENT
OFFICER PROFESERIONAL DEVELOFMENT SYSTEM

D Army lesdars at seMior lrvels behave more like
carporate wnecutiven than warriors,

o Peacetime newds rather than wertine reguirements are
driving the development »f officers today.

o Thae officer profesiicsnal devalopment system dees not gn
far snough ioday in preparing oééicers for war and

o Cerwer daovelopment far (ndividual efficery is secondary
to the ceed for the Army to defand the country and dessr

i -

u  The boluy Arigindl, zreative ttficer cannat survive

in today's Army,

The atficers corps today is focused on parsonnl gain
and not on salélessneed.

The promotion system does Not » eward those officers who
hava the seasoning and potential ¢O be the best wartinme
lesdars,
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Figure lil-4: Recurring Themes from Recent Critical Literature.
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form the basis for an officer’s continuing profes-
sional development. The MQS philosophy calls
on each officer to be responsible for his own
qualification, The Army school system is respon-
sible for stating clearly what must be learned and
for providing necessary training and materials.
The commander is responsible for providing the
opportunity, guidance, example and inspiration
to learn and bscome qualified, A brief descrip-
tion of each MQS follows: ‘

(a) MQS I requires a certification upon
commissioning that the officer pussesses the skill
and knowledge requiremients necessary for newly
commissioned lieutenants and that the officer
participated in college level courses in written
communications, humnan behavior, military his-
tory, national secutity policy and management,

(b) MQS II applies to licutenants and
consists of a directed reading program with certi-
fication completed in the unit, The purpose is to
provide the officer with the skills, knowledge and
proficiency for branch qualification and to con-
tinue to broaden und deepen his professional mil-
itary education. to date MQS II is still in the pilot

program stage with full implementation pending
Chief of Staff approval.,

(c) MQS III is still on the drawing
board, but will require proficiency in a mix of
tasks common to captains and unique to the cap-
tain level of a particular branch, The professional
education component is a directed reading pro-
gram with certification verified currently by the
unit commander,

b.Officer Basic Course (OBC).

{1) OBC is currently under review for pos-
sible revision in the near future, The branch
schools have considerable latitude in varying the
structure and content in their branch OBCs, but
all are TDY cot:rses and most are approximately
20 weeks in length, Many of the schools are struc-
tured to include common military subjects and
branch common training within the 20 weeks
with special functional courses designed to pre-
pare lisutenants for specific duties following the
20 week OBC. The primary purpose of all OBCs
is to prepare lieutenant's for their initial assign-
ment as an officer, The POIs at each branch
school provide a mix of training and education in
leadership, ethics, tactics, training of' soldiers,

f(
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¢quipment maintenance, unit logistics and
branch-specific subjects designed to branch-qual-
ify the lieutenant,

(2) For the Reserve Component officer,
two options for completion of the OBC now cur-
rently exist. The officer completes either the reg-
ular approximately 20 week OBC or a specially
designed RC-OBC which consists of an eight
week resident phase with a pre- and post-corre-
spondence phase.

(3) Figunres I11-6, 1117 and I11-8 depict
the restructured OBC,

¢, Officer Advanced Course (OAC)

(1) The newly revised OAC is & 20 week
PCS course with an approximately six week core
cutriculum common to all of the branch schools,
In addition to the six week military common
core, each branch school will develop a branch-
specific component to be completed by all of-
flcers attending the course, An additional six
weeks of OAC may include modules designed to
prepare captains for their follow-on assigtiments,

The content of the common core includes leader-
ship, training and training management, force in-
tegration, military justice, military history, physi-
cal fitness, combined arms and written and oral
commaunications. The branch component in-
cludes specific information required of all cap-
tains in the branch. If an officer's next assign-
ment after OAC does not require specific
training, the officer leaves the school after 20
weeks; otherwise, he will attend add-on modules

designed to prepare him specifically for skills re- -

quired in the next assignment, The numbers and
type _of modules wlll be determined by
proponents.

(2) For the Reserve Component officer,
four options currently exist for. completion of
OAC., The officer may complete the regular 20
weéek resident OAC, a 12 week resident RC-OAC
(15 weeks at the Engineer School) or a two year
program which combines correspondence courses
or USAR School classes with a minimum of two
2-week resident phases,

(3) Fioune I11-9 depicts the revised OAC.

d. Combined Arms and Services Staff School
(CAS3).
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(1) CAS3 is a nine week TDY course de-
signed to provide training for captains in staff
skills required at brigade, division and installa-
tion level and serves as a transition to in-depth
staff operations and procedures. The course em-
phasizes staff interaction, thinking skills, prob.
lem analysis, decision making and defending de-
cisions, Course content includes logistics,
training management, budget mobilization, de-
ployment and command and staff operations. All
instruction takes place in small, 12-person groups
led by an experienced lieutenant colonel who
serves as the instructor, team leader and mentor.
The teams spend nine intensive weeks working
on a series of interrelated, scenario-driven
problems. Completion of a non-resident phase
and an éxam are prerequisites for entering the
resident phase for CAS3, When CAS3 is fully
implemerited, all captains will attend (approxi-
mately 4,500 each year),

(2) Currently a USAR School version of
this course is being developed. Although originals
ly recommended by RETO to be an entry level.
fleld grade officer course, as implemented it is a
course for captains,

e. Command and General Staff Officers
Course (CGSOC),

(1) CGSOC is currently a 40-week course
designed to prepare officers for field grade com-
mand positions and for duty as principal steff
officers at brigade and higher echelons, During
the firs: three weeks of the course, officers must
pass a competency exam demonstrating profi-
ciency in a number of subject areas which are
prerequisites for material covered in CGSOC.
The first term of the course is devoted entirely to
core classes, The second and third terms both
include 90 hours of core subjects and 120 hours
of elective classes. Instruction concentrates on
command and staff skills required to plan and
conduct the AlrLand Battle at division level and
above and on skills needed for high level TDA
assignments, Non-resident programs include two

- options: a correspondence course program of 17

subcourses designed to be completed over a peri-
od of 36 menths and a three year resident/non-
resident USAR school program.

(2) For the RC officer, in addition to these
options, one additional option for completion of

CGSOC existe: an 18 week RC-CGSOC course.

This course is actually Phase 1 of the 40 week
resident course,

(3) Selected officers may ealso attend Com-
mand and Staff College (CSC) level schooling
with other services and in foreign countries,
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f. The Advanccd Military Studies Program
(AASP).

(1) AMSP is a 48 week follow-on to CG-
SOC designed to produce future division and
corps staff officers and branch chiefs on major
command and Depart.uent of the Army staff or
their equivalent. The purpose of the AMSP is to
provide a hroad, deep military education in the
art and science of war at the tactical and opera-
tional levels that goes beyond the CGSO course
in both theoretical depth and practical applica-
tion, The course focus is on operational planning
skills and on developing sound military judgment
across the entire spectrum of present and futare
US Army missions in the preparation for and
conduct of war. While CGSOC teaches doctrine,
AMS? teaches the ideas behind the doctrine, the
way to gei the most out of current and future
fighting systemns, the effects of battiefield condi-
tions, the human dimension int warfare, leader-
ship challenges and operational planning, A two-
man team of experienced licutenant colonels
leads each 12 student group through the 48 week
curriculum of military theory and historical case
studies punctuated by battle/cempaign simula-
tions, exercises and field trips. Each student must
research and author a masters degrec level thesis
on an Army problem, There were 12 graduates in
the 1983-84 pilot program. The size of the course
is scheduled to increase to 96 students in order to
optimize the benefits to the Army relative to stu-
dent costs. Students must volunteer, be screened
for poteniial by MILPERCEN and be selected by
the Commander, CAC.

(2) There are no plans for a non-resi-
dent version of this course.

g. Army War College (AWC). The AWC is
currently a 44 week course romposed of a core
course plus student electives. The primary pur-
pose of the AWC is to prepar. . ¥icers for senior
leadenship positions in the Army and other De-
fanse and Defense-related agencies. The vourse
content focuses on nationa! security affairs with
emphasis on the development of military forces
in Jand warfare. The non-resident course is com-
pered of 12 snbouurses completed over a two
year period and includes iwo 2-week resident
phases. Selected oificers may also attenc Senior
Service College (SSC) level scnooling with other
services or in foreign countries,

h. Baitalion and Brigade Pre-Command
Course (PCC). The PCC is {or lisutcuant colonels
and colonels who atiend prior to their assump-
tion of command. The course provides refresher
training ir selected functions and duties and en-
sures common understanding of current Army

training, personnel and logistics management
and doctrine. The course phases include self-
study, two weeks at Fert Leavenworth and up to
three weeks at a branch school.

Section 4. Other Studies.

1. General. This section reviews some of the
previous studies which have evaluated officer

- training and education needs. Conclusiors sug-

b4

gest that Army education and training institu-
tions can and must do a better job and that new
methods and a new c-ientation by the faculty are
required.

2. Symposium On Officer Education.

a. Dr. Lawrence J. Xorb, Assistant Secretary
ol Defense (Muitpower, Reserve Affairs and Lo-
gistics) hosted a symposium on officer education
4i the National Defense University, Fort Mc-
Naiz, Washington, DC, in February 1982, The
purpose of the symposium was to provide a fo-
rum to bring together those Department of De-
fense personnel responsible for planning and con-
ducting officer education and others (inside and
outside DOD) who could provide informed criti-
cisms and suggestions for improvements in offl-
cer education systems, The symposium focused
on mid-career education, Participants included
representativer from OASD (MRA & L), the Mil-
itery Department Secretariaty, the Service staffs,
as well as heads of War Colleges, Command und
Staff Colleges, the Naval Post Graduate School,
the Air Force Institute of Technology and the
Defense Systems Management College.

b, Dr. Korb noted in his closing remarks that
the Services have no philosophy for officer edu-
cation and consequently do a poor job of demon-
strating why the kind, amount and cost of this
education is necessary. He called for a review of
what the military education system ieaches and
how it teaches, in terms of the values [agread)
upon and in terms of results the teaching produc-
es.” He suggested that the time was ripe to again
review the use made of educated officers.

¢. The report from this symposium stimulat-
ed PDOS members a great deal. The Fundamen-
tal Principles, Strategic Goa!s and a coherent
strategy to reach them that ure described in
Chapter II provide the Army a response to Dr.
Korb’s primary criticism--that the Services lack
an education philosophy.

3. Evaluation Of CGSOC Curriculum,

a. Major General G. S. Meloy, Director of
Training, ODCSOPS was tasked by the Chief of
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Staff 1. ‘evaluate Leavenworth as a training/edu-
cation institution” and assess the validity of Gen.
eral Marshall's 19323 criticisms to MG Heintzel-
man and determine hovs well the curriculum at
CGSOC responds to ihe needs of those criticisms
pertinent in toduy’s environment, Following a
January 1982 visit 1o Fort Leavenworth, MG
Meloy concluded that many of General Mar-
shall's criticisms were still valid.

b, Although noting a general improvement in
cu:rculum, MG Meloy found faculty quantity,
quality and stability to be surprisingly poor. He
indicated that the Deputy Commandant job is
little more than a revolving door and believed
tha: the student population is coupled with an
ineffactive student evaluation system that pro-
moivo teaching form more than substance. The
diversity of the ollege material allows for little
more than superficial treatment of any given sub-
ject and the course purpose is neither sharply
defined nor understood by students or
imtmeton.

¢. To remedy this situation, MG Meloy rec-
ommended that: the Deputy Commandant
should be a major general witl three to four years
tenure; the faculty be fllled to. ODP levels witi
only those assigned as instructors who possess
appropriate levels of hands-oii experience with a
rigid three year tenure policy; the evaluation pro-
gram be modified or eliminated; the course pur-
pose be clearly articulated; and thie College mis-
sion be limited to the achievable,

4. Planners Study.

a. In 1982, the Strategic Studies Institute at
the Army War College was tasked to examine the
effectiveness with which operations planners are
developed. This study, *Operation Planning. An
Analysis of Army Plannina, recognized
problems or serious difficulties in all Joint and
Army planning systems.

b. Specific deficiencies are noted in identifi-
cation, education and development of operation
planners. It especially noted the inadequate
teaching and use of planning logic and other asso-
ciated frameworks (e.g., the military decision
making process, the Commander's Estimate,
etc.). A strong case is also developed for the need
for a highly experienced faculty in Army schools

with sufficient time to guide students toward -

meaningful alternative solutions to problems.

c. The study recommends that: CGSC and
AWC coordinate the establishment of the Army
planning systom; a thorough understanding of the
Estimate of the Situation be emphasized at all
levels of Army schooling; the military decision

making process be taught thoroughly in CAS3
and CGH0C; the development of alternative
courses of action be encouraged at CGSOC;
faculty turbulence be decreased at CGSC; the
CGSOC environment be made more conducive
to the development of logical, innovative think-
ing; and Armed Forces Staff College or other
“squivalent” schools not be considered
equivalent to C:3SOC for Army planners because
they do not provide the riecessary background in
Army combined arms operations,

5. Problems Of The Army School System,

a. Lieutenant General Richard Q. Trefry,
The Inspector General, sent a memo to the Chief
of Staff iih August, 1983, covering a proposal to
i;vwove Army schools. Thil memo presents his
views in a thought provoking, systematic fashion
on the entire officer development program from
commissioning to retirement.

b, LTG Trefry noted that school assignments
are no longer perceived to be desirable and that
the Army School Systerii has declined in quality
and prestige. To remedy this he recommended
that: officers be assigaed directly to units for
training ruther than atténding a basic course; 26
weeks is insufficient time to teach officers the
principles of command, leadership and manage-

‘ment at thie . advance courses;  OAC standards

should be raised; all officers should attend CAS3
(it is commended as a model course); the window
of eligibility of attendance at CGSC be extended
to include from 8-18 years of service; and CGSC
class size be reduced to 450 with an 18 mionth
curriculum plus attendance at Armed Forces
Staff College so as to provide an exacting and
detailed education, Similar recommendations are
made to provide both depth and breadth for the
Army War College.

6. Army Staff College Level Training .S'_mdy.

a. Colonel Huba Wass de Czege, a 1983 Re-
search Associate at the Army War College, un-
dertook this study at the request of the leadership
at Fort Leavenworth, He presents an analysis of
the Command and General Staff College’s ability
to train and educate the officers corps now and
examines what neede to be done to increase its
effectiveness to meet the challenges facing the US
Army as we approach the year 2000,

b. COL Wass de Czege argues that an “edu-
cation training gap” exists between where we are
and where we need to be with an effective Army
military education system. Dysfunctional factors
include: the reduced time available for officers
to learn on the job; the exponential increase in

e e e e




the technical complexity of modern war; the dif-
ficulty in achieving effective combined arms in-
tegration; the need for American officers to do
more with less; and rapidly changing technologies
which make training in today's methods a tran-
sient goal.

¢. Better training and more education is

.COL Wass de Czege's recommendation, Specifi-

cally, he stresses the need to develop a system of
officer education which emphasizes '“how-to”
training based upon an education in the theories
and principles of warfighting, This is cited as the
only way to develop an adaptive officers corps.
To fill the education training gap, the military

education system must develop officers with bet- -

ter military judgment. To achieve this end, he
recommends that CAS3 be expanded as rapidly
as possible to begin training all senior captains
and that CGSOC build on the foundations of
CAS3 and evolve into a much more rigorous and
appropriately :weighted curriculum, taught with
more appropriate methods, to a less heterogene-

. ous student body, by a first rate faculty in ade-

quate humbers.
7. Tratiting Needs for OAC Curriculum Study.

a. This 1984 study by the Army Research
Institute (ARI) for the Behdvioral and Social Sci-
ences wus conducted on behalf of the Training
and Doctrine Command (TRADOQOC) to assist in
the development of a core curriculum for the re-
cently revised 20 week OAC, As a part of this
process, currant students, faculty and recent
graduates were interviewed with particular em-
phasis on the training needs for lepdership relot-
ed curricula,

b. As the interviews progressed it became
evident that challenges existed on a number of
fronts, For example, captains firmly believe that:
an OAC instrucior assighment is not career en-
hancing; OAC instructors lack the requisite grade
and relevant experiences to be credible to the
students; and more experiential training is
necded with simulations that force students to
apply “school-knowledge” o real world
situations.

8 TRADOC Support Of Reserve Companen
Training Study.

a. TRADOC, with the help of FORSCOM,
NGB and OCAR, completed a review of Reserve
component training and distributed a “White Pa-
per” on the subject in June 1984. The review
assesses the current approach to RC training,
identifies weaknesses and prescribes remedial ac-
tions. Thet portion which is applicable to officers
is described below.

b. The critical role of the Reserve Compo-
nent forces is fully reflected in the evolved com-
position of Army force structure over the past ten
years. This reflects a deliberate shift to expand
the role of the Reserve to deter war or fight if
deterrence fails. RC officer training becomes
more important than ever before.

¢. The study concludes that: While the resi-
dent Active Component officer basic course is
preferred for all lieutenants to accommodate the
unique constraints of the RC officer an alterna-
tive basic course is needed; major shortcomings
exist in the advanced course training for Reserve
Component officers with an overreliance on the
Amy Correspondence Course Program; and
CAS3 does not now play a significant role in the
pg{fm{oml development of Reserve Component
officers.

-d. To address these issues TRADOC has un-
dertaken a number of recent initiatives. For ex-
ample, an alternative three phase basic course
will be implemented at the service ichools be-
tween FY 84 and FY 86 based on branch training
requirements. To reduce the challenges facing the
Army Correspondence Course Program, all non-
resident officer advanced courses will be recon-
figured by the second quarter FY 85 to include a
minimum of two 2.-week residcnt phases with a
goal of completion of the approptiate branch re-
lated OAC us a prerequisite for battalion level
command, TRADOC is also examining a number
of alternatives in developing a USAR school pro-
gram of instruction for CAS3. As a minimum,
completion of CAS3 will eventually be required
for captains selected for full-time manning
positions.

9. Functional Study Of The Officer Personnel
Management System (OPMS).

& The task of the OPMS Study Group was to
conduct a systumatic review of the Officer Par-
sonncl Management Sustem to determine if it is
currently doing what it is intended to do and to
recommend adjustments needed to meet future
Anny requirements. The final report was pub-
lished in Octobor 1984,

b. The OPMS Study Group conducted a re-
view of education and training of the ccmmis-
sioned officers corps. The results and recommen-
dutions werte providled to PDOS for
consideration. The complete list of OPMS Study
Group recommendations related to education
and training are at Annex Z, OPMS-PDOS
Crosswalk.
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¢. Of the 21 recommendations forwarded to
PDOS, 15 were found to support the implemen-
tation of PDOS aims, major thrusts and base pol-
icies. Accordingly, they have been incorporated
as recommended PDOS policies. The six policies
that PDOS judged should not be implemented as
recommended by OPMS have been modified and
are dilplnyed below in anuu 11-10.

10, TRADOC Commander Presentation At Thc
Army Commander’s Conférerice.

a. General William R. Richardson addressed
the Fall 1984 Army Commanders Conference.
This’ presentation included both force structure
changes and recent and/or proposed TRADOC
initiatives to enbance leader - effectiveness.
TRADOC is aggressively improving the training
and education system for officars with an applied
and practical emphasis on leader competence.
General Richardson talked to a wide range of
issues and presented & number of actions,. either

‘proposed or recently-initisted. In so doing, he

demonstrated that the Army system of officer de-
velopment is a “living” system==it does not exist
in a vacuum and self-correcting mechanisms are
at work to transition the Army to meet current

and future training challenges, Highlights from
this presentation follow.

b, To support additional “hands-on" field
training for leaders, TRADOC is moving to pro-
vide for more integration of ANCOC/PCC/OBC/
OAC exercises and enhance training .~ 01t to
the Infantry and Armor Schools.

¢, TRADOC anticipates an increne in the
Ranger School annual training requirement. To
expand and improve the Ranger course,
TRADOC forwarded a resourcing and imple-
mentation plan:to support proposed expansion
and improve the instructor-tosstudeént ratio from
1:15 to 1:9 as well as increase the ratio of officer-
to-NCO inltruotou from 1:13t0 16,

d. The Commander, CAC is revising the Pre-
Command Course, The initial emphasis is on the
Leavenworth phase with branch school revision
to follow. The revision will retain two weeks at
Leavenworth with its focus-on “how to fight” and
“how to command.” The Leavenworth phase
will be taught prior to the branch phase,

¢, To enhance Reserve Component training,
an eight week resident officer basic course phase

OPM8
L. Cowmplete CAS3 Phase 1 in OAC.

2. Delay OAC to 5 YOR due to
Regimental System.

4. Defer CAS) until promotion to
MJI

3. CGSC faculty criteria consider
qualifications, not promotion risk.

8. Adjust 0G8Q window from L1-1%
Yos to 12-17 Yos.

15, ACS policy should require troop
sssignment aftar education, then
utilisation tour.

PDOS MODIFICATION OF OPMS RECOMMENDED POLICIES ON
OFFICER EDUCATION AND TRAINING

N

PDOS
1. CAE) Phasc 1 will be OAC
touw-on mod for OCONUS/Bde otaf?f,
“on own® in 18 mos for all othars.

2. OAC at prowotion to OPT,
4. OCAB) during Captain Developwent
Period (3-8 YO8).

5. Distribute officers so a8 to
provide balanced cells of quality.

8. CUBC at Major-Lisutenant Colonel
Davelopmant Period. ASAP efter pro-
wotion to MAJ.

1%, Utilisation tour will follow ACS.

Figure |1-10: OPMB8-PDOB Crosswalk
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was tested at the Armor and Field Artillery
Schools in 1984; three more will begin in FY 85
with the remainder to follow in FY 87. The RC
OAC will mirror the Active component 20 week
course mandated by the Chief of Staff; the
branch-immaterial core will be by the Army Cor-
respondence Course Program and by USAR

School IDT (inactive duty training). Two 2.week

ADT (active duty training) periods at service
schools provide branch unique subjects. Also the
OAC is to be rescheduled earlier in a career and
ideally will ocour prior to or during company
level command, CAS3 is being developed as a
USAR school pilot to include four weeks ADT,

f. To enhance the professional development

the proper issue to address is the level of educa-
tion and not the time spent in schools, it is useful
to at least be aware of this time difference in
philosophy.

2, Table III-1 contrasts the various education
and training programs for officers.

_ 8ection 8. PDOS Assessments,

of Army leaders. TRADOC established a School

for Professional Development at Fort Léaven-

worth. This school provides advanced military.

education and training for leaders and covers all
TDY courses at Fort Leavenworth with the ex-
ception of CAS3. Student attendance at ROTC
Instructor training, conducted at Fort Benjamin
Harrison, Indiana, will be increased from two to
three weeks. The additional week will cover

teaching techniques, lesson planning, instiuction-

al methods/media, evaluation and counseling.
Sixteen classes are projected in FY 85 which will
increase the student population from 660 to
1,060 for each year. Theoretically, ROTC cadre
will attend while en route to their school assign-
ment, Additionally, four CGSOC refresher

- courses are to be added for the RC, Other ex-

isting or developmental courses include Force In-
tegration, Command Team Seminar, General Of-
ficer PCC and Leadership/Management courses.
Total annual student loads projected to increase
from 4,363 in FY 84 to 5,189 in FY 86. Courses
and schools being considered for transfer to Fort
Leavenworth include the Warrant Officer Senior
Course, the Organizational Effectivencss Center
and School and Mobilization Development/
Planning,

Section B, Other Armies.

1. The US Army does considerably less resi-
dent education and training of its officer corps
than do other armies. In a detailed comparison
with five other nations, only officers of the Cana-
dian Army spend less time in school than their
American counterparts. Army officers from the
United Kingdom, West Germany and East Ger-
mar " spend significantly greater amounts of
tina. “iitary education and training institu-
tions. diy, icantly, our potential adversaries in
the Soviet Union enjoy a 2.7:1 ratio over the
American officer in time spent in sc r00l, While
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1. General,

a. PDOS designed two survey question-
naires to assist in collecting information that the
study group could use to evaluate officer profes-
sional development. The data gathered in this
fashion are perceptual in nature and may of may
not be indicative of fact, However, the sample
size for both the commissioned officer survey of
lieutenants through colonels and the general offl-
cer survey is such that a great deal of confidence

“onn be placed in the results, {,e,, the data are truly

ropresentative of the perceptions of the omcer
corpl (Active Component only),

b. In addition to the two surveys, PDOS re.
lied heavily on a telecommunications net and
general officer correspondence to help shape the
Fundamental Principles of Professional
Development, '

2. PDOS Surveys: Major Trends,

a. General, Presented here are the highlights
garnered from these two surveys,

b, Officer Professional Development
Strengths,

(1) The officer corps is the strongest it has
been in the memory of serving general of-
ficers——the system is not perceived to be
“broken*

(2) Duty satisfaction across all grades is
high.

(3) The individual officer considers him-
self to be professional,

(4) A mentoring style of leadership is ac-
cepted and desired by most survey respondents,

(5) The school system is genemlly effec-
tive—it enhances readiness and development;
the timing of school attendance during a career is
generally “about right” and schools are judged to
have an appropriate amount of technical, tactical
and leadership content (however, see “chal-
lenges” below); CAS3 is being implemented with
“high grades.”
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(6) The Advanced Civil Schooling pro-
gram is becoming necessary—it enhances skills
and helps retention,

(7) The unit and organization experience

is recognized as the key to the developmem pro- .

cons.

(8) The role of the individual in his proac-
tive pursuit of development opportunities is rec-
oghized,

(9) The overall ulection system is seen as
working well,

¢, Officer Professional Development Chal-
lenges,

(1) There are challenges to optimizin; the
developiment of officers, particularly with regard
to officer preparation and warfighting skills,

(2) Basic’ education skills are a problem

for too many,

" (3). School experiences currently ocour
“too late" for many captains,

(4) There is room for improvement in
instruction quality and methodology at the basic
and advanced course levels.

(5) Unit experiencel reprelent a key to
development, but there are many interruptions
snd unit development programs need work,

(6) Leadership is critical~but too many
officers perceive they do not have mentoring
leaders and schools do not contribute as effec-
tively as they might in this regard.

(7) A formal short course development
program for general offlcers is desired.

(8) There is a need for central direction
and coordination of the Officer Professional De-
velopment System at the Army staff level,

3. Correspondence, PDOS received a signifi-
cant amount of correspondence from the field.
Over 200 generals sent letters, Almost 4,000
commissioned officers provided letters or wrote
remarks on their surveys. Fifty-one respondents
participated in an electronic teleconference net,
For details refer to Annex Y, PDOS Net,

Section 7. Additional Strengthe And Chai-
lenges Of The Current System.

1. General. In addition to the survey results
highlighted previously, this section summarizes
other strengths and weaknesses of the current of-
ficer professional development system as they
were identified by PDOS, There are a great many

things that are going well within our Army and
officers should be proud of them. However, there
are also some areas that need work.

2. Strengths.

a, TRADOC is aggressively pursuing pro-
grams to ramp up leader effectiveness. Fort Leav-

enwotth is rapidly evolving toward becoming the

“Army Univeuity

b. The current lyltem is rmonably flexible,
Changes in the force structure, doctrinal changes
and the Department of Army training priorities
may be operationalized with the current Army
School Syitem structural design. Within fmible
tolerances, the current system can react to correct
unexpected shortages of trained personnel for a
range of functional areas.

o, The functional training opportunities cur-
rently available in the school system generally
meét today's. dooumented trmnlns and skill
needs,

d, The Milimy Qualiﬂcat-ion Standudl

(MQS) system currently under development and.

flelding is particularly sound in concept and of
great utility to the officer corps.

o. The ourrent system provides a resident
transition from clvilian to'officer. The officer ba-
siv courses provide the experience which imparts
the requisite skills and cognitive frame of refer-
ence essential for officers’ formative years,

f. The system provides a branch assignment -

for experientisl development following the OBC
experience for most officers, (NOTE: Although
the -schools generally occur at the right time,
there are some challenges associated with the
general education and training strategies ourrent-
ly used within the schools, particularly at the
QAC level).

& CAS3 provides the model that all Army
schools should try to mirror, It receives consist-
ontly high grades in methodology, content and
quality of instruction.

h, Active Guard and Reserve (AGR) officers
are available in the Reserve Components for pro-
fessional development to the same dogree and
standard as active duty officers. With appropri-
ate emphasis, this could contribute to readiness
of the Reserve Components.

{. The current school system is progressive
and systematic in nature, An officer’s schooling
flows from an initial basic skilis orientation to a
mastery of the skills of his branch to a combined
arms orientation to schooling in responsibilities
at the national level,
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Jj» Institutional experiences are genenally al-
igned with natural transition points in an offi.
cer's career. These transition points are associat-
ed with an expansion in the officer's cognitive
frame of reference, generally occur at promotion
points and are characterized by the assignment of
duties with an incrmod time lpan of control
requirement:

k. The current schoo! system appears to gen-
erally meet the current ‘Department of Army
training priorities but not necemrily the educa-
tion needs.

L. All officers. are trained to commund
through company level (OAC) within the cumm
system,

m. The concept of a mentor as articulated by
PDOS is embraced by the officer corps. Many
good officers are also mentors now,

" n. Throughout the Army tody: there are
many initiatives and programs designed to im-

prove the understanding, tuching and pnotica'

of leadership.

o. The current system has a wide variety of
resident and non.resident instructional opportu~
nities available for offlvers to meet thclr needs
world-wide.

~ p. Tho unit experience remains an invaluable
tool for officer development, Tough, challenging,
realistic training enhances officer development as
well as or better-than any other singular experi-
ence, The National Training Center provides
lenders with an excellent leadership development
experience.

q. Training devices such as MILES, war-
games and simulations enhance leader
effectiveness.

3. Challenges Within The Current System.

a. While the system is reasonably flexible, it
is reactive, not proactive in nature and lags the
force structure, The current system is not effl-
cient in planning for and anticipating change in
the Army which often demands different prod-
ucts from the school system,

b. Mentoring, warrior spirit, the need for
self-development and education and training
methods used are seen as needing improvement
within the current system. CAS3 is an exception.

¢. The Reserve Components are seen as not
being adequately integrated into the current sys-
tem. Reserve officer needs appear not to have
been adequately considered in the school system.

The current systema was designed principally to
meet the needs of the active duty officer.

d. The Army school system exists to meet the
needs of the Army. The coding of authorized po-
sitions in the force structure is ore source avail-

" able which defines the position-related needs of

the Army. The current coding of positions is no.

sufficiently acourate to permit the determination

oAf the true education and training needs of the
rmy.

& A significant percentage of commissioned
oﬂ!cen are seen as not competent in basic educa-
tion skills (the “3Ra"), .

{. Although we have an excellent concept
under development with the Military Qualifica«
tion Standard (MQS) program, onily MQS 1 is in
effect: MQS II and III have yet to be fully
implemonted.

§ No formal |y|tem-wlde program . for
ROTC cadre training exists, There is currently a

‘wide variance in the quality of the ROTC experi-

ence at different institutions, The stinda. liza-
tion of ROTC training would be of value in order
to disseminate the desired standards of perform-
ance along with thelr associnted remedial
activities,

h. The civilian educutlon requirements for
National Guard Officer Candidate School are not
yet fully aligned with Active Component stan-
dards but will be by FY 9.

i, There is ourrently a lack of sufficient
standardization. between officer basic courses
and officer advanced courses and among the
schools at either level. This standardization is
necessary in order to fucilitate a commonality of
p;;‘rpou and shared core skills common to lll
officers.

j» The quality and grade of instructors in the
school system is insufficient. The quality of in-
structors, in terms of first hand experience with
the subject matter, is questionable in some cases.
The problem is most acute at the OAC level,
Current faculty staffing guidelines 4o not provide
sufficient time for facuity to do dootrine writing
and course/courseware development.

k. Other operations! requirements at duty
stations preclude all offlcers frum getting branch
assignment experience immediately following
their school experience.

1. Currently, not all fleld grade officers re-
ceive Command and Staff College (CSC) lovel
training; however, they are eligible 1o remain on
active duty for at least 20 years,
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m, No methodology currently exists to deter-
mine Senior Service College (i.e., Military Educa-
tion Level [MEL) 1) requirements. No positions
are coded in the force structure for a MEL 1
officer from a particular school, '

n.'Some common tasks in training publiu-

tions do not have:the same task, condition, stan-.

dards when used ' in the MQS promm. QBC,
OAC, ANCOC and SQT minin;.

o, Evidence indicates, as demonstrated at
the National Training Center, that the officer
corps fails to use A common operational
language.

p. There is no syltem-wide high-technology
approach for officer professional development
today. Many worthwhile training and skill-ori-
ented initiatives using computer technology are

- under way, but more technology emphasis is
needed in the long:term development of educa-

tion-oriented needs (e.g,, how to think and make

decisions faster). PDOS.recommended Comput.

er Communications Based Instruction (CCBI)
technologies (especially Artificial Intelligence
and wargames) have a tremendous potential for
contribution in this regard.

q. With some exceptions, there is a lack of
focus on combat action and warfighting in officer
education and training, _

t. There is a lack of doctrine in echelom
abuve corps operations,

s. The system today lacks a formal mecha-

nism for individual assessment. Such a mecha-

- nism could prove to be an invaluable aid to the

officer corps in terms of self-development.

t. Given the current system, a fleld orienta-
tion by officers is difficult to maintain in highly
specialized areas and at higher ranks. Many of-
ficers never return to TOE units after their com-
pany grade ysars; some have no resident educa-

tion or training experience past the advanced

course.

u. The current system does not prepare all
officers for command at the lieutenant colonel
level and above, although during mobilization
many could be called upon 1o serve as such,

v. The need for self-development within the
officer corps has not been clearly articulated.

w. There are many agencies in professional
development — ODCSPER, ODCSOPS,
MILPERCEN, TRADOC, Joint Staff, DOD,
AMC, OCAR, NGB, State AGs. Their cumula.
tive efforts are not coordinated effectively.

x. Insufficient moans currently exist to proj-
ect the impact of professional development poli-
cies over the long-term (10 to 135 years) and ad-
just the system. We can do this for obvious

demographic factors, such as size of youth group-
ings of militery age, but not for more complex‘

lntemlmd vnrinblu.

Y Mochmlsmt to ensure DA mouhorlng of
computer techinology education and. training sys-
tems are inadequate. The Army must fleld high-
technology instructional delivery systems which
are compatible with opention and information

‘managementsystems.

2. The mourcing of Army training develop-
ment and support has had a lower priority than
other training missions during the past few years.
A continued resourcing decrement would have
an adverse impact on the Army's combat

‘ mdineu.

u. Althouuh many computer based instruc-
tional systems are being flelded . at service

schools, the majority of the trainers are not com-

puter litérate, There is a higher proportion of
computer literate faculty at USMA. This suggests
that USMA may be an excellent “test bed” for
the development of education-oriented computer
instruction systemis and faculty -training
packages. ' ' E

bb. The Army's current oral and paper-based
education model is rapidly hecoming outmoded.
Today's education and training strategy has
evolved to be one with a disproportionate focus
on training. More recent education/knowledge
models add the computer dimension to learning.
Using them as a basis for our education and
training strategy will provide a more balanced
training/education mix in post-commissioning
service schools.

Section 8. Conolusions.

1. While many things are going well, the Army
can and must do a more effective job in educat-
ing and training officers. The stakes are too high
not to invest the resources to enhance .he combat
capabilities of officers.

2, Currently there is insufficient emphasis both
in the school and in units and organizations on

warfighting.

3, It is difficult to develop a1 fficer corps
characterized by its ability i0 think—to under-
stand the theory of war not just the conduct of
bits and pieces of it. The key to doing this is
creating the proper climate to truly educate the
officer. In the school, CAS3 and AMSP are two
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excellent examples of the application of technolo-
gy and method of instruction to enhance learn-
ing. In units, the commander controls the climate
and officer development is linked to the extent he
is willing to invest in the Army's future and

- teach, coach and guide junior officers. .

4. The quantity, quality and expertise needed
to prepare officers to fight wars is lacking in too

many of the schools. There is a lack. of experi-

ence, particularly in the basic and advanced
courses, The Army must do a better job at dis-
tributing officers to achieve the necessary experi-
ence level and quality in the school system.

5. The Army has aot had a true philosophy for
officer education and training and conssquently
has done a-poor job of demonstrating why the
kind, amount and cost of this education is so
necessary.’ , . Co .
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ent system and computer modeling to depict an  men¥/Individual Assessment. Program; Annex I, A
k4 array of mlternative futures, the group studied A Mentorship Strategy; Annex K, BE-KNOW- 4
contemporary theory in the areas of aduit learn- DO Concept; Annex P, Education and Training i
ing, education, organization; decision making Mqtho;!s; and Annex I, Policy Impact Annlylil. g
o and motivation—~all with the aim of providing a B ’ Co - ik
e theoretical foundation for the desired system.  goction 2. Professional Vaiues. 4
b, Fraune IV«] depicts the theoretical concepts

Chapter IV

Theoretical Basis for Educating and Training Officers

Section 1, Origine Of The PDOS Desired
System,

L Concurremly with the assessment of the pres-

which are explained in greater detail throu;hout
this chapter, _

2, For detailed discussions,. refer to the follow-
ing annexes: -Annex F, Professional Develop-
ment Coneepts; Annex G, Decision Making and
Cognitive Complexity; Annex H, Self-Develop-

1, It takes & special person to be a soldier, for
the life of a soldier is different, By that we mean
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that there is a special feeling that comes from
knowing that ours is not an ordinary job, It is
different from anything else and knowing this, it
is easy to say that in its purest sense the military
is a way of life.

2. Recently two distinguished gentlemen have
articulated what it means to be a soldier. 'Ex-
cerpts from their testimonials follow,

a, Norman R, Auiultine. President of Mar-

tin Marietta Denver Aerospace in testimony

before Congress stated:

In my operation we have 16,000 employees
performing a variety of important tasks, but,
I can't quite imagine having recruited them
by suying: Now this job I'd like you'to take
will require you being on catl 24 houts a day,
365 days a year. You will be expedted to pick
up and move every three years to anywhere
in the world you are told, and frequently you
will be unable to bring your family with you,
Often your family will be required to live in
substandard 40 year-old temporary housing

and, by the way, I can almost guarantee that

if you spend your entire caresr with us you
~will at some point bé placed in u position
where you will be shot at by some people
intent on terminating your life permanently,

b. Colone! Dandridge M. Malone, US Army
(Retired), known affectionately to soldiers every-
where as “Mike" has described being a soldier
this way:

A boy, now 4 man, telling his ma, his father.
. . that he's 'going in.' It means. . .silence
and uneasy jokes. . .loud sergeants with clip-
boards, . . countless and incomprehensible
rules, . .thighs sore from high jumper, . .PX
and milkshakes, . .pride in uniform. . .the
damnable duffel bag . . . reveille, and clan
and details, . .convoys rolling out, , .man-
holes in the ground. . little, wiggly, inch-long
things with a thousand legs and pinchers. .
.orders to a combat zone. . .and & leave filled
with sadness, and seriousness and love, . .the
dazzle and newness of an alien land. . .clay-
more mines. . .the column moving forward
along the ridge. . .a huge, jolting explosion
close by. . .then the firecracker sounds and
flashes everywhere in the pre-dawn attack. .
Ahe shooting, and cussing, and dying, und
old Smitty who honestly enlisted to fight a
second time for his country, lying there
trembling with one eye gone and his hand

reaching out. . .and the wondrous joys of
coming home and savoring the first kiss, .
.and if all these things which thousands of us
share in whole or part can by some mindless
logic of a soul-less computer programmed by
a witlesy pissant, ignorant of affect be called
‘juml another job, then I'm a sorry suck-egg
mule,

3, The Army is diﬂ“erem from a civilian corpo«

ration. For example, the Army is-a hazardous
profession and there is no. negotiation of labor

. with manuemenl.

¥ Since its foundiny 1h« United States has
been involved in ten major ariiied conflicts and
since World War II, US Forces have been mar-
shalled or deployed 13 times (Korea, Venezuela,

_ Lebanon, Berlin, Cuba, Vietnam, Laos and Thai-

land, Panama, Dominican Republic, Israel, Iran
and Grenudu) .

b, Of the almost 39 mmion Ameticans-who - -

have served théir country in war, over 1.1 million
dled defendins the Nation,

¢, There are over 350.000 mvice conneoted
death cases on VA roles, More than 17,000 train-
ing related deaths have.occurred since 1962 and
more than 2,25 million veterans are drawlng
service connectod disability pay.

d. There are no unions, walkouts, strikes or
negotiations, Soldiers sre emplnyed on personal
services contraots and cannot voluntarily leave
their employment until the contract expires, In-
voluntary extensions are possible and the soldier
has limited control over his working hours and
work environment, Christmas can be a duty day.

4, Yet in spite of the many hardships, Ameri-
can youth still are drawn to the military life with
a sense of service to the Nation. For those who
join the military, life as a soldier begins with an
oath to support and defend the. Constitution of
the United States against all enemies, foreign and
domestic, and to bear true faith and allegiance to
the same,

$. Upon being sworn in the newly commission-
ed officer is vested authority by the President,
reposing special trust and confidence in the patei-
otism, valor, fldelity and abilities of the
individual.*

6. The Fundamental Principles of Officer Pro-
fessional and Leadership Development articulate
the essence of officership. While described in

* Armed Forces Information Service, The 4rmed Forces
Officers, Departmeoni of Defense, 1978,
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detail in Chapter 11, highlights from the funda-
mental principles include the foundation that all
officers are professional, have a warrior spirit,
progressively master the art and science of war-
fare, are leaders, are action-oriented in their
thought processes, develop a broad base of gener-
al knowledge and are patriots. It is no accident
that the first of these attributes to be listed is
“professional,” Embedded within this funda.
. mental principle are the bedrock military values
that differentiate officers. from civilians and ar-
ticulate why the military is aptly termed a calling,
a profession and a way of life.

7. The professional officer is expected to adopt
and instill in others certain values that form the
basis for a distinot lifestyle and code of behavior,
As identified in FM 100.1, The Army, and in the

recently approved Philosophy of the Officer

Corps, this code includes the professional Army
ethic (loyaity to thié ideals of the Nation, loyalty
to the soldiers and the organization, taking re-
sponsibility for ones own actions, and- selfless
service) and a soldierly value base (imoral, physi-
cal and spiritual courage, candor and personu!
integrity; technical and tactical competence; and
commitment to mission and unit welfare), In cor-
respondence to the study group, contemporary
Army leaders have the following to say about
these concepts:

a. Major General Dave R, Palmer: “An offl»
cer must have good character, be worthy of spe-
cial trust, be respected both for his goal of excel-
lence in his profession and for his personal
acceptance of the responsibility for protecting tho
Nation and {ts people.”

b, Major General Victor J. Hugo: “A warrior
without essential values—integrity, devotion to
duty, care for soldier, etc.—rriay in fact be count-
er productive.”

¢. Major General Leonard P, Wishart:
“From my perspective, you must start with the
development of common values, Without this,
everything else falls apart.”

d. Major General Henry Doctor, Jr.. “Val
ues that form the basis for a.distinct lifestyle and
code of behavior are not so much the end prod-
uct of a system of professional development as
they are the sine qua non upon which everything
else in that system will depend. We suy that our
officers must firat be warriors. True enough, but

T bty
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it is the acceptance of a particular code of behav-
ior and a distinctive lifestyle that, in the end,
distinguishes officers a8 warriors,”

e. Major General Jaemes E. Drummond in
quoting Morris Janowitz' definition of a profes-
sion: “A true profession is a calling which re-
quires specialized training, has a degree of altru-

ism and contribution to society as a whole, and -

polices its membership on their standards of per-
formance and ethical behavior.”

-f. Lieutenant General Charles P, Grahﬂm “1
believe it 1s important, . ,that the ultimate goal of

the system. , .(be to) describe a foundations upon -

which development of our professional officers
must be made. The foundation should. include
the ethic of the Army and a sound understanding
of the valuos which make up our ethic, The foun-
dation should also include an understanding of
the characteristics required of a professional sol-
dier and leader, Third, it should provide an un.
derstanding of the components of mllitary
lendmhip.” -

§ Lisutenant General Carl E, Vuono: “Offi-
cer development must go beyond imparting
knowledgo and skills: it must foster a value sys.
tem that emphasizes service to the Nation, readi-
ness to endure the rigors of combat and willing-
nest to make perional sacrifices in pursuit of the
greater good."

h. Lieutenarit General J. K, Bratton: “The
more the key qualities of professionalism and in-
tegrity are specifically targeted as objectives, the
better the foundations of the officer professional
development system.”

8. The reason for addressing the professional
value base is to highlight that these military val-
ues form a common frame of reference for lead-
ers and as such directly and indireotly influence
leudership behaviors, It is the professional value
base that nurtures moral consciousness and es-
tablishes the basis for actions that are right by
military leaders, Indeed, in the words of Colonel
Peter L. Stromberg,* “the morally impoverished
military leader is an enemy of the Constitution
he has sworn to protect and defend. , , . If at
influential levels of power in the armed forces
moral reasoning is faulty or nonexistent, the mili-
tary and America are in trouble. Commitment. .
.to ethics at the bottom of the military hierarchy
will sustain itself only if junior leaders see evi-
dence of good moral reasoning at the top.”

*Colonel Poter L. Strombery, Nathan M. Wakins and Daniel
Callahan, The Teaching of Yhics in the Military, The Has-
tings Center, Hastings-On-Hudson, New York, 1962, p. 6.




9. In part, it is this commitment to professional
military values that makes officership something
binding and not just another job. This feeling is
captured ir the words of Henry V at Agincourt:

And Crispin. . .shall ne'ergo by,

From this day to the ending of the world,
But we in it shall be remembered;

We few, we happy few, we band of brothers;
For he today that sheds his blood with me
Shall be my brother. ..

And gentlemen in England now abed

Shall think themselves accursed they were
nothere - -

And hold their manhoods cheap whiles any
speaks 5

That fought with us upon St. Crispin's Day,

10, Commitmert by officers to professionalism
is orucial. For senior leaders, this means they
serve as the role model for those below them in
the organization. To the extent senior leaders be-
have in a fashion consistent with these. values,
the tendency exists that the actions of leaders
throughout the organization will demonstrate a
similar commitment and drive (intrinsic motiva-
tion) toward professionalism. This means that it
is the obligation of all leaders 10 support good
professional and moral behavior, both inside and
outside the classroom. A good developmént pro-
gram is right and appropriate to stimulate moral
imagination, teach moral issues, develop analyti-
cal skills and elicit a sense of moral obligation
and personal responsibility, However, the behav-
lor of senior leaders outside the classroom is crit-
ical in allowing the professional value base to
grow and flourish (See Stromberg, Wakins and
Callahan, 1982),

11. Commanders, teachers and supervisors at
all levels must be willing to act as an energetic
nucleus for the growth of the value base in young
officers and assist them in development through-
out a career. Without this source of intrinsic mo-
tivation, officers will come to view their sacred
trust as something other than a calling or
profession,

Section 3. individual Motivation.

I, True professionalism is self-directed. The
role of the individual in the development process
is crucial; each officer must accept individual re-
sponsibility for his self-development and ob-
taining and retaining factual knowledge. Addi-
tional discussion of the self-development issue
follows in Section 6 of this chapter, It is men-
tioned here in order to address the differences
between “extrinsic” and “intrinsic® motivation

40

and show how that difference is important to the
Army which seeks to motivate its leaders in the
manner needed to meet today's and tomorrow’s
challenges.

2, Extrinsic motivation results from factors ex-
ternal to the officet’s environment (e.g., orders
from others, rules, regulations, salary, awards
and sometimes particular duty and student as-
signments). Positive advantages of extrinsic mo-
tivation are that it modifles (starts, stops or
changes) behaviors quickly once the officer un.
derstands the consequences associated with a
particular action. A sourid evaluation system
based on goals and objectives, or a well designed
MQS system, uses the positive aspects of extrin-
sic motivation. A key disadvantage is that per
formance tends to orient more on achieving spe-
cific rewards, possibly at the expense of the
development of other goals such ay unit welfare
and readiness or service to the Nation.

3, Intrinsic motivation also results from envi-
ronmental factors .but is based on an officer's
internal, personal search for what he believes is
important. Powerful intrinsic motivation factors
are such things as personal satisfaction, autono-
my, use of skills and personal knowledge. A posi-
tive advantage of intrinsic motivation is that its
effects are powerful and long-lasting, Disadvan-
tages are the tometimes slowpace at which the
desired results are achieved and the lack of direct
control over them by anyone other than the
individual,

4, A professional development program buiit
upon such intrinsic factors as self-development
and self-assessment will produce higher levels of
performance in the long-term. This does not rule
out testing for basic competence, but does indi-
cate that those type inducements alone are not
going to expand the boundaries of professional
expertise. Tests in a school environment tend to
evaluate the lowest common denominators of
knowledge and concepts. It will take more than
that to master the art and science of warfare in
the modern age. Success in battle will depend on
achievement of higher levels of competence than
the minimums required to pass a certain test.
Only intrinsic motivation will provide the officer
with an internal drive to achieve these higher
levels.

5. The volunteer Army has been prone to stress
important “carrots” such as pay, promotion and
selection, Recent Army themes have sought to
revive and inatill the importance of intrinsic fac-
tors such as patriotic service, family welfare and
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sound leadership. A quality education and train-
ing systerr. will contribute to this process, partic-
nlarly if it draws upon the individual's self-drive
for professional excellence.

6. The importance of this shift in motivation is
illustrated in FIOURZES IV-2 and IV.3,

a. Commitment and the accompanying atti-
tude and values are what causc officers to derive
personai rewards or fulfillmeut from the profes-
sional conduct of education and training activi-
ties as well as mission accomplishment: When
this kind of fulfillment or persor-i satisfaction
spurs one to maintain his own professional excel-
lence, we call it intrinsic motivation.

b. When there is too much reliance on. ex-
trinsic motivation, where commitinent is sacri-
ficed and success is predominantly identified
with obtaining institutional rewards, a closed
loop is formed between satisfaction and rewards.
This causes the individual to tend to do what is
neceisary to get the reward rather than to derive
satisfuction from accomplishing the migsion, car-
ing for uoldiers or seeking educational excellence,

7. More important perhaps to the Army's fu-
ture readincss will be the contribution which high
intrintic motivation will have on officer educa-
tion and training. The conditions of officership
in the future will see increases in complexity and
responsibility and decreases in time available for
making decisions and ta¥ing action. These condi-
tions have important implications for the balance
of professional development conducted in
schools and units,

a. The RETO study estimated that on the
whole the officer spends about 20 percent of his
post-commiissioning resident schooling time in
education areas and £0 percent in training, Much
of this resident trziniug tends to be perishable
and, as the Army becomes more techunologically
complex, an officer spends considerable time in
regaining proficiency at specific assignments,
Meanwhile, this same complexity places greater
demands on officer decision making, conceptual
thinking and ability to integrate resources so as
o exeoute Army missions.

b. Tomorfow's challenges strongly suggést
the need to shift the od::-u2’3n and training time
allocations, For this t b :.complished without
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the loss of skills and expertise needed throughout
tie Army, more efficicnt training will have to
occur in achools and units. It will take an ofiicer
corps with exceptional “intrinsic drive,” an un-
derstanding of what is required of them and a
large amount of “smart courseware” support
from the system to make this possible. Smart
courseware refers to computer courseware aimed
at enhancing un officer’s decision making capa-
bilities which enables him to work smarter and
faster by providing him with good access to rele-
vant knowledge, ease of computation and the
ability to simulate situations which are too ex-
pensive, too dangerous or impossible to obierve
directly (see FlIQURE 1V-4), .. ‘

Section 4, The Adult Learming cyelo. Eduoation
‘ and Tnlnlng

1. The psychological basis for preceding task
performance with training is well established in
learning theory. Adults learn best by first Jéarn-
ing the concept or “context;” then by gaining the

specific factual knowledge and skills needed to .
perform the required tasks; then by repeated per- .

formance of the tasks in order to clarify meaning,

relate the task to the “real world” and learn when
the rules do and do not apply. These thoughts are
captured in the three-step Adult Learning Cycle,
Figure IV-§,

a. In Step 1, the individual gains knowledge,
basic skills, concepts and contexts at the school,
in the unit or in the organization.

b. In Step 2, the individual uses his new
knowledge and develops his own theories
through concrete experiences. He gains feedback
from his peers, his subordinates and his mentor-
leaders. He makes adjustments to his- Imowlad.e
and theories which leads to new insights and.al
lows him to internalize new concepts, knowledae
and gkills,

.. In Step 3, learns hi;her-order conoeptl and
knowledge. The stops then re-cycle afid continue
throughout the development period and into 1at-

* er development periods,

2. To be fully competent at task pert‘ormmce.
an individual needs to understand the conceptual
basis for a task as well as know the facts associat-
ed with the task and practice its procedures. Tra-
ditionally, the conceptual basis is learned first as
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this accelerates the learning of facts and proce-
dures. In the past, learning facts and procedures
has occurred primarily in the schoolroom. How-

cal knowledge is put into practice (experiential
application phase), it is made clear and “ce-
mented” through internal feedback from self-

ever, they can also be l¢arned at home or in the evaluation and through external feedback from i J )
unit and organization if the means are provided supervisors and others. It takes both theory and
to the student such that he may acquire factual practice for an officer to grow professionally.
information and practice procedures outside tiie
classroom, 4, Implications of adult learning theory for the
; : , concept of & PDOS development period are:illus-
i " 3, Having theoretical knowledge slone is trated in Figures V-6 through 1V-8, FIGURE IV-6
genorally insufficient for an officer to achieve  depicts a resident schooling period followed by '
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point that factual information relating to a con-
cept decays more rapidly than does understand-
ing the basic concept itself. For a more detailed
discussion of this concept, refer to Annex F, Pro-
fessional Development Concepts.

5, Fiourz IV-7 reflects the relative merit of
two “school-house.strategies” in terms of the ex-
pertise which an officer ‘Bﬁnl'l'to' & subsequent
ml;nment—-prepmtion for the “next job” ver-
Bus prepmtlon for the “next series of jobs.,” A
pure “next job” strategy produces an officer who
may be better prepared for the initial phases of
hir- next- assignment. An officer schooled first

under a “next series of jobs” strategy would sur-

pans his contemporary rather quickly, This strate-
gy sees education and training offered early in
the various phases of an officer's development
and which is targeted toward the full range of

.assignments encountered by an officer at that

given rank. This strategy allows the officér to
have an understanding of the nature of his work
and its context along with the knowledge of the
appropriate conceptual and analytical - thinking
procesa he will use for decision making,

6. An officer schooled under a “series of jobs”
approach knows better how to employ skills and
relate them to what others are doing. He there-
fore has a basis for independent proactive behav-
for ir consonance with his commander’s intent.
Additionally, when an officer changes amign-
ments later iu his post-schooling period, he can
become technically proficient in a new job faster

IR A0 e ARG, 302
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because he knows the context of that job which
he acquired in school. He can obtain any addi-
tional required training through functional
courses at other schools as he already has the
conceptual foundation (see Figure IV-8),

7. There is & strong requirement for the presen
tation of training and skill modules in schools
andduring unit training experiences. These are
needed in order to establish the basic facts and
procedures, to acquiré updates and remdin cur-
rent. Under unconstrained conditions, these
modules would contain hands-on practical exer-
cises under as.close to real-world conditions as is
possible. The key point here. is that follow-on:
training is much more valuable when the context
is “cemented” at the officer’s entry to a new level
of responsibility,

Section 8. Commanders’ Intent, Fumoi, Of Ret-
erence, Deoclsion Making and Cogni-
tive Complexity.

1. The aim of any leader is to to shape events
10 that he can influence the outcome. He does so
by effectively communicating his intent (FM
100-5). In support of this end an Officer Profes-
sional Development System must grow and sus-
tain & force of officers who understand and prace
tice dootrine, can communicate their intent and
have the strength of character to sce the matter
through to & successful completion, We begin the
discussion in this section with a treatment of an
experimental notional (or concept) developed by
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ARI called “Frame of Reference”, see Figure IV-
9, Their conceptual work suggests that frames of
reference may be an important component in a
leader’s ability to communicate his intent and
influence events,

2. In accordance with this idea for an officer to
be in a position to shape and influence svents, he
must be more than one who embodies the profes-
sional values of an officer (BE concept), one com=
petent in the knowledge and skills of his position

(XNOW concept) and one able to carry out ac:'

tions (DO concept). He must alio possess the
proper frame of reference to understand the envi-
ronment in which he operates, the response char-

acteristics of the organizations he commiands or

directs, external factors, the limits of his personal
scope of decision making and where and how to
apply his skills so-as to achieve desired outcomes,

3. As an officer continues to advance in rank
he does not continue to do the same things he did

_ before, The very nature of the job-and the exter-

nal situation changes. The Frame of Refer-
ence—the sum total of an officer's understanding

of himself, his role, his organization, his subordi-. -
‘nates and the cause and effect relationships in the

flow of events around him-=takes on a different
definition. He cannot lose his prior-experience, it
must be cemented in place to be built upon, His
prior experience:at lower levels nlvel him the

rf

. A USERUL NOTION,

EVENTS ARQUNL HIM,

WHAT CAUSKD WHAT,

IMPACT, ON THE OTHER HAND.

——

CTHE TQOL THE LEADER USES TO MAKL SENSE OF HIS SITUATION I8 KIS
« A FRAME OF RUPERENCK {8 WHAT HEK KNOWS ANOUT W1
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PERFORMANCE ON THE FUTURE BATTLEFIELD, AS ENVISIONED IN EMERGING
DOSTRINE, BECAUSE DISTRIBUTED DECISION MAKING MUST WK PROACTIVE,
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IN ORDER TO HAVE FUTURE IMPACT, HE MUST KNOW WHAT
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WIS TOOL,» BASED ON EXPERIENCE, FOR UNDERSTANDING WHAT CAUSES WHAT,
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understanding of the limits and pliability of sub-
ordinate organizations and leaders and therefore
permits him to select the means to influence
them as well as guide and coach them in carrying

AT A ey
,W””,..-/II ~

out their own responsibilities. He must recognize
the change in the nature of his own work and rise
to operate at his new level. The tools and behav-
ior which were so useful at the lower level will

Figure IV-11: Different Frames of Reference for Ditferent Levels.
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not be sufficient nor necessarily appropriate at
higher positions. In the Army, these changes are
roughly correlated to rank and take on a stair-
step configuration (see FIGURE IV-10 and IV-11).

4, A brief example will illustrate the point, The
lieutenant platooi leader exerts fice-to-fuce lead-
ership. If a captain company commander sought
to expand the face-to-face style to an entire com-

pany, he would become too busy and soon be -

-ineffective, The situation would dictate that he
would quickly learn the limits of his span of con-
trol, his time to interact with everyone and his
capacity to meet his range of responsibilities.
Moreover, entirely new responsibilities which
wert not appropriate at the platoon lével now
demand the major portion of his attention. 1f not
attended to, the company will fail, regardless of
the commander's ability to expand his face-to
- face span of control, He can only be successful if
he delegates to his lieutenants their platoon lead-
" er responsibilities and rises to tackle his own. In
practice, the lieutenant learns how to effectively
use & face-to-face style and, when it is appropris
ate, cements that experience, then prepares to

shift into the different context of the company
commander.

5. This shift in Frame of Reference was then
translated into a figure depicting TOE command-
er and staff relationships at various levels along,
with examples of how tasks vary in a TOE unitor
TDA organization setting (see Fiure 1V-12 and

- IV-13),

a, The Study Group drew demin insights

from this diagram, Staff officers at all levels must
undérstand the functions of their own unit and

its subformations as well as the functions of the
larger unit and their role within it. For example,
the brigade staff officer should be thinking ana-
iptically and conceptually in the frame of refer-
ence of the brigade commander but acting and
communicating operationally in the same Frame
of Reference as the battalion commander.

b: The comments of General Friedrich von

- Mellenthiin, Chief of Staff of the 5th German
Panzer Army during World War II are appropri-

ate here as to the importance of mutual under-
standing between professionals at all levels.
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Commanders and subordinates start to un-
derstand cach other during war, The better
they know each other, the shorter and less
detailed the orders can be. To follow a com-
" mand or an order requires that it is also
thought through on the level from which the
order was given. The follow-through of an
order requirés that the person to whom it
was given thinks at least one level above the
- one at which that order was glven, For exam-
ple, an’order for a tank battalion ‘requires
. thinking also:on the level of the brigade, The
mission requires oné to be able to think, or

to penetraté by thought, the ﬁmctione of‘

‘ higher eommend.

¢ If the bﬂnde staff officer’ dperités et the

level of the brigade commander there may be

confusion among subordinate echelons about
who i in chatge, If instead he operates at'a’lower

level than the. bettelion commlnder, he becomee

* BDM Corpomien. Gcnml: Balck and von Mellenthinon

Tactics: Implications Jor Nato. Military Doctrine—Decomber

19, 1980, Coniract Number BDM/W-81-077-TR. McLean,

VA: BDM Ccrpomlon. 1980,

only a messenger and not a proactive, anticipat-
ing officer able to carry out the intent of the
brigade commander. Figure IV-12 also in-
troduces another concept, the notion that up to a
certain point, normally battalion command level,

_ the analytical form of thinking skills are most

critical, Beyond that level, other ways of thinking
must be added to the officer's capabilities in or-
der for him to properly integrate, synthesize and
eﬂ‘ectively influence the outcome of events.

6. ‘Accordingly, based on the need of officers to
shift frame-of reference, we constructed the fol-

. lowing depiction of the hierarchical organization
~ levels, critical decision tasks and cognitive re-

quirements for officer professional development
(see FIGuRE 1V-14), _

a. In order to determine how to enhance de-
cision mekin; capabilities in all officers at every
level, it is necessary to understand both-the stéps
in the decision making process and the general
nature of decisions by level within an Army or-

ganization, The point stressed here is the general

difference between routine, repetitive, analytical

' pro;remmed“ decisions and novel, unstructured
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“non-programmed” decisions. The latter type
have a clear future orientation, as one must antic-
ipate new and uncertain events rather thun rely
only on past, known experiences. Top Army lead-
ers ar¢ most concerned with non-programmed,
future.oriented decisions. Leaders at lower levels
(e.8., platoon leaders) are most concerned with
programmed decisions with a short time-horizon.
Mid-level leaders are concerned with program-
med decisions - but also . participate in non-
programmed.ones. ' .

b. Time horizons depicted in the figure sug-
gost that the time frame over which an. officer
needi to operate varies from less than's day to
more than 13 years, These time horizon flgures
also suggest that a significant jump ocours be-
tween the battalion and brigade level relative to
an officer’s need to draw on conceptual, non-
programmed decision making processes, '

. Declsion times.aré-severely compressed in

wartime but tho nature of the decisions and the
decision making process remain the same. Of
course, the precision of these time estimates is
not as important as is.the.general recognition that
the way one needs to think in order to make the
appropriate decisions change by level in the or-
ganization. The PDOS study effort itself provides
8 good example of this point, We were chartered

to look through the next 40 years to assist Army
senior leadership to create a desired system capa-
ble of substantially influencing events and poli-

- cies related to officer professional development,

Thus, we needed to investigate alternative fu.
tures and the impact of PDOS and follow-on pol-
icien over an extended time period. The subject is
mentioned -here as an lllustration of the wide
range of differences between the programmed de-
cisions facing & lisutenant and . those non.
programmed decisions facing the Chief of Staff,
Army. As the complexity of the organization, the

. interrelationships of activities; response time and

frame of réference of subordinates all increase,

* the nature of decisions, thé méans to caty them

out, indeed, even the tools to make decisions ali
change. As the reader reviews the methods rec-
ommended by the PDOS group which support
the officer decision making procesi he will see
that these processes vary considerably at differ-

~ent ranks, v

Settion 6. PDOS ‘Professional Development
. Framework. ' -
1. The framework for the desired professional

development system emerged as a culmination of
the ideas expressed in the preceding sections,

- Fioure 1V.1$ shows thia framework. It depicts -
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the desired system for officer professional devel- 5. A typical development period is at FIQURE

-""; opment and represents the theory-based rationale IV-16. It depicts an initial resident school experi-
¥ behind the PDOS recominendations made to the ence where the student learns how to acquire in-
: Chief of Staff. formation and performs his personal role of gath- 4 )
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. 2. A number of concépts are depicted along the

vertical axis:

& Far left: A coceptualization of how an
officer must gradually transition fiom a primary
‘reliance on analytical, ‘programmed - decision
making processes-to conceptual, .non-program-
med, decision making procosses, ,

b, Near rightt The Army's current rank
. structure,

'c.. Far right! . ,
(1) Cognitive Stratum: An effortlovel

. scale~the higher the number, the greater-is the .
amount of co,niti-vq power required to perform.

work, “Cognitive power” iy defined as'the méntal
foroe the officer must exercise in order to gather,
process and organize information so as to shape
events and successfully perform his job,

" (2) Erame of Reference:. A new frame of
reference is requited at each cognitive stratum.

3. The PDOS framework i1 a living system in
that it depicts professional development which
occurs throughout an officer's career in both
peace, when career development ocours over a
period of years and, in war, when development is
compressed. In Figure IV.15, development re-
quirements are dictated by the demands of the
organizational level and Frames of Reference as-
sociated with each level. While the demands of
the system remain constant (depicted along the
vertical axis), the individual development peri-
ods on the horizontal axis expand and contract
due to times spent in grade at various ranks but
within a relatively fixed time frame (which today
is about 30 years in length),

4, Along the horizontal axis, the model depicts
six post-commissioning development peri-
ods—lieutenant, captain, majot/lieutenant colo-
nel, colonel, brigadier and major general and se-
nior general officer. Between these development
periods are postulated quantum jumnps where a
major shift in Frame of Reference appears to be
required of the officer in order for him to proper-
ly function st the next level. A resident school
experience away from normal job pressures is the
preferred mode for performing this shift in frame
of reference.

ering factual knowledge and remaining current.

The student {s coached by faculty mentors in how
to apply basic knowledge to duty assighments
thet will follow during the developmient period: A
mature, experienced fculty conductsexercises in
order-to provide eéxperiential application to the

- learning cycie. Thus the student understands the

appropriate Frame of Reference and is prepared
to receive spécific duty-oriented modules as
needed for -the next. assignment. As. “smarter
courseware” and computer knowledge bases be-
come available, many follow-up developmental
period courses can be provided electronically to .

" the officer while he is in his follow-on assign-

ments, Therefore, if an-officer is placed in a situ.
ation without the benefit of added formal prepa-
ration, he will be better prepared to learn on the
Job after the Transition Point schooling.

.6, A critioal-implication of the transition-point
resident school is the change required in the role
of the instructor, Rather than being an “informa-
tioh conduit,* the instructor is & role model with
the responsibility of guiding students towards a
comprehensive understanding of the context in
which their future duties ure to be performed. It
is not sufficient for an instructor to be only a

" subject matter<expert, It takes maturity and expe-

rience to fulflll this role, Actions such as fulfilling
a service school’s Officer Distribution Plan allo-
cation through blanket subistitutions of lieuten-
ants for higher grade officers is a “non-winner.”
If the Army cannot sfford to pay the bill to have
the critical quality and maturity of the faculty
then we need to design a different training strate-
gy and forego attempts to enhance education and
decision making in the Army school system, An-
nex E, Implementation Plan, lays out the estimat-
ed bill-=one which the Chief of StafY referred to
as “peanuts” compared to the net gains which we
Can expect.

7. The mentor-based school system sirategy is
only one part of the development equation,

a. A similar mentorship approach is needed
in units and organizations if we are to succeed in
continuing officer education and training
throughout the development period.

(1) The term “mentor” conveys the image
of the seasoned, senior experienced leader who
oan offer the wisdom of years of experience from
which to counsel and guide younger individuals
during thelr career progression,
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(2) The mentorship relationship is one of
the most complex and developmentally impor-
tant relationships an individual can have, both in
early adulthood and at mid-career.

(3) Mentoring functions are both career
functions (e.g., sponsorship, exposure and visibil-
ity, coaching, protection and challenging assign-
ments) or psychological functions (e.gi, rolo mod-
eling, acceptance-and- confirmation, counseling
and friendship),

(4) Mentorship is a critical career training -

and development tool. For example, the litera-
ture suggests that it can be an important tool
throughout the progress of a career; that most
corporate chief executive officers and political
leaders have had mentors who were important
teachers for them; and that serving as a mentor
may also be professionally rewarding for both
men and women,

b. In a military context, officers desire to be
on the receiving end of a mentoring style of lead-

ership. For example, PDOS survey results indi-
cate that 88 percent agree that the officer should
first be a mentor and a role model and that com-
manders should be evaluated on the extent to
which they develop the officers serving under
them, Also, general-officers strongly rtate that the
leader is responsible not only for mission aegom-
* plishment, but alse for the simultaneous develop-
ment of subordinates. However, $9 percent of all

officers do not perceive themseélves as having-a

mentor in their current assignment ard leader-
ship related instruction in schools is not seen to
be very effective (i.e,, not sufficiently experiential
nor taught by experienced faculty),

¢. The specific mentor-based strategy for ed-
ucating and training officers in units requires a
parallel approach to the one recommended in the
schoo! system—and, yet, it is one which will be
perhaps the more difficult 1o achieve, To have a

 change for success at developing those critical

thinking and warfighting skills required by the
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challenges of the future battlefield, the junior of-
ficer must have the time, opportunity and cli-
mate 10 develop them, The experiential mentor-
ship-based teaching model recommended for the
school is exactly the same model needed in the
unit or organization. Senior leaders must teach
and mentor junior officers. Learning in the unit
must be systematic, progressive and experiential-
ly-based. Training the officer to fight and think
involves the maximum use of simulaticns, realis-
tic training; TWETSs, battle planning and just

plain old-fashioned sessions of “what-if-ing.”
Practice and feedback are key ingredients, ac-
complished in an environment where an officer
is challenged to experiment without fear of fail-
ure, For these things to happen requires that
commanders acknowledge and claim responsibil-
ity for the mentorship rcle, adopt experiential
learning and teaching methodologies and estab-
lish the necessary developmental climate within
which constructive feedback is provided to the

_individual officer.
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ChapterV

The Seven Officer Professional Development Periods

Section 1. Introduction.

1. General. The professional development
framework in Chapter 1V identifies seven dis-
tinct development periods across an officer’s ca-
reer. Beginning with Pre-Commissioning, the re-
maining six periods are: Lieutenant, Captain,
Major and Licutenant Colonel, Cclonel, Briga-
dier and Major General and senior General Offi-
cer. Remember that each development period
consists of the appropriate transitiona! school ex-
perience, frume of reference, follow-on assign-
ments and learning experiences, the sum total of
which comprise the development period forr of-
ficers at a particular phase of their career
progression.

2. Overview. This chapter summarizes the sig-
nificant development factors for each of the
seven development periods to include the aim,
major thrusts, PDOS-recommended base policies
which were approved in concept by the Chief of
Staff, Army and any modifications or disapprov-
als to those policies which were made by the
CSA. For example, within each period, the fol-
lowing ¢lements are discussed:

a. Current work experience and development
environment to include general personnel man-
agemen! and representative duties required of
the officer during the period.

b. Pequired svi.is, knowledge and abilities in
terras of what an officer must BE-KNOW.DO at
the end of a particulur period and prior to transi.
tioning to the subscquent period.

¢. Education and training methodologies to
include roles of the individual officer, the com-
mander or supervisor #nd the instructor in the
school.

d. Aim, major thrusts and PDOS-recom-
mended base policies (with CSA modifications or
disapprovals, as appropriate) that are designed o
cnhance of‘icer deveiop..ient during the period.

e. Detailed information about cach develop-
ment period are provided in the following
annexes:

(1) Annex A, System Spread Sheets.

(2) Annex AA, Development Period: Pre-
Commissioning,

(3) Annex BB, Developmeni Period:
Lieutenant.

(4) Annex CC, Development Puriod:
Captain,

(5) Annex DD, Development Period: Ma-
jor and Lieutenant Colonel,

(6) Annex EE, Development Period:
Colonel.

(7) Annex FF, Development Period: Brig-
adier and Myjor General.

(8) Annex GG, Development Period): Se-
nior General Officer.

Section 2. Developmant Period: Pre-
Commissioning.

1. Background.

a. This development period begins with en-
try into a pre-ccmmissioning program and ends
upon coiamiasioning as an officer.

b. During this period, the cadet or candidate
begine the transition from a purely civilian, war-
rant officer or enlisted orientation toward a com-
mitment to the Proiessional Arnty Officer Ethic.
Professional attributes such as courage, candor,
commitment and the pursvit of fitness as a way
of life are developed and reinforeed, «s appropri-
ate. The cadet or candidate experiences a pro-
gression of leadership and other skill training op-
poriunities which help him acquire basic military
skills. knowledge and abilities. [t is also during
this period that the cadet or candidate makes the
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decision to assume the responsibility for the de-
fense of the nation by accepting a commission as
an officer,

¢. There are three primary sources for com-
missioning: the United States Military Academy
(USMA), Reserve Officer Training Corps
(ROTC) and Officer Canlidate School (OCS).
The Army Nationa! Guard operates its own state
OCS programs in coordination with the Infantry
School. Because there is a tremendous variance
in standards and experiences across and within
varicus commissioning programs, it is essential
that each cadet and candidate become proficient
in skills and abilities detived from a core course
curriculum so that upoih commissioning new of-
ficers will share a similar frame of referénce.

2. Duties. Cadets and candidates serve in a va-
riety of peer leadership positions and become
somewhat familiar with the duties of junior of.
ficers through classroom instruction and discus-
sion, some field training, summer camp and oth-
er practical experiences. Upon certification that
the cadet or candidate has successfully achieved
pre-commissioning standards, he is offered a
commission. Cevelopment experiences range
from collegiate to authoritarian in nature and are
varied across the pre.commissioning programt.

3. Frame of Reference. Because of the differing
sources of commissioning, each with a unique set
of development experiences, speciul challenges
exist in providing cadets and candidates with a
common shared frame of reference, Develop-
ment of this frame of reference is summarized in
the following brief discussion of the officer
attributes at the end of the Pre-Commissioning
Development Period.

a. BE. As a leader, each cadet and candidate
becomes committed to the Professional Army
Ethic. He accepts the basic officer values of integ-
rity, selfleasness, honesty, special trust, lcyalty
and care for soldiers. He also accepts responsibil-
ity for protecting the Nation, is physically fit and
able to perform under stressful conditions.

b. KNOW. As a leader, each cacdet and can-
didate must know:

(1) The factors of leadership: to include
the relationship of officer behavior to profession-
al values, basic military leadership, communica-
tion skills and human needs and emotions 30 as
to be able to effectively lead srrall units in
combat.

(2) Himself: to include the necessity for
possessing basic educational skills, the individual

responsibility for self-development and familiari-
ty with tlie results provided from an assessment
program.

(3) Duty requirements: to include Mili-
tary Qualification Standards (MQS) I tasks, prac-
tical approaches to military problem solving, the
spplication of military history to present
problems, initiation of a professional reading
program, basic knowledge of “the threa!,” map
reading and cross-country navigation, the funda-
mentals of small unit infantry tactics, knowledge
of the use, maintenance and inlpection of indi-
vidual weapons and equipment.

¢. DO. As a leader, each cadct and candidate
must be able to provide direction for others
through the application of elementary decision
making techniques and the use of a common op-
erational language to direct actions and conduct
planning in small unit operations. Above all, the
cadet and candidate must begin a commitment to -
mission accomplishment and to responsibility for
the development of himself and his subordinates,

4, Schooling and Related Development Period
Experiences.To prepare for commissioning, ca-
dets and candidates attend a rich variety of pro-
grams at various institutions. For example,
ROTC cadets are educated in a college environ-
ment and participate in ROTC classes and mili-
tary training for a few hours esch week plus sum-
mer camp, USMA cadets experience four intense
years with military instructors and training inte-
grated with college courses 50 as to achieve an
inculcation of professional values that make offi-
cership a way of life, OCS provides officer candi-
dates an intense period of direct military training
in a strict military training snvironment. Fre-
commissioning training through summer camp,
drill, troop leader training, classes and various
other formal and informal experiences prepares
cadeis and candidates to become officers.

5. Roles and Methods in the Development of
Cadets and Officer Candidates Throughout the
Development Period).

a. Development Roles. Cadets and candi-
dates are responsitle for proactively seeking to
acquire the knowledge, skills and abilities re-
quired of them prior to commissioning. Instruc-
tors and cadre will function in a mentor role,
serving as instructors and ceducators, as teachers,
coxches, guides and role mudels. These mentors
will assist cadets and candidates through a series
of systematic and progressive development chal-
lenges that stress hands-on eaperience, small
group methodologies and discipline. Aa role
modeis, the mentors will also guide cadets and
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candidates in understanding internalizing basic
military values and the Army Ethic. Outside the
classroom, military organizations of the cades
and candidate will serve as learning laboratories
which will provide professional development op-
portunities that are sequential and progressive in
nature and gradually expose the cadet and candi-
date 1o the full range of mpomibllitiu associat-
ed with officership.

b, ‘Mothodl to Emphasize. Genenlly. small
group learning under the tutelage of an éxper-
ienced instructor provides the best opportunity

- for detailed understanding of the material being

taught. This implies that cadets and candidates
are expected to reczive as broad-based an educa-
tion as is possible 50 as to acquire those cognitive
skills neceéssary for progressive developmeént of
decision skills through a military career. In con-
junction with the broad-based education, mili-
tary skills training, to include leadership and the
inculcation of appropriate values, should be as
experientiai as possible. This means that the the-
ories discussed in Chapter IV should be the foun-
dation of the cadet and candidate classroom and
field training and organization learning environ-
ments. Computer assisted learning experiences
should compliment rather than replace other
learning experiences; practical field experiences
such as Airborne, Air Assault and Troop Leader
Training should provide valuable hands on op-
portunities for development.

6. Aim, Major Thrusts and PDOS-Recommend-
ed Base Policies.

a. Aim. The aim of Development Period Pre-
Commissioning is 10 provide properly qualified
individuals to meet Army commissioning
standards.

b. Major Thrusts, The following major
thrusts assist in accomplishing this aim:

(1) Tighten commissioning standards to
meet current and projected Army requirements.

(2) Review current pre-commissioning en-
try standards for all programs and ensure that
they all meet a common minimum standard and
are tied to the commissioning standard.

(3) Develop a set of branch-specific com-
missioning standards for exch branch which are
compatible with basic commissioning standards.

(4) All standards should be tied to the
individual assesament prcgram (soe Annex H,
Self Development und Individual Assessment
Program).

A oot e 4t T v SR Ty

(5) Verify MQS I skill qualification.

(6) All ROTC cadre wiil attend a formal
training program.

¢. PDOS-Recommended Base Policies.
These policies have been approved in concept by
the CSA:

(1) Commissioning standards will be .

tightened and tied to .an assessment program
(e.g., ‘military ‘skills, physical standards, PMS
evaluation, ROTC Basic/Advanced Course).

' (2)- Minimum- mndatdn for:entry into all
pre-commissioning ‘programs will be uniform,
based on commissioning standards and tied to
the individul uuument program,

(3) Branch wlection procedures will con-
sider the qualifications of each individual mea-
sured against an established set of standards re-
quired by cach branch.

(4) Assignment of cadre will be based in
part on the branch production mission of the
institution with the aim of assisting in the
recruiting effort by providing a role model and
mentor.

-~ (5) All ROTC cadre will attend & formal
training course prior to assuming duties.

7. References.

a. Refer to Annex A, System Spread Sheets,
for the Development Period: Pre-Commission-
ing spread sheets that define the officer atirib-
utes, list Development Period policies which will
be implemented as they are approved, list specif-
ic education and training methods to use, assign
professional development roles and describe the
current and near-term future environment for ca-
Jets during this Development Period.

b. Refer to Annex AA, Development Period:
Pre-Commissioning, for a more detailed discus-
sion of this Development Period, an in-depth dis-
cussion of the pnlicies that operationalize the aim
and major thrusts which were approved in con-
cept by the CSA and a discussion of the specific
pre-commissioning issues addressed during the
PDOS study.

¢. Refer to Annex H, Seif-Development and
Individual Assessment Program, for a discussion
of both the individual assessment program and
MQSL
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Saction: 3. Davelopment Period: Lieutenant.

1. Background.

a. This Development Period begins the day
an individual is commissioned as an Army offi-
cer and ends with his proemotion to captain. Cur-
rently, this period lasts about threc and one-half
years.

b. During this period an officer- undergoes a
change from holding basically non-officer atti-
tudes to.adopting the values and attitudes of an
Army officer. The licutenant’s foundation of core
officer values is set and he makes his first real
contact with Army units and missions. The offi-

cer, as a 'platoon leader, first experiences:ditect -

responsibility not only for equipment but éspe-
cially for leading soldiers. He observes what cap-
tains and field grade officers do and gets his first
indication of what will be expected of him in the
future, It is during this period that the officer
makes his first decision to voluntarily extend his
con':n;itment' to the service or to return to civil-
ian life

c. Lieutenants are normally tmned only in
their basic branch. It is essential that each be-
comes totally qualified in his branch at the pla-
toon or equivalent level. This is best accom-
plished through resident training at a branch
basic course followed by a branch field ausign-
ment with troops. Special training courses that
enhance the officer’s self-confidence, physical
competence, leadership ability (such as Ranger or
Airborne) complement the branch skills of all of
ficers and should take place during this period.

2. Dutles, Lieutenants are first line supervisors.
They command platoons in many branches and
provide leadership and specialized branch knowl-
edge in all duty positions in their branch, It is
essential for every lieutenant to perform in a
branch duty position at the lowest organizational
level for an extended period of time (ideally, 18
months minimum) so that he builds a base of
practical branch related experience early in his
career.

3. Frame Of Reference. Lieutenants come into
the Army with a largely civilian and non-supervi-
sory orientation. Since Army officers serve in
leadership and supervisory capacities, this orien-
tation must evolve into that of a military officer.
Development of this frame of reference is sum-
marized in the following brief discussion of the
officer attribuies at the end of the Lieutonant
Development Period.

a. BE. Licutenants exhibit officer values and
have begun to internalizc them. Their branch-

related experiences at battalion leve! and below
ensure that they understand their rolc in the Ar-
my. These experiences enhance their ability to
handle physical and mentel stress, to serve as
coaches for their subordinates and to display a
ciear mission focus,

b. KNOW. Lieutenants learn about human
nature through experience and apply the princi-
ples of leadership doctrine during that experi-
ence, They become experts in their branch relat-
ed skills at platoon or equivalent level and hone
their general military skills and knowledge
through continued study and practical
expetience. '

. & DO, Liecutenants apply their leadership
skills by working directly with soldiers and devel-
oping their subordinates into teams. They receive
guidance, take action based on that guidance and
follow through to ensure that the job is done well.

4. Schooling And Related Development Period
Experiences. ’

& The basic branch Oﬂ'icer ‘Basic Course
(OBC) prepares lieutenants to train individuals,
teams, squads and platoons and includes suffi-
cient instruction to provide an understanding of
the envirohment of the company, battery or
troop, including its tactics, organization and ad-
ministration. During OBC, lieutenants are intro-
duced to MQS II which defines the common mil-
itary skills, knowiedge and tasks in which they
need to be proficient by theé time they are pro-
moted to captain,

b. After the OBC sets the foundation for the
new licutenant, he must apply what he has
learned. To become an asset to his basic branch,
that experience should be in a unit that provides

- the opportunity to solidify branch skills and prac-

tice basic leadership skills,

5. Roles And Methods In The Development Of
The Lieutenant (Throughout The Development
Period).

a. Development Roles. Lieutenants assume
responsibility for their own learning and profes-
sional development. The individual gains factual
knowledge and remains current in subject areas
via ready electronic access to the knowledge base
maintained by the service schools. Mentors assist
lisutenants by stressing hands-on experiences
and by helping them to keep currens in branch-
related subjects, Mentors also exemplify profes-
sional values and assist lieutenants in under-
standing and internalizing them. Units and orga-
nizations provide professional development
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opportunities via a command climate that is con-
ducive to learning, creativity and initiative. Fi-
nally, service school instructors and mentors
model professional values and conduct experien-
tial training designed to prepare lieutenants for
their first assignment.

b. Methods To Emphasize. Lieutenants learn

best through experience, especially practical fleld

experiences at low organizational levels. where

they can learn by doing. Lieytenants also benefit.

from thoughtful reflection on and discussion of
theiv professional readings and from computer
assisted instruction packages when this technolo-
B beeomel genenlly available.

6. Aim, Major Thrusts and PDOS-Re;:ommend
ed Base Policies,

& Aim. The aim this development period'
Lieutenant is to develop a lieutenant who is an
ekpert in branch skills at the platoon or
equivalent level through education, training, self-
4evelopment and assignments. -

b. Major Thrusts. The. following major
thrusts assist in accomplnhmg this aim:

(1) Ensure all officers attend OBC fol-
lowed by a branch assignment with troops with a
goal of 18 months minimum as platoon luder or
equivalent, '

(¢)) lmtitute a Common Core of skills,
knowledge and proficienciea across all OBCs,

(3) Verify MQS II skill qualification.

(4) Develop and provide appropriate self-
development materials for officers (e.g., a profes-
sional development publication, information on
the individual assessment program, a profession-
al development document which presents career
highlights, professional development roles and
other matters which directly or indirectly influ-

“ence professional growth),

¢. PDOS-Recommended Base Policies.
"ll;he(e:e sioliciee have bcen approved in concept by
° :

(1) OBC will be a resident experience for
all officers upon entry into commissioned serv-
ice. The purpose of OBC is to:

(a) Set core foundation for officer
values.

(b) Provide branch training/knowledge.

(c) Provide initial professional develop-
ment guidance and materials.

(2) Gosl: The first assignment after OBC
for all lieutenants will be to a branch material
position, preferably with troops.

(3) TRADOC develop and. implement
common core curriculum across all OBCs.

(4) ODCSPER and TRADOC develop
and publish professional development material
(professional development document, notebook,
journal),

7. References.

a. Refer to Am\ex A, Syltem Spreed Sheets,
(Development Period: Lieutenant) which define
the officer attribiites, list development -period

" policiés that will be implemented as they are ap-

proved, list specific oducation and training meth.
ods 10 use, assign professional development roles
and describe the current and near term future
environment for officera durin; this development
period.

b. Refer to Annex BB, Development Period:
Lieutenant, for a more detailed description of
this development period and a discussion of the
policies that operationalize the aim and major
tcl:u'um whioh were approved in concept by the

SA.

¢. Refer io Annex H, Self-Duvelopment And
Individual Assessment Promm. for a discussion
of both the individual assessment program and
MQS II.

Seation 4. Development Period: Captain.
1. Background.

a. This development period begins the day
an individual is promoted 1o captain and ends
with promotion to major. Currently, this period
lasts about seven to eight years,

b. Relatively speaking, this development pe-
riod provides more professional growth than any
other period, It is during this time that the officer
is responsible for the command of units, organi.
zations and soldiers, Towards the end of this de-
velopment period, the officer makes significant
and, for some, agonizing decisions which may
lead to a full career in the military. He engages in
the full range of responsibilities which span all
levels in the Army organization. Conventional
wisdom within the Army says that this is the
“best” time in un officer's career. The risks asso-
ciated with captain level command can be
high-—as a lieutenant, one is expected to make
mistakes; but captains are heard 1o say “you bet
your bamn.” The risks are exciting. Toward the
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end of this period, the officer experiences a sig-
nificant shift in frame of reference. He is ex-
pected to be able to accomplish missions which
are complex in nature and engage in decision
making which is more “non-programmed” than
ever before. The level of responsibility and the
frame of reference for each officer expand greatly
upon promotion to captain. Initially, a captain's
foous is on branch related assignments, but as the
officer matures and becomes more experienced,
assignments unrelated tn branch become more
available. Training for these different positions is
accomplished by a combination of resident
schooling, unit and omniz:lion experience and
self-development.

2. Duties. Captains command companies (or
equivalent units), are principal staff offiacers at
baitalion or equivalent levels and serve as assis-
tant staff officers and action officers on staffs
from brigade through MACOM level. They are
assigned to both TOE and TDA organizations, as
well as to Joint and Combined organizations.

3. Frame Of Reference. A captain develops an
enlarged perspective of the Army and his role in
it and continues to commit himself to the service,
This expansion in frame of reference is summa-
rized in the following discussion of the officer
attributes which captains possess at the end of
the Captain Development Period,

a. BE, Captains internalize professional offl-
cer valucs and lead by their example by behaving
consistently with these values. They understand
their role in the Army and pass on this under.
standing to their subordinates and students. By
the end of the Development Period they have
honed their judgment through several practical
experiences and broadened education.

b. KNOW, Captains are in-depch experts in
their branch skills at company and battation level
and perform skillfully as experienced staff of-
ficers. They retain the military knowledge and
skills they learned as lieutenants and exmand
them from a purely branch orientation to a com-
bined arms and services orientation.

¢. DO. Captains are dynamic leaders with a
well-developed military-oriented thought pro-
cess. They provide clear guidance to accomplish
assigned missions and take action to implement
guidance reccived. They build aggregates of
teams into smoothly functioning units and devel-
op their suburclinates in a climate based on trust
and mutual respect.

4. Schooling And Related Development Period
Experiences.

a. In the early part of the period, each officer
ideally attends an Officer Advanced Course
(OAC) to prepare for the broad range of assign-
ments that he can expect. The OAC prepares the
officer for company command (or similar respon-
sibility) and for staff duties at battalion and bri-
gade level, OAC allows him to put past experi-

_ence into perspective and enables him to learn

the latest doctrine, During OAC, officers are in-
troduced to MQS III which defines the common
and branch military skills, knowiedge and tasks
in which he nééds to be proficierit by the end of
the proféssional dévelopment period. See Appen-
dix 1 to Annex CC, Development Period: Cap-
tain, for a more detailed dilcuuion of OAC.

b. After attending OAC an ot‘ﬂcer il eligible
to attend the Combined Arms and Servicos Staff
School (CAS3). The CAS3..course provides a
standardized staff training experience that brings
all students to an equal level in terms of common
staff processes. The course also reinforces a com-
mon shared operational language and standard-
ized decision making processes. The 1978 RETO
study recommended that CAS3 be designed as a
majors courie; however, rosearch on when and
where officers setvé on combined arms and TDA
staffs suggests that the course needs to be
presented not later than the eighth year of service
in order for most captains to get training before
or while serving on their first combined aring
staff. See Appendix 2 of Annex CC, Develop-
ment Perlod: Captain, for a more complete dis-
cussion of CAS3,

¢. The most important objective for a cap-
tain is to become branch qualified at the compa-
ny level prior to being assigned to branch imma-
teriul assignments or beginning functional area
training. The requirement for branch qualifica-
tion is important in that it ensures that ofYicers
are well-grounded in the basic techniques needed
in their branch so that they are able tc execute
combat missions, Branch qualification normally
occurs after captains attend OAC and they comn-
plete a successful branch assignment (company
command or equivalent). The proponents for
each branch must determine the specific branch
experience(s) required for branch qualification.
See Appendix 3 of Annex CC, Development Peri-
od: Captain, for a more complete discussion of
company grade branch qualification,

d. After company level branch qualification,
officers are available for asmsignments with
ROTC, Recruiting Command, Readiness Re-
gion, USMA, the staff and faculty of a service
school or duty on division or higher level staffs or
for advanced civil schooling. The captain may
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also select a functional area and may receive ini-
tial training in the functional area, Due to cur-
rent shortages of field grade officers, many cap-
tains often find themselves serving in a major's
position by the end of this Development Period.

5. Roles And Methods In The Development Of
The Captain (Throughout The Development
Period).

a. Development Roles. Captains focus on ce-
menting branch proficiencies and expanding
their capabilities into a combined arms and serv-
ices context by using appropriate elements of
professional and self-development programs,
Mentors continue to display the professional val-
ués expected of an officer, serve as rolé models
and provideé guidance and supervision in ensur-
ing that captains learn the right lessons in some-
times challenging circumstances. Unit and orga-
nizational experiences provide the real-world
laboratory in which captains apply theory, exper-
iment with innovative solutions to old problems
and develop methods of attacking new and dif-
ferent situations. Service schools provide the en-
vironment which broadens their knowledge and
introduces new challenges and education and
training technologies. Service sclicols nlso pro-
vide training support materinls to individuals,
units and organizations and keep the computer
knowledge base current for all users,

b. Methods To Emphasize. Captains learn
from their experiences, whether in service
schools, on field exercises or from simulations of
challenging situations. Small group instruction
continues to provide an ideal forum for leader-
ship development, peer interaction and individu-
al assessment. Computer assisted instruction
packages and wargame simulations (with or with-
out computers) provide excellent learning meth-
ods for individuals and small groups during serv-
ice school and unit and organization assignments
and throughout the piofessional development
period.

6. Aim, Major Thrusts,  PDOS-Recommended
Base Policies and CSA Modlfications to Base
Policies.

8. Aim. The 2im this development period:
Captain is to develop through a combination of
education, training, self-development and assign-
ments, & captain who is branch qualified, compe-
tent to command at company level, prepared to
serve on battalion, brigade and higher level staffs
and prepared for further branch and/or function-
al area development.

b. Major Thrusts. The  following major
thrusts assist in accomplishing this aim:

(1) Send 100 percent of the captains, as a
goal, to OAC upon selection to captain and prior
to company command.

(2) Institute a common rore curriculum of
skills, knowledge and proficiencies across OACs
and tied to other courses (¢.g., OBC). :

(3) Verify MQS HI skill qualification.

(4) - Have all captains, as a goal, brancﬁ :

qualified at company level prior to branch-imma-
terial assignments,

(5) Emphasize importance of duty as an
instructor by assigning a greater number of for-
mer battalion and brigade commanders to serv-
ice schools. '

(6) Have all captains (OPMD and AGR)
attend CAS3 prior to their eighth year of service.

-(a) All those assigned from OAC to bri-
gade and higher staff, attend CAS3 directly out of

0AC,

(b) All those assigned overseas from
OAC, attend CAS3 directly out of OAC,

(¢) All captains attend CAS3 prior to
brigade or higher level staff assignment.

¢. PDOS-Recommended Base Policies.
These policies have been approved in concept by
the CSA:

(1) Goal: All officers attend OAC upon
promotion to captain and prior to company
command,

(2) TRADOC evaluate OAC in light of
OAC mission and CAS3 to ¢nsure that there ex-
ists no unnecessary duplication between the two
schools; design modules into OAC which support
preparation for follow-on attendance to CAS3.

(3) Company level branch qualification
occurs prior 10 assignment to other than branch
material position (e.g.,, functional area, civil
schooling).

(4) All OPMD captains will attend CAS3
by eighth year of AFCS,

(a) Ramp to 2,400 in FY 86,
(b) Ramp 10 4,500 in FY 87,

(5) Assign some former battalion and bri-
gade commanders to school faculty.

d. CSA Modifications to Base Policies.
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(1) One aspect of a base policy recom-
mended, “With full implementation of CAS3, of-
ficers will only attend OAC of own branch,” The
CSA desires that some selected officers be pro-
vided an opportunity to attend an OAC of a dif-
ferent branch for cross-fertilization purposes.

(2) An aspect of another base policy rec-
ommended, “Some CAS3 seminar instructors
should be former battalion commanders, howev-
er, all will have demonstrated proficiency at the
brigade and division staff level,” The CSA
desires that the policy be restated to allow for
“most” CASJ seminar instructors should be for-
mer battalion commanders (the CSA later clari-
fied “most” to mean approximately 50 percent).

7. References.

a. Refer to Annex A, System Spread Sheets,
(Development Period: Captain) spread sheets
that define the officer attributes, list develop-
ment period policies which will be implemented
88 they are approved, list specific education and
training methods to use, assign professional de-
velopment roles and describe the current and
near term future environment for officers during
this Development Period.

b. Refer to Annex CC, Development Period:
Captain, for a more detailed coverage of this De-
velopment Period and a discussion of the policies
that operationalize the aim and major thrusts
which were approved in concept by the CSA.,

¢. Refer to Annex H, Self-Development And
Individual Assessment Program, for a discussion
of the indlvidual assessment program.

d. Refer to Annex HH, Reserve Compo-
nents, for a discussion of the thrusts and implica-
tions unique to the Reserve Components for tiis
Development Period.

e. Refer to Annex S for a discussion of ad-
vanced civil schooling during this period.

Sestion 5. Develapment Period: Major And
Lisutenant Colonel.

1. Background.

a. This Development Period begins the day
an officer is promoted to major and ends with his
promotion to colonel or upon his retirement. Ma-
Jors and lieutenant colonels are included in one
Development Period as the kinds of schools, as-
signments and responsibilities are similar for
both ranks. Majors and licutenant colonels share
the same skills, knowledge and abilities with the

exception that the latter perform duties as battai-
ion commanders (a few majors command compa-
nies, batteries and troops). Both ranks share simi-
lar responsibilities to train and lead soldiers at
roughly the same levels in the Army. DOPMA
currently mandates that the mandatory retire-
ment for non-promotable selected majors be at
21 years of service and non-promotable lieuten-
ant colonels be at 28 years of service,

b. During this Development Period, officers

work in 4 variety of challengiig duty positions. -

This requires a significant shift from the compa-
ny grade to the broader field grade perspective
with increased responsibilities. Initially, the ma.
jor's focus is on branch related experiences and
on the acquisition of additional specialty exper-
tise. With maturation through the Development
Period, the officer performs across a v.siety of
assignments to include duty as a battalion or bri-
gade staff principal, a high level staff officer, a
commander or its equivalent. By the ¢nd of the
Development Period, the officer is less likely to
be performing in purely branch-related positions
and is more likely to be serving in.branch-imma-
terial or other specialty-specific positions, Educa-
tion and training is accomplished by a combina-
tion of military and civilian resident schooling,
unit and organization experiences and self-
development,

2. Duties. Field mde officers command battal-
ions or equivalent units and perform duties as
staff principals and action officers on staffs from
buttalion through Headquarters, Department of
the Army. Most field grade officer assignments
(80 percent) are within a TDA organization,
About 25 percent of lieutenant colonels have the
opportunity to command during their career and
historically about half of those selected were cho-
sen the first time they were eligible. Current poli-
cy dictates that no more than ten percent of those
selected for command will be picked from “first
time eligibles,” All officers selected for battalion-
level command during this Development Period
attend the Pre-Command Course (majors who
command companies do not attend PCC),

3. Frame of Reference. Majors and lieutenant
colonels develop a frame of reference that ranges
from battalion or equivalent level through any
level within Department of Defense. This expan-
sion in frame of reference is summarized in the
following discussion of the officer attributes at
the end of the major and lieutenant colonel De-
velopment Period.

a. BE. As leaders, majors and lieutenant col-
onels are committed to the Professional Army
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Ethic and internalize the appropriate profession-
al character traits. This means that the field grade
officer behaves in a fashion that is consistent
with high moral and ethical values and must un-
derstand what the Army mission of protecting
the Nation entails. As a role model and mentor
for company grade officers, he prepares himself
physically and: psychologically for the rigors of
war. He develops the ability to demonstrate a
tenacity for mission accomplishment and the

flexibility and courage to change as is required by

the situation.

b. KNOW., At the end of the development

~ period, majors and lieutenant colonels know the

factors of military leadership, know human na-
ture and know their own limitations, Additional-
ly, majors and lieutenant colonels must know
their jobs. They are expected to be experts in
their branch and/or functional areas to include
operations and support doctrine at the corps lev-
el and below. As key staff officers and battalion

commanders, majors and lieutenant colonéls un-

derstand “How the Army Fights,” to include how
other branches, functional areas, the Army and
other services work together to multiply combat
power and obtain national objsotives. Majors
and lieutenant colonels also understand “How
the Army Works"—its functions: structuring,
manning, equipping, training, managing, mobil-

izing and deploying, sustaining and managing in- -

formation, In summary, the field grade officer
deals with all the complexities of the major ¢le-
ments of arowing. fighting and sustaining the Ar-
my. This requires & commensurate growth in the
mastery of the art and science of war, staff tech-
mques and the application of decisions and tech-
niques that resolve problems,

¢. DO. Majors and licutenant colonels pro-
vide direction in the Army by commanding, lead-
ing, organizing and training units and organiza-
tions at battalion or equivalent level. As
implementors, majors and lieutenant colonels in-
tegrate, coordinate and direct stai¥s, provide and
supervise high quality instruction within the edu.
cation system and translate and articulate the in-
tent from higher organization levels into direct
functioning activities. As motivators, majors and
lieutenant colonels establish the institutional cli-
mate which produces initiative, trust, self-devel.
opment and commitment in subordinates. Final-
ly, as integrators of weapons systems on the
battlefield, they mold multiple tecams into a
smoothly functioning system while making ad-
Justments to this system based on the dictates of
the environment,

4. Schooling And Related Development Period
Experiences.

8. The primary military education experi-
ence for most majors and lieutenant colonels is
through participation in a resident or non-resi-
dent Command and Staff College (CSC). Cur-
rently, about one-half of a year group attends a
resident program; an additional one-third com-
plete the course through non-resident instruction,
For the majority of field grade officers, CSC is
the last formal military education opportunity
available to them,

b. Because of the broad range of assignment
-opportunities available to field grade officers and
the requisite shift in frame of refer¢nce which
accompanies their assignments, the CSC experi-
ence will occur as early as possible upon selection
for promotion to major. To provide mcre officers
the opportunity for a significant educational ex-
perience, multiple routes to an increased military
education level (MEL) 4 (CSC level) are envi-
sioned. Specifically, in addition to the.current
tesident and non-resident-- CSC, constructive
credit and foreign school programs, the Program

Manager Course, the Logistics Executive Devel.
opment Course and the Training with Industry .

programs, when connected with & land warfare
and support core curriculum, will increase the
numbet of officers who cen participate in a resi-

dential development experience. As a conses

quence of expanded opportunities and the need
for a broadened base of knowledge, MEL 4, ac-
cordingly, becomes a formal requirement for se-
lection to lieutenant colonel,

¢. The multiple and non-standard routes to
MEL 4 plus the job demands associated with
field grade officers assignments dictates the need
for a Common Core of skills, knowledge and abil-
ities for the field grade officer. Accordingly, the
MQS system is to be expanded to major (MQS
IV) and lieutenant colonels (MQS V) and those
officers participating in other than the Command
and General Staff Officer Course (CGSOC) will
also complete the CSC level Army land warfare
and support common core course work through
wchoo! elective, resident experience at Fort Lenv-
enworth ur non-resident means. Additionally, a
two week resident phase for the non-resident CG-
SOC provides the opportunity for enhanced inte-
grrtion of battle skill and doctrinal concepts in a
simulation environment not currently available,

d. For a few selected officers, attendance at a
second year schoo! opportunity at Fort Leaven.
worth exists through the Advanced Military
Studies Program (AMSP). These officers experi-
ence a broad, deep military education in the art
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and science of war at the tactical and operational
levels which goes beyond CGSOC in theoretical
depth and practical application. Graduates ob-
tain refined competence and in-depth expertise
and skills associated with the conduct of the com-
bined arms battle and an ability to think about
the conduct of war in its broadest aspects.

S..Roles And Methods In The Developmem Of
The Major and Lieutenant Colonel (Throughout
The Development Period)

'R Development Roles. Majors and lieuten-
ant colonels continue this training and education
through combinations of & military reading: pro-

gram, computer assisted instruction (CAI) pack- -

ages, teleconferencing simulations and wargames
to augment field training opportunities, These of-
ficers  also continue to receive guidance and
coaching from unit and organization: mentors
through field trips, case studies, professional de-
. velopment seminars and other experimental ap-
plioaﬁom. Mentors in the school stress experien-
tial Jearning in a small group environment and
provide developmental feedback on individual
stréngths and weaknesses through an individual
assessment.: ptogram. The school’s role remains
oriented on teaching, providing training support
materials for the fleld, keeping the knowledge
base current for multiple users and functions and
" stressing the. development of complex integration
and synthesis skills.

b. Methods to Emphasize. Small group learn-
ing experiences under the sxpert tutelage of an
experienced mentor continues to provide the ap-
propriate medium for development both in the
school and in the unit or organization. New edu-
cational technologies such as CAl, teleconferenc-
ing, “smart” courseware, artificial intelligence
and expert systems are all useful aids for contin-
ued development opportunities, Individual re-
sponsibility for development becomes the key to
any additional real growth in fleld grade officer
development.

6. Aims, Major Thrusts, PDOS-Recommended
Base Policies and CSA Modifications to Base
Policies.

a. Aims. The aimi of the major and lieuten-
ant colonel Development Period are to:

(1) Develop fleld grade officers who pos-
sess the body of knowledge and conceptual skills
necessary to perform successfully in fleld grade
command positions and in staff positions at all
levels of the Army.

“majors (

(2) Provide a small number of officers a
broad and deep education in the art and science
of war at the tactical and operational levels. A

b. Major Thrusts. The major thrusts of this
Development Period are to;

- (1) Provide command-and staff level edu-
cation (MEL 4) for all majors. .

'(2) Provide muitiple routes to command
and staff level schooling with MEL 4 a prerequi-
site for active component promotion to lieuten-
ant colonel,

(3) Have a MEL 4 land warfare and sup-

port core curticulum for alternative command

and staff level schools,

(4) Continue the Advanced Military Stud-
ies Program,

(5) Continue pre-command training

" which provides a review and update for an offi.

cer assuming command.

(6) Expand the MQS program to include
1QS 1V) and lieutenant colonels (MQS
V).

¢ PDOS-Recommended Base Policies.
These policies have been approved in concept by
the CSA!

(1) All active component officers will
complote a resident or non-resident command
and staff level course prior to selection to lieuten-
ant colonel. This course will include a command
and staff level land warfighting and support doc-
trine core.

(2) A small number of MEL 4 graduates
will be provided opportunities for an Advanced
Military Studies Program (AMSP) emphasizing
the integration of the Art and Science of War at
the operational level, in joint and combined ap-
crations and across the full spectrum of conflict,
Actions related to AMSP include:

(a) Maintain enrollment at 48 students,
Evaluate student, cost and benefit tradeofYs, then
make decision on future course enrollment.

(b) Publish a DA circular which formal-
izes the selection process.

(¢) Commander, TRADOC determine
cortrect branch and skill mix for course attendees.

(3) Publish an Army Regulation which
will define pre-command course policies, pur-
poses and responsibilities.
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(4) Develop a pre-command course tai-
lored to the needs of RC licutenant colonel
commanders.

d. CSA Modifications to Base Policies: One
aspect of a base poliiy suggested, “Promotion
boards selecting majors will select officers for res-
ident Command and Staff level schooling,” is not
approved as stated. The CSA desires two separate
boards, one for selection to major and. one for
school selection, CSC selection will remain at
four annual considerations. -

7. References,

a. Refer to Annex A, Systém Spread Sheets
(Development Period: Major and . Lieutenant

Colonel) which defines the officer attributes; lists:

development period policies that will be imple.
mented as they are approved, specifies education
and training methods to use, assigns professional
developiment roles and describes the current and
near-term future environment for officers during
this development period.

b. Refer to Annex DD, Development Period:
Major and Lieutenant Colonel, for » more de-
tailed coverage of this Development Period and a
discussion of the selection for CSC, alternative
MEL 4 opportunities, the Advanced Military
Studies Program and functional development
during this period.

¢. Refer to Annex S, Advanced Civil School-
ing, for a detailed discussion of the utilization of
°";'f:§' with advanced civil schooling during this
period.

" d. Refer to Annex R, Command, for a more
detailed discussion of the lieutenant colonel Pre-
Command Course, including the RC Pre.Com-
mand Course.

¢. Refer to Annex HH, Reserve Compo-
nents, for more detailed coverage of the Reserve
Components in this development period.

f. Refer to Annex H, Self-Development and
Individual Assessment Program, for a discussion
of the individual assessment program, MQS IV
and MQS V.

Section 6. Development Period: Colonel.

1, Background: The colonel development peri-
od begins the day an officer is promoted to colo-
nel and ends upon the officer’s retirement or pro-
motion to brigadier general, Approximately 50
percent of Army lieutenant colonels will be pro-
moted to colonel. They have diversified military
experience, generally in two or more areas

(branch and functional), have usually attended
all traditiona! Army schools through CSC, very
often possess an advanced degree and have usual-
ly commanded at least once during their careers.

2. Duties: Colonels bridge the managerial gap
between direct or mid-level leaders and the exec-
utive level of authority and responsibility. They
command brigades, regiments, groups, division
aitilleries and division support commands, as

.well as many Army installations and support ac-

tivities, They manage major Army and DOD
projects and'programs. Colonels setve as division
chiefs of staff, principal staff officers in Army
corps and division chiefs at echelons above
corps, They head departments at mqjor training
centers and whools.

3. Frame Ongfmnce. The expanded frame of
reference required of colonels is summarized in
the following discussions of officer attributes at
the end of the colonel Development Period.

a. BE. Colonels develop sufficient breadth of
perspective to shape the development of sysiems
and to set the climate for command, self-develop-
ment and mentoring. They serve as role models

for the Army at large and represent the Army at

organizations outside the Army.

b. KNOW. As a senior leader, the colonel
must exercise advanced reasoning and analytical

* skills while functioning primarily as an integra-

tor--0ne who can successfully manage and
orchestrate many systems. Colonels rely heavily
on synthesizing and conceptual thought processes
for decision making while retaining analytical
skills, enabling them to assess, allocate and inte-
grate forces which plan and executc tactical and
operational orders.

¢. DO, The colonel’s warfighting orientation
is on general tactical command (see Figure IV-13,
Chapter IV) of brigades and similar levels and on
cperations and support doctrine at corps and
echelons above corps. Many will be architects of
policy at the strategic level of war and must,
therefore, understand national and allied
strategy.

4, Schooling And Related Development Period
Experiences.

a. The primary military education experi-
ence for active component colonels is the Senior
Service College (SSC), either resident or non-resi-
dent or an alternative experience, each of which
qualifies for award of the MEL | designation.
The Senior Service Colleges of the US Armed

et et o

e ez i,




SE

i e T

T Tt

g

NS
{“i"
i

=

Forces have been traditionally viewed as the pre-
mier military educational institutions that of-
ficers can attend.

b. SSC resident options include five US mili-
tary colleges, three foreign or international mili-
tary colleges and equivalent fellowship or re-
search programs, In academic year 1985-1986,
the Army will send 373 active and reserve com-
ponent officers to these resident programs. An-
other 298 will begin SSC level studies as non-
residents, The majority of Army colonels achieve
MEL 1 by attendance atthe Army Wur College.

¢. The purpose of SSC-level education is to
prepare senior field grade officers of both the
active and resérve componeénts for service, dur-
ing peace and war, in command and staff posi-
tions requiring the leadership and management
of diverse activities at the highest levels of re-
sponsibility in the Army which require increas-
ingly frequent interface with other services, gov-
ernment agencies and civilian institutions,

d. The responsibilities that a colonel will as-
sume, especially in light of future technological
changes, make it imiperative that he be provided
the necessary decision making skills at the appro-
priate time to ensure his success on the future
battlefield, in high level staff positions or in any
other demanding position he may assume. It is
incumbent on the Army's professional develop-
ment system to provide every active component
colonel the opportunity to obtain the skills which
will enable him to operate at a higher frame of
reference. This educational experisnce must take
place early in the Development Period, prefera-
bly upon the selection of an officer for colonel.
Therefore, when the new colonel assumes his first
position, he will have the perspective and skills to
perform in his role as a senior leader.

¢. Ideally, all colonels would attend SSC on a
resident basis, however, resource constraints pre-
clude this, It is essential that some Army officers
attend other Service's SSCs and vice versa. This
cross-fertilization improves the colonel's effec-
tiveness in Joint operations, Alternative MEL 1
experiences should include additional fellowship
and research associate prograins and the non-res-
ident programs of other US SSCs.

f. SSC level education must provide a com-
mon core curriculum of proficiencies and knowl-
edge appropriate to the responsibilities of colo-
nels. This common core encompasses an
understanding of national strategy and policy, ex-
ecutive development skills, integrative processes,
the human dimension of combat, an historical
perspective of war, the ability to envigion future

wars and how the Army runs and fights. The two
areas not traditionally treated satisfactorily in
SSC programs other than resident AWC are how
the Army runs and how it fights. It is absolutely
essential that all colonels have a full understand-
ing of both, To achieve this goal the AWC should
develop both “Warfighting—Echelons Above
Corps” and “How the Army Runs” courses which
would be presented to all officers who receive
MEL | education and trainina, regardless of
source.

§ Subsequent Development, Many of the de-
velopmental programs available to majors and
lieutenant colonels have their counterparts at the
colonel level. This is particularly true of function-
al area training, Depending on need, colonels
may aitend language schools, systenmis manige-
ment courses, force integration training or securi-
ty assistance orientation, to cite but a few special-
ized opportunities. Colonels en route to
“centrally-select” command or project manage-
ment positions will attend the Pre-Command
Course. These courses refresh the officer.on the
art of command, Army warfighting and support
doctrines and any technical subjects considered
necessary. Selected colonels ¢an epply for execu-
tive development opportunities under the Ad-
vanced Management Program or the Senior Fel-
lows Program,

5. Roles And Methods In The Develcpment Of
Colonels.

a. The colonel assumes full responsibility for
his professional development, Even at SSC he
will play the prominent role in determining the
course and extent of his professional education.
Subsequently, he will assess further needs and
seek assistance for himself and his organization
from mentors, schools and other resources, Colo-
nels must do “constant battle” with the tendency
to allow the pressures of the day to erode person-
al and organizational readiness.

b. Mentors, for the most part, will be general
officers who must optimize the valuable com-
modity of time they have to develop subordinate
colonels. They hold command and staff confer-
ences, seminars and exercises and teach perhaps
less directly than by their examples of ethical
conduct, executive style and command climate.

¢. The organization's role in a colonel’s de-
velopment is mostly passive. Colonels learn the
art of controlling large organizations through
their experiences in them. Moreover, colonels
learn to shape and develop organizations rather
than be shuped and developed by them,
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d. Service schools provide training support
to colonels on an individual basis and aid them
in a broad range of objectives related to unit
training. Schools also respond to doctrinal con-
cepts from the field, Increasingly in the future,
this interaction between officers in the field and
schools will be conducted through electronic
means,

6. Aim, Major Thrusts, PDOS-Recommended
Base Policies and CSA Mod:ﬂcatlons to Base
Policies,

a. Aim. The aim of the Colonel's develop-
ment period is to develop a senior field grade
officer who possesses the body of knowledge,
oonceptull and cognitive skills, expanded frame
of reference and integrative ability to. perform
successfully in senior command and staff posis
tions at high levels within the Army and the De-

- partment of Defense,

b, Major Thrusts. The major thrusts to ac-
complish_ this aim are:

(1) Provide all active comboﬁém OPMD
officers the opportunity to obtain MEL 1 upon
selection to colonel,

(2) Warfighting (echelons above corps) .

and “How the Army Runs” will be part of the
core ourriculum for all MEL 1 producina
programs, .

" (3) Meet the pre-command needl of all
active and reserve component colonels,

(4) Formalize the linkage between the in.
termediate and senior level achools,

c¢. PDOS-Recommended Base Policies,
These policies have been approved in concept by
the CSA:

(1) All active component (OPMD)
promotable lieutenant colonels and colonels will
receive an opportunity to attain MEL 1 level edu-
cation (resident, non-resigent or other),

(2) All officers awarded MEL | will com-
plete two courses: “Warfighting (echelons above
corps)” and “How the Army Runs” to be offered
and conducted by AWC (resident, non-resident
or other).

{3) The AWC will remain 8 FOA of ODC-
SOPS; ODCSOPS develop a formal curriculum
coordination procedure between TRADOC and
AWC,

(4) Develop @ pre-command course tai-
lored to the needs of RC colonel commanders,

L 14

(5) Publish an Army Regulation which
will define pre-command course policies, pur-
poses and responsibilities,

d. CSA Modifications to Base Policies. Simi-
lar to Development Period: Major and Lieuten-
ant Colonel, an aspect of a base policy suggested,
“The promotion board selecting colonels will
identify resident SSC attendees” and “remaining
selectees will enroll in the AWCCPS or other
non-resident program.” This policy is not ap-
proved by the CSA and is currently under review
along with the policy for Development Period:
Major And Lieutenant Colonel, Furthermore, the
CSA is deferring approval. of the concept that
only promotable lieutenant colonels and colonels
will attend SSC -or equivalent level schooling

.pending additional research on the potential of

the policy to impact on the selection of general
officers.

7. References,

8. Refer to Annex A, System Spread Sheeta
(Development Period: Colonel) which defines
the officer attributes. lists . Development Period
policies, . lists specific education and training
methods to use, assigns professional develop-
ment roles and describes the current and near-
term future environment for officers during this
development period.

b. Refer to-Annex EE, Develapment Period;
Colonel, for a complets discussion of this Devel-
opment Period,

¢. Refer {0 Annex R, Command, for a discus-
sion of the pre-command courses,

d. Refer to Annex HH, Reserve Compo-
nents, for a discussion of the Reserve Component
aspects of this development period,

e. Refer to Annex H, Self-Development And
Individual Assessment Program, for a discussion
of the individual assessment program.

Section 7. Development Period: Brigadier And
Major General.

1. Background,

a. Promotion to brigadier general represents
the most sclective transition in an officer's pro-
feasional career, Each year the Army selects 60-
70 officers to be brigadier generals, representing
two percent of eligible colonels. On average, the
newly selected general has 24 years of service and
4.5 years in grade as a colonel. Most have bene-
fited from at least one below-the-zone promo-
tion. Nearly all have attained MEL 1,
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b. The transition brings a quantum leap in
the expectations of subordinates and the public.
People in and out of the service expect generals
to give direction, to decide what things are most
important and to know what to do under all cir-
cumstances. Thus, Army brigadier and major
generals have entered a development period in
which the increase in responsibilities, expecta-

tions and, of course, prestige exceeds that of any -

previous transition.

¢: About 70 percent of brigadier generals can
expect promotion to major general, Mandatory
retirement for brigadier generals occurs at 30
years of service or five years in grade, whichever

_1is later, Promotion opportunity for major gener-

als is approximately 25 percent; Mandatory- re-
tirement for those not promoted is the later of 35
years of service or five years in grade.

2. Dutles.

a, Brigadier and major general assignment
patterns are highly diverse. Ahout 20 percent at a
given {ime serve overseas, Some 40 perceiit seive
in Army CONUS commands, Another 25 percent
sérve on the DA Staff or its field operating agen-
cies (FOAs). The remaining 15 percent ocoupy
DOD, JCS, CONUS unified command or special
activity positions. Many brigadier generals serve
as deputy commanders or assistant division com-
manders. More command positions exist for ma-
jor generals, The majority of assignments avail-
able during this Development Period, however,
will be at the integrating staff level. Approxi-
mately 35 percent of brigadier generals and 5§
percent of major generals hold jobs involving sig-
nificant joint or joint and combined interface,

b, A significant and growing number of gen-
eral officer positions require either a specific
branch or functional area background. Generals
will need well developed executive and leader-
ship talent as always, but they will increasingly
come to their job with qualifications as ex-
ports—qualifications that will be essential to
competent direction of the Army,

3. Frame Of Reference. All general officers
need to understand the broad perapective of the
Total Army in order to give purpose and direc-
tion to their organizations. Their expanded frame
of reference includes Joint and Combined inter-
action and civil-military interface. This expand-
ed frame of reference is summarized in the fol-
lowing discussion.

a. BE. Generals are the standard against
which the ethical, moral and professional well-
being of the officer corps is measured.

b. KNOW, Brigadier and major generals op-
erate at levels where complexity and uncertainty
are critical factors to be managed. The problems
brought to the general for resolution demand
more than analytical dissection. They require
conceptual thinking and a synthesizing of diverse
elements and disciplines. The new general finds
himself deciding issues for his organization or the
Army as a whole, the impacts of which will be felt
years after his departure. The general's develop-
ment, therefore, must enhance his capacity for
multl-variate thinking and for looking several
years into the future to anticipate complex and
uncertain future needs and discern the long range
impact of present policies, The general faces the
same conditions of complexity and uncertainty
in"coftibat but ‘mist be prepared to’ make deci-
sions under much more compressed time cons
straints. Thus the new 3eneral must become ex-
pert on how the Army runs from troop duty and
installation management through the Army's role
in the national defense establishment, The gener-
al muit also nurture an understanding of doctrine

_-and the conduct of wartime combat and support

operations from division through theater levels,

. DO, It is at the level of brigadier and ma-
Jjor general that an officer exercises command
and leads more indirectly, knowing by now he
must accomplish his work through others, In
command positions, he integrates stafft and sub-
ordinate commanders who directly command or-
ganizations, In both command and staff posi-
tions, he muet establish an organizational climate
productive of mutual confidence, support and
understanding.

4. Schooling And Subsequent Related Develop-
ment Period Experience.

8. Brigadier generals attend a transition
course soon after selection, In 1984 the course
consisted of two weeks (one week for RC) of ori-
entation briefings, seminars and addresses, This
also included stress management orientation, a
visit to Congress, seminars on generalship, man-
agement instruction and force integration
training.

b. Future brigadier general transition pro-
grams must accomplish developmental and as-
signment oriented goals in addition to the DA
orientation:

(1) All new AC generals should attend an
executive development coutse to acquire the nec-
essary understanding of themselves and alterna-
tive management styles. Given the demands
about to be pluced on them for leadership of large




Ghiak o re
Pl

-~

-~

organizations, it is essential that they become ad-
ept at effective decision making and organiza-
tional management techniques,

(2) Generals must have an understanding
of national strategy and the Army’s operational
doctrine. They should prepare to direct the Ar-
my's transition to war and theater operations,
Their specific responsibilities need to be linked
through a shared concept of Army, Joint: and
Combined doctrine, To this end the brigadier
general transition program will include a seminar
in Army doctrine and an exercise involving plan-
ning and operations at theater level or above,

(3) General officer designees do not auto-
matically know how to be generals by virtue of
their selection. Generalship brings major changes
to an officer’s life #nd that of his family, The
formal transition program should give the tech«
niques, formalities, public expectations and other
nuances of generalship more prominence.

(4) New genorals require new perspectives
on the broadened nature of policy planning and
policy making intrinsic to their responsibilities.

The general officer’s frame of reference involves -
extended time horizons over which his decisions

will have effect. The ability to manipulate the
complexities of the environment in order to fa-
vorably influence the outcome of events is such
that a simple exprnsion of the same practices
used as a colonel will not work, The totality of
the shift is such that more sophisticated decision
making tools and thinking processes are required.
Information retrieval and decision aids, synthesis
and conceptual skills all facilitate the transition
to generalship. To facilitate this aspect of the
transition, additional development training will
be offered in the form of a future policy impact
exercise.

¢. The General Officer Continuing Educa-
tion Program will continue to consist of the three
components identified in the 1978 RETO Study:

interassignment transitions, executive develop-

ment courses and orientations,

(1) Inter-assignment transition refers to

the preparation in specific skills and knowledge

required of generals in order for them to function
effectively from the outset in their next
assignment.

(2) Executive development courses are the
education and training for generals in areas of
general relevance to a range of executive respon-
sibilities and general officer positions.

(3) Orientations and updates p.uvide in-
formation to generals on current Army policies,
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programs, plans and problems considered by the
Army leadership to be of high priority. These
updates iake a variety of forms, inciuding the
Chief of Staff’s Weekly Summary, command con-
ferences and special topic briefing teams.

d. Generals shape organizations and at se-
nior levels shape the environments in which the
Army exists, A large part of their contribution
lies in developing Army structures, reinforcing its
ethic, motivating its personncl and employing its

" resources, These executive functions are difficult

to instili in an officer, dependent as they are on
innate cognitive abilities. The role of develop-
mental courses is to draw out and orient talented
leaders so they may' realize their full potential as
corporate directors of the Army.

¢. At least three limitations constrain general
officer executive development and training, One
is the notion that general officer time is too valu-
able to spend on education. Only repeated gui-
dance to the contrary from the top will reverse

-this attitude. Second, General Officer Manage- -

ment Office (GOMO) requires full-timeé person-

‘nel to oversee continuing education if the pro-

grams are to be expanded. Third, there needs to
be a better link between geéneral officer position
requirements, development goals and officer
characteristics. A senior level assessment pro-
gram could provide such a link,

5. Roles And Methods In The Development Of

" Brigadier And Major Generals.

a. General officers play the key role in their
own continuing development. They pursue their
own professional reading programs, seek to ex-
pand executive capacity and an understanding of
politico-military affairs and learn to use new
tools to assist in their decision making processes.
Generals become senior mentors in any organiza-
tion and learn the art of shaping command
climate.

b. Brigadier and major generals will often
look for counsel from seniors outside their chain
of command, including retired generals, None-
theless, senior generals invest considerable time
with direct subordinates, They establish modes
of communicating command priorities and in-
tent. Mutual understunding at this level plays a
key role in the health of any command.

¢. MACOMs give emphasis and time for
generals to pursue professional development
objectives. Generals accept the importance of
having deputies fill their positions during their
periodic absciaces. MACOMS also hold frequent
command seminars, exercises or conferences to
enhance general officer decision making skills




and achieve other general officer development
goals,

d. Army schools sponsor short courses and

seminars for general officers. They also provide
reading tists and distribute educational materials
through a variety of media including computer
assisted instruction packages. Civil schools pro-
vide an array of executive level courses in such
areas as management and national security.

6. Aim, Major Thrusts and PDOS-Recommend
ed Base Policies..

a, Aim. The professional development aira

at this level is to derive a coherent system for the

transition and continuing education of brigadier
and major gcnerals.

b. Major Thrusts. The mqior thrum to
achieve this aim are:

(1) To enhance the brigadier general tran-
sition program.

(2): To expand opportunities for general
officer inter-assignment training, developmental
education and orientations and updates through
the addition of public affairs, information man-
agement, a professional library and additional
CAPSTONE courses.

(3) To consolidate management of general_

officer development programs under GOMO.

¢. PDOS-Recommended Base Policies.
These policies have been approved in concept by
the CSA:

(1) Transform brigadier general orienta-
tion into & formal transition program with up to
six weeks in length disiributed in segments across
time and with the following course content:

(a) Self-development course.

(b) Land warfare and policy impact
analysis exercises.

(c¢) Force integration training,

(d) DA staff briefings.

(e) Tailored assignment preparation.
(r) Unit fitness management seminar,
(8) Policy impact exercise.

(2) Expand inter-assignment, develop-
mental and orientational programs.

(a) Increase participation in executive
development programs and DA and MACOM
seminars.

70

(b) Seek JCS approval to double the
CAPSTONE course frequency.

(c) Develop general officer information
management and public affairs courses.

(3) Consolidate responsibility fur general
officer development and assessment programs
under one executive development organization
(as recommended by Senior Leadership Coordi-
nating Committee).

7. References.

a. Refer to Annex A, System Spread Sheets
(Development Period: Brigadier and Major Gen-
eral) for the definitions of officer BE, KNOW,
DO atttibutes, lists of Development Period poli-
cies that will be implemented as they are ap-
proved, specific education and training methods
to use, professional development roles and a
description of the current and near-term future
environment for ofﬁcm during this development
period.

b. Refer to Annex FF, Development Period:

Brigadier and Major General, for a complete dis-

cussion of this development period.

Section 8. Development Period: Senior Ganeral
Officers.

1, Backgrou'nd.

8. The 1980 Defense Officer Personnel Man-
agement Act (DOPMA) limits the number of se-
nior generals (lieutenant generals and generals) to
15 percent of the total authorized general officer
strength. Promotions, therefore, occur irregularly
and only to fill specific vacancies. About 25 per-
cent of the Army’s major generals attain a third
star.

b. Lieutenant generals and generals consti-
tute the senior corporate directorship of the Ar-
my. The decisions made by these 60 officers af-
fect every sphere of Army activity. Their
judgment about what is important to the Army
plays a determinant role in its future. Senior
generals serve at the discretion of the Secretary of
the Army and the Army Chief of Staff. About one
in four lieutenant generals will advance to the
rank of general.

2, Duties.

a. Lieutenant generals command corps, sup-
port commands, certain overseas commands,
CONUS armies and other special commands;
serve as deputy commanders or chiefs of staff at
MACOMs or principai and special staff officers
at DA; and hold a variety of other posts in OSD,
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DOD, NATO and Army educational institutions,
Assignment distribution is 25 percent overseas,
30 percent in CONUS commands, 25 percent at
DA and 20 percent in DOD, JCS or other special
activities. Four star generals, beside the CSA and
VCSA, normally command major combined, uni-
fied or Army commands or combinations there-
of. Four of these commands (and one inter-serv-
ice rotational NATO post) are overseas, the
remainder (curtently eight) serve in CONUS,

b. While all senior gencrals act in integrative
capacites, one third of the lieutenant general po-
sitions require specific functional backgrounds in
such areas as logistics, engineering, communica-
tions, computer systems and intelligence. Ap-
proximately 70 percent of these lieutenant gener-
al positions and all full general positions
encompass Joint or Combined recponsibilities,”

3. Frame Of Reference.

a. BE. Senior generals represent the highest
standards of officership and the profession of
arms,

b. KNOW., Senior generals exercise totality
of command and integrate combat power at the
highest levels. They consider critical information
with broad gauged views, an absence of parochi-
alism and a willingness to take a tough stand on
issues. They apply the knowledge not only of
“How to Fight” but also of “How to Train to
Fight.”

¢. DO. Senior generals shape national strate-
gy and integrate joint and combined forces to
counter threats to national security in global and
regional contex:s. Developing a concept for fu-
ture warfare, they apply rosources to prepare for
it. Senior generals must spcak for the Army to the
public, Congress, other services and to other na-
tions and often rely on the art of persuasion to
mobilize consensus behind their priorities, In es-
sence, they shape the future for the Army.,

4. Transitional Schooling and Subsequent De-
velopment.Lieutenant generals and generals par-
ticipate to a limited extent in the continuing edu-
cation programs available to brigadier and major
generals. They direct and participate in develop-
ment seminars and exercises within their own
commands. Inter-assighment training and educa-
tion take the form of command and stafi briet
ings, orientation visits and preparation programs
negotiated on an individual basis with Army
schools and GOMO. In future years, DA will for-
raalize senior general inter-assignment programs
on an individual basis,
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5. Roles And Methods In The Development Of
Senior Generals,

a. The roles assumed by individuals, men-
tors, organizations and schools are, for the most
part, the same for senior generals as they are for
brigadier and major generals, At the senior
grades, however, officers must rely rnore on their
own assessment of their personal development
nceds. They must program time (n their sched-
ules to break away for reflectiou (such as attend-
ing senior executive management courses which
serve to stimulate new patterns of thinking or
different approaches to organizational chal-
lenges) or to learn about new iools which assist
them in their decision making processes,

b. Senior general officer development occurs
largely through interactive communications with
peers, superiors, civilidns and colieagues in allied
services and nations, Professional reading pro-
grams, which should become more eclectic, ex-
tend their personal insight and innovation. A
general’s command priorities and operational
style by themselves translate into developmental
challenges for subordinates and it is therefore es-

‘sential for them.to conduct periodic conferences,

seminars and exercises to establish a healthy
command climate,

6. Aim, Major Thrust and PDOS-Recommend-
ed Base Policy.

a. Aim, The professional development aim
at this level is a program for continued education
and training of senior general officers,

b. Major Thrust, The major thrust to accom-
plish this aim is to create a formal program for
executive development of lieutenant generals and
generals.

¢. PDOS-Recommended Policy, This policy
was approved in concept by the CSA: Upon se-
lection to lieutenant general (and between assign-
ments thereafier) senior general officers will be
provided opportunitics for specific executive de-
velopment and individualized assignment
preparation,

7. References.

8. Refer to Annex A, System Spread Sheets,
for a listing of Senior General Officer Develop-
ment Period key attributes, pclicy, specific edu-
cation and training methods to use, the assign-
ment of professional development roles and e
description of current and near-term future envi-
ronment for officers during this Development
Period.

b. Refer to Annex GG, Development Period:
Senior General Officer, for a complete discussion
of this development period.
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Chapter VI

System-Wide Issues

Section 1. Overview.

1, The previous chapters have described fac-
tors which primarily influence the professional
growth of officers within the s¢ven development
periods. Accordingly, the discussion involved is-

“sues which impact uniquely within a period with-

out directly influencing growth in other periods,

2. This chapter carries the discussion one step
further and develops those issues that may rea-
sonably be referred to as “system-wide issues” for
their influence is felt across more than one devel-
opment period. These issues are discussed in or-
der of those that apply generally to the attributes
of officership (e.g., Warrior Spirit, BE.KNOW-
DO, Professional Values, Art and Science of
War, Expert-Integrator, Decision Making, Com-
mon Shared Operational Language, Self-Devel-
opment and Mentor) and then those that upply
primarily to the school (e.g., Common Core and
Education and Training Methods), Care is taken
1o articulate the aims, major thrusts and PDOS-
recommended base policies (which have been ap-
proved in concept by the Chief of Staff, Army) of
each of these issues so as to clarify the roles ex-
pected of the individual officer, the officer as a
leader, the school and the unit or organization,

3. Each of the system-wide issues identified
above and discussed below draw its basis from
the fundamental principles, sirategic goals, theo-
retical concepts, education and training strategies
and professional development framework articu-
lated in previous chapters. Refer to the appropri-
ate annexes for a more detailed discussion.

Section 2. Warrior 8pirit,

1, The Warrior Spirit is an essential part of
being an Army officer. Every officer must have
the Watrior Spirit but not all officers need to be
full-time warriors, This difference is key to un-
derstanding the concept of the Warrior Spirit and
providing the leadership which the Army needs
today and tomorrow as it prepares for future war,

2. Simply stated, the Army’s mission is protect-
ing the Nation from external aggression. In con-
junction with the other Services, the Army pro-
vides a vital service to the Nation and the world
by being a credible deterrent to war at any level
of conflict. The officer corps provides leadership
for the Army and, therefore, each officer must be
ready, willing and able—even eager—to accept
the responsibility for protecting the Nation.

3. Soldiers and subordinate officers look to
their more senior officers for the example of what
to do, for guidance on how to do it and for the
resources adequate to accomplishing assigned
and implied tasks. This requires that officers be
competent in their profession, as appropriate to
their branch, functional area and rank. In addi-
tion to branch, functional area and skill, each
officer must know the tools of the soldier’s
trade—weapons, tactics and dootrine, By the
very natutre of the military profession, every offi.
cer is first a soldier. He must understand the
Army and how it operates at several levels of
conflict in various theaters of war. He must un-
derstand contemporary threats, how to accom-
plish his tasks in those threat environments and
how to protect himself and his soldiers from the
threat while carrying out his missions. The reality
of today’s and tomorrow's threats to the Army
and the Nation range from terrorism through low
and high-intensity conventional conflict to thea-
ter and strategic nuclear war, Officers with the
Warrior Spirit understand the threat and are pre-
pared to counter it. For example, they protect
themselves and their organizations from terrorist
attack; they understand the implications of deep
thrust attacks in rear echelons and how to organ-
ize contingency defenses and plans to address
this threat; and they realize that their profession-
al education requires continuing effort to ensure
that they remain current in their profession.

4. While every officer needs to be a soldier
first, not every officer needs to have frontline
warfighting as his primary focus. The Army is a
team and every officer must understand his role
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in optimizing the overall team effort. He is an
expert in the duties of his present position and in
other positions appropriate to his branch, func-
tional area and rank. He provides the leadership
needed to keep his part of the team functioning
as an cfficient part of the Total Army effort. He
can endure the rigors of combat and approach his
duties confidently, willing to accept the chal-
lenges they present and motivated to take those
actions required to accomplish the mission.

5. The Warrior Spirit is the state of mind and
preparedness required of each officer which
blends all the physical, mental, moral and psy-
chological qualities essential for an officer to suc-
cessfully lead the Army in its mission of protect-
ing the Nation,

6. Officers with the Warrior Spirit are:
a. Physically and mentally tough,
b, Self-confident.
¢. Motivated to exceed standards.

d. Skilled in the fundamentals of weapons,
tactics and doctrine,

¢. Calm and courageous under stress.

f. Eager to accept responsibility for protect-
ing the Nation, :

§ Action-oricnted,

7. Therefore, the Warrior Spirit applies to all
officers, in all branches and functional areas, at
all ranks and during all assignments, The Warrior
Spirit happens “between the ears and in the
heart” of each officer. Officers in the combat
arms must have the Warrior Spirit and be war-
riors as well as leaders of soldiers in combat. The
Warrior Spirit concept applies to combat support
and combat service support officers as well as
those in the combat arms; to women as well as
men; to doctors, lawyers and nurses. The Warri-
or Spirit does not require each officer to serve as
a full-time warrior, but does require each officer
to have those attributes, qualities, knowledge and
confidence that allow him to be a contributing
leader on the Total Army team and to be & warri-
or if required in certain situations.

8. The aim of a Warrior Spirit concept is to
develop officers with the characteristics of the
Warrior Spirit,

9. The major thrusts to accomplish this aim
are:

a. Officers develop an understanding of the
Warrior Spirit concept at the beginning of their
career,
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b. Officers internalize the Warrior Spirit and
reinforce it in others,

¢. TRADOC ensure that officers understand
the Army mission to protect the Nation and how
each officer’s branch and functional area support
this mission at each stage of career development.

10. The PDOS-recommended base policies, ap-
proved in concept by the CSA, are:

a. Common core curricula will include
blocks of instruction and readings relevant to
professionalism and Warrior Spirit,

b. Schools will systematically and progres-
sively stress confidence and competence in basic
tactics, cutrent doctrine and weapons
employment,

¢. Officers will be provided the opportunity
to participate in challenging and stressful training
experiences (e.g., Air Assault, Airlqome, Ranger).

d. Officers will continue Semi-Annual Physi-
cal Readiness Testing (APRT).

e. Ideally, -annual weapons firing will be
phased-in for all. '

11, Annex J, Warrior Sﬁirit. discusses this con--

cept in greater detail,

8ection 3, BE-KNOW-DO.

1. FM 22-100, Military Leadership (October
1983), develops a philosophy of leadership and
describes that philosophy in terms of the attrib-
utes desired of Army officers. These attributes
build a mode! of an ideal officer in terms of what
he must BE (his personal attributes), what he
must KNOW (his perspective of the military pro-
fession) and what he must be able to DO (the
proficiencies he exhibits).

2. PDOS expanded on this general philosophy
of leadership to define the desired attributes for
the officer at the end of each professional devel-
opment period. PDOS used the BE.EKNOW-DO
framework because it provides an excellent ana-
lytical basis for specifying nfficer attributes and
follows their growth through the various levels of
the system as officers progress in maturity,
knowledge and experience. These attributes pro-
vide guidance to individual officers, their leaders
and commanders and the Army school system in
their roles of developing and improving officers
as leaders,

3. The BE-KNOW.-DO attributes trace an offi-
cer’s development through his career by building
on the qualities, knowledge and proficiencies
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gained during current and prior professional de-
velopment periods. This model presents a set of
attributes to hold up to the officer corps as prop-
er goals for each officer to strive to attain. Al-
though clearly stated as ideals and goals, these
attributes are difficult to implement across the
entire officer corps. Nonetheless, they deserve
the best efforts in which the officer corps can
invest, representing as they do the very purpose
of the profession,

4, The specific BEEKNOW-DO attributes for
officers during each professional development
period are discussed briefly in. Chapter V and are
listed on the Development Period spread sheets
at Annex A, System Spread Sheets. A more de-
tailed discussion of the BE-KNOW-DO concept
and the development of the officer attributes as
an officer progresses through the seven profes-

‘sional development periods is in Annex K, BE-

KNOW-DO Concept.

Section 4. Professional Values.

1, The Review of Education and Training for
Offioers (RETO) Study defined commitment to
the Army as involving: .

8, A strong desire to remain a part of the
Army.

b. A willingness to exert high levels of effort
on behalf of the Army.

¢. A definite belief in and acceptance of, the
basic values and goals of the Army while still
being willing to criticize and question specific
actions of the Army when necessary.

d. A deep concern about the fate of the
Army.

2. A corollary of this officer commitment to
the Army is the commitment made by the Army
to the individual officer. One of the key points
made in the RETO study is that "in meeting its
own commitment responsibilities, the Army
must be open about what its organizational val-
ues and goals are and hold to them consistently
throughout its functioning.”

3. Professional Values are the bedrock from
which commitment is nurtured and brought to
bear on individual behavior. This forms the link
that PDOS shares with RETO's analysis of com-
mitment and motivation in determining what the
Army must do to influence the level of officer
commitment.

4. Values are ideals o€ relative rank concerning
the worth or importance of concepts, things or
persons, Values come from beliefs and influence
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behavior. Values influence priorities—people
place strongly held values first and defend them
the most. Values define what a person least wants
to give up.

5. The aim of the Professional Values program
is to develop officers who are worthy of the spe-
cial trust and confidence bestowed upon them by
the Nation,

6. The major thrusts to accomplish this aim
are:

a. Officer leaders throughout all units, orga-
nizations and schoois reinforce in their subordi-
nates and students an ethical base by stimulating
a sensitivity to moral issues, teaching moral is-
sues, developing judgmental skills and eliciting a
sens¢e of moral obligation and personal
responsibility.

b, ODCSPER periodically assess profession-
al values and ethics in the officer corps and pro-
vide feedback to the Army Policy Council and
TRADOC,

¢. ODCSPER reinforce ethical standards
through the seleciion process: schools, advance-
ment, command,

7. The PDOS-recommended bnse policies, ap-
proved in concept by the CSA, are:

a, ODCSPER periodically assess the status
of professional values and ethics of the ofﬁcer
corps with feedback to:

(1) Army Policy Council.

(2) TRADOC (Center for Army
L.eadership).

(3) MACOM Commanders,

b. TRADOC continue to stress professional
values and ethics in the core curricula of Army
institutional schools; provide appropriate materi-
als for commanders to use for officer professional
development.

8. PDOS included professional values in the
BE portion of the BE-KNOW-DO attributes
within each Professional Development Period.
Annex K, BE-KNOW-DO Concept, includes a
discussion of professional values in terms of offi-
cer attributes.

Section 5. Art And Science Of War.

1, The Art and Science of War is the body of
theoretical knowledge and a set of practical skills
which accompany such knowledge as it applies to
the military profession. Just as every officer must
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have the Warrior Spirit, every officer has the re-
sponsibility to focus his attention and expertise
on the accomplishment of the wartime mission of
the Army. This single factor is that which differ-
entiates an officer from a civilian with a similar
skill.

2, Officers master the Art and Science of War
progressively as they move through each profes-
sional development period by gaining the knowl-
edge, proficiencies and experience identified in
the BE-KNOW-DO attributes for each develop-
ment period.

3. Officers who master the Art and Science of
War for their Development Period possess:

a, Appropriate theoretical knowledge and a
seét of practical skills and proficiencies for their
level of responsibility. - .

b. A knowledge of the human dimension of
combat.

¢. An historical perspective of war,
d. The ability to envision future war.

4, The aim of the Art and Science of War pro-
gram is to ensure that all officers are technically
competent for their grade and branch and/or
functional area and understand the application of
their skills to support the Army mission.

- §, The major thrusts to accomplish this aim
are;

a. TRADOC (for pre-commissioning
through major and lieutenant colonel) and ODC-
SOPS (for colonel through general) develop an
Art and Science of War component of the Com-
mon Core curriculum, Ensure that this compo-
nent is progressive through the seven profession-
al development periods and is used to support
unit training (see paragraph 1!, below for a dis-
cussion on the common core curriculum).

b. School system ensure that the Army con-
tinues to focus on wartime missions,

¢. TRADOC provide realistic fighting simu-
lations and exercises for the active and reserve
components.

d. Branch scrvice schools provide to field
grade officers an opportunity to receive periodic
branch and functional area skill updates.

6. The PDOS-recommended base policies, ap-
proved in concept by the CSA, are:

a. There will be a common core curricula
component to provide officers the knowledge and
skills to progressively master the Art and Science
of War.

b. The core skills related to the Art and Sci-
ence of War will include as a minimum:

(1) Appropriate theo.cetical knowledge
and a set of practical skills and proficiencies at
each level of responsibility orienied on “how the
Army fights” and “how the A:mjy uns.”

(2) The knowledge cf the human dimen-
sion of combat.

(3) An historical perspective of war.
(4) The ability to envision future war,

¢, The common core component related to
the Art and Science of War will be the basis
which the primary Army schools will use to sup-
port the development period experience. This
common ¢oré will be iised to support training
and professional development at units and
organizations,

7. Annex L, Art and Science of War, discusses
this concept in greater detail,

SCétlon 6.'!xport-lntogra'tor.

. Different officers need different sets of
skills, The challenge for the Army is in develop-
ing sufficient numbers of officers with the proper
mix of skills and knowledge which meet Army
requirements and who are able to deal effectively
with an increasingly complex environment and a
variety of tasks, '

2, The particular mix of skills that an individu-
al officer will require varies by branch and func-
tional area, assizument and the officer's career
necds. For exaniple, under the current system
there has been considerable conflict and debate
over what constitutes the most compatible mix of
skills, There are informally identified branch and
functional area pairings in which a high level of
compatability exists and which allow officers to
acquire the skills they need. There are other pair-
ing where the opposite is true.

3. Equally as important as identifying required
skills is a need to identify levels of skill proficien-
cy which must be maintained. For field grade
officers the opportunities for branch assignments
and utilization which reinforce skill proficiency
to them in the current force structure. Notwith-
standing, there are frequent reminders for of-
ficers of their need to maintain “branch qualifi-
cation.” It would seen more reasonable that such
requirements would be based on a realistic expec-
tation that a set of skills would be used.
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4, During the course of this study it became
clear that a priority should be given to the devel-
opment of integrative skills. Requirements for
these skills exist at all operating levels. While
commanders have as their most important task
that of being “integrators,” mastery of these skills
is equally important for all officers.

5. The aims of the PDOS Expert-Integrator
concept are to provide a system that develops
officers who:

a. Are technically competent (expert) in their
branch and/or functional area,

b. Are able to increase their breadth of
knowledge and depth of expertise as they ad-.
vance to higher levels, :

¢. Will progressively develop their decision
making abilities with emphasis on integrative
skills,

6. The following major thrusts accomplish this

aim:

a. TRADOC identify skill requirements by
duty position and emphasize séquential, progres-
sive development to ensure that officers acquire
a foundation of knowledge in their basic branch
and/or functional area and have the ability to
integrate different functional components when
they are assigned to key integrative assignments,

b. TRADOC establish standards of branch
and functional area proficiency.

Section 7. Decision Making.

1. Decision making refers to those analytical
and conceptual skills necessary to establish goals
and objectives; identify problems; develop, eval-
uate and choose alternatives; implement; control
and evaluate decisions.

2. The following are characteristics of decision
making in large formal organizations such as the
Army;

a. The need for creative, innovative and con-
ceptual decisions increases with an increase in
the organizational level,

b. The frame of reference as well as the time
spent on decision making increases with organi-
zational level.

¢. The kind and amount of uncertainty with
which the dccision maker must deal increases
with organizational level.

d. Decision maker personality is the most
important single factor influencing individual
cognitive conceptualizing skills.
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3. It is difficult tc develop the skills required to
handle complexity. Accordingly, the aim of the
PDOS decision-making concept is to develop and
reinforce in officers the critical decision making
and cognitive conceptualizing skills.

4, The following major thrusts accomplish this
aim;

" a, Officers learn through experience (i.e., sys-
tematic, tough, realistic and progressive training
and education),

b. Leaders at all levels become teachers and
mentors which develop a shared frame of refer-
ence and set a climate that encourages the devel-
opment of subordinates.

¢. TRADOC develop a long-term school sys-
tem strategy characterized by:

(1} Faculty members who act as mentors,

(2) The maximum use of simulations and

“tough, realistic training,

(3) Small group learning modes.

(4) Feedbacl: through an assessment
program,

(5) Frequent use of “smart” computer
technologies.

d. ODCSPER and TRADOC develop a pro-
gram for assessment and feedback. An officer’s
growth in decision making skills comes slowly
and has its foundation in a clear assessment of
his current decision making capacity, the de-
mands of the position he occupies at a given level
in the Army, his programmed iearning and expe-
rience, his practice and its feedback, his integra-
tion of lessons learned and his personal re-
assessment.

¢. Commanders at all levels make maximum
use of officer development tools, such as: coach-
ing, wargaming, “what-if-ing,” battle planning,
simulations, tactical exercises without troops
(TEWTsS), etc.

5. The PDOS-recommended base policies, ap-
proved in concept by the CSA, is ODCSPER de-
sign a phased plan to assist in developing and
using professional executive ability in the Army.
As a minimum, this program will include:

8. At CGSC-—assisted self-assessment for
professional development.

b. At SSC—in-depth assessment to check
professional growth and ussist in structuring de-
velopment program for future assignments,
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c. Upon selection te general offi-
cer—evaluate to provide completed profiles for
possible use in assignment or systematic transi-
tion training prior to assignment,

Section 8. Common Shared Operational
Language.

1. Common shared operational language in-
cludes those doctrinal terms and concepts which
provide a clear and rapid transmission of the
commander's intent, such as the estimate of the
situation, operations plans and order formars and
radio telephone procedures. It is a tool of the
profession by which a commander expresses his

intent in action-oriented terms in order to ac-

complish his mission. In doing so he relies on a
broad base of proficiencies, knowledge and ex-
pertise which he and others possess. The ultimate
goal is to allow the commander to express his
intent in clear terms so as to achieve victory in
battle.

2. The common shared operational language
facilitates and supports decision making at all

. levels as well as “distributed decision making” as

disoussed in FM 22-999 (Draft), Senior Level
Leadership, 1t directly supports:

a. A shared sense of purpose.

b. An agresment between shared and operat-
ing values. -

¢. A common sense orientation,
d. Shared frames of reference.

3. The aims of the common shared operational
language concept are to allow commanders to es-
tablish the mission context and frame of refer-
ence and to communicate to all concerned their
intent in clear and concise terms such that subor-
dinate units and individuals know and under-
stand the concept of operation, are able to adjust
to rapidly changing situations and can continue
proactively in the absence of further instructions.

4, The major thrusts to accomplish this aim
are:

8. TRADOC coordinate doctrine, terms and
frames of reference among service schools,

b. TRADOC emphasize the need and use in
curricula of officer competency in basic educa-
tion skills so that officers achieve a firm founda-
tion in effective communication,

¢. TRADOC and ODCSOPS ensure consis-
tency with Joint and Combined operational
language.

5. The PDOS-recommended base policies, ap-
proved in concept by the CSA, are:

a. Doctrine, standardized terms and frames
of reference to support a common shared opera-
tional language will continue to be developed and
refined by TRADOC.

(1) Emphasize the development of com-
mon frames of reference and shared operational
language at each level throughout formal devel-
opment systems.

(2) Emphasize common understanding
and usé of estimates of the situation, operational
plans and orders and operational terms and
graphics that enable the commander to clearly
and quickly express his intent.

(3) Common shared operational language
will be integrated with the Joint Operation Plan-
ning and Execution System to facilitate joint
operations,

(4) Proficiency testing in the Art and sci-
ence of War will be done in terms of the conumon
shared operational language.

b. New tools will be developed to exploit the.

use of latest technology in automated systems to
enhance communicationa and decision making in
terms of a common shared operational language.

6. A detailed discussion of this concept is at
Annex N, Common Shared Operational
Language.

Section 9. Self-Development.

1. Self-development is the process by which
each individual officer accepts the primary re-
sponsibility to progressively grow in mind, body
and spirit to meet his individual potential. Of-
ficers are responsible for their own professional
development,

2. Intensifying specialization within the Army
demands that officers continue their develop-
ment efforts beyond the school. The need for self-
development among Army officers is real and
enduring.

3. A comprehensive program is required which
facilitates self-development for officers. Conse-
quently, the aim of the self-development program
is to assist all officers in meeting their responsi-
bilities for professional self-development by!

a. Providing a professional development
document to give necessary direction across each
officer's career.
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b. Expanding, validating and articulating
standards to serve as guideposts along the way.

¢. Providing feedback through individual as-
sessment and evaluation programs.

4. The major thrusts to accomplish this aim
are:

a. TRADOC publish a professional develop-
ment document.

b. TRADOC publish a professional develop-

ment periodical and notebook which updates of- -

ficers on professional development matters and
assists them in self-assessment,

¢. TRADOC continue the fielding and im-
plementation of MQS L1 andIII.~

d, TRADOC expand the MQS system to in-
clude majors und lieutenant colonels and validate
what is required in the certification process.

¢. TRADOC develop, validate and imple-
ment an individual assessment program for all
officers, cadets and officer candidates so as to
provide professional development feedback to

them and to the system.

f. TRADOC develop, validate and imple-
ment an individual knowledge and skills evalua-
tion program.

_ 5. The PDOS-recommended base policies, ap-
proved in concept by the CSA, are:

a. Professional Development Program,

(1) Develop and publish a periodical dedi-
cated to professional development (include as a
minimum sections on branch and functional
arca, policy changes and changes in the common
core).

(2) Develop and publish a professional
d=velopment document which outlines the pro-
fessional development system and identifies:

(a) Responsibilities of the individual,

{b) Roles of schools,
organizations.

units and

(c) Individual assessment and evalua-
tion programs.

(d) Branch and functional area
development.

(3) Develop and publish notebooks on in-
dividual professional development with sections
for self-assessment, self-certification of MQS
tasks and comment by rater and mentor.

b. Military Qualification Standards (MQS).

(1) Continue to test, validate and field
MQSI, Iland III.

(2) Expand MQS to majors (MQS IV) and
lieutenant colonels (MQS V).

¢. Individual Assessment Program, Develop,
validate and implement an individual assessment
program for officers, cadets and officer candi-
dates to provide feedback for professional
development.

(1) Establish individual assessment con-
trol mechanisms.

(2) Develop and define the core skills,
knowledge and proficiencies required of all of-
ficers, cadets and candidates,

(3) Select the initial assessment instru-
ments to be used to provide feedback to the indi-
vidual officer at each professional development
level.

(4) Implement the individual assessment
program.

d. Evaluation Program. Develop, validate
and implement an individual knowledge and
skills evaluation program.

(1) Determine which of the core skills,
knowledge requirements and standards will be
evaluated.

(2) Verify or develop assessment or evalu-
ation instruments and procedures to be used.

(3) Select institutions to participate in the

" individual evaluation program test.

4]

(4) Implement initial individual evalua-
tion program,

6. For a detailed discussion of the Self-Devel-
opment program, se¢ Annex H, Self-Develop-
ment/Individual Assessment Program.

Section 10. Mentor.

1. A critical aspect of the professional develop-
ment of officers is the extent to which com-
manders, instructors, supervisors and senior of-
ficers become involved in developing other
officers by being for them a role model, a teacher,
a coach, an advisor and a guide.

2. The needs analysis discussed in Chapter 3
suggests that the Army can and must do a better
job of developing officers who are capable of
thinking about the conduct of war in broad terms
and of adapting to the demands of a fast-paced
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tactical environment. It will not be easy to devel-
op officers possessing the required characteristics
of a mentor in sufficient numbers,

3. A renewed emphasis on warfighting is
needed in educational institutions. Consequent-
ly, new teaching and learning methods are
needed which develop officers possessing the
broad and deep knowledge required to outthink a
potential adversary. A new learning environment
concept is needed that provides the student with
a small-group learning environment oriented to-
ward warfighting, Concurrently with the develop-
ment of the new curriculum, new and more effec-
tive teaching methodologies are needed which
feature more student-officer and faculty-mentor
contact in small groups and more wargaming,
simulations and “smart” courseware to aid in the
decision making process. Students should be
challenged to solve case study problems without
the instructor “spoonfeeding” facts to the stu-
dent. Students should be required to consult ref-
erences and use other sources of learning in order
to acquire those facts, Evaluations should be
more intense and involve personal, face-to-face
student-faculty interaction. Key to the imple-
mentation of this strategy is the presence of a
dedicated faculty member who possesses those
characteristics, ability and expertise to function
as a school “mentor” toward students.

4, FM 22-999 (Draft), Senior Level Leadership,
explains how the thinking skills required on the
future battleficld constitute the longest growth
requirement in officer development. To impart
the requisite skills, certain changes to the current
system for educating and training officers in
units and organizations are needed, Leaders at all
levels must adopt a teachear-mentor style of lead-
ership which fosters a climate of command that
encourages young leaders to think for themselves.

5, The aim of the mentor program is to develop
officers in sufficient numbers who possess the
knowledge, skills, abilities and character to be
able to both think about the conduct of war in
broad terms and adapt to the demands of a fast-
paced tactical environment.

6. The major thrusts to accomplish this aim
are:

a, TRADOC develop new, small group ori-
ented, experientially-based strategies with an ex-
perienced faculty capable of providing the
mentorship needed in schools.

b. TRADOC and all unit and organization
commanders emphasize the need for educating
and training officers in units using experientially-
based teaching by leaders at all levels who act as

mentors and provide a developmental climate in
which each officer has the optimum opportunity
to develop those critical thinking and warfighting
skills needed to win on the battlefield,

7. The PDOS-recommended base policies, ap-
proved in concept by the CSA, are:

a. TRADOC and ODCSPER review service
school authorizations for experience level appro-
priate for a “mentoring” faculty,

(1} Report to Chief of Staff, Army on
recommended upgrades and seek Congressional
approval for increased field grade authorizations
a8 necessary.

(2) Modify stifﬁnx guides to support this
mentorship-based school system strategy.

b. Emphasize the leader’s role in develop-
ment of subordinates through doctrinal material.

¢. Continue to develop, teach and export ap-
plied team building skills.

d. For further information refer to Annex A,
System Spread Sheets and Annex I, Mentorship
Strategy.

8. For a more detailed discussion, see Annex I,
A Mentorship Strategy.

Section 11. Cornmon Core.

1. A common core of officer attributes, skills,
knowledge and proficiencies extends through all
levels of professional development. From the
time an individual makes a decision to pursue a
career in the military, he begins to adopt certain
characteristics that exemplify the Army officer:
high professional values, a Warrior Spirit, a mas-
tery of the Art and Science of War, a lcader and
mentor role, an action-oriented thought process
and a broad base of general knowledge. All of
these characteristics are components of the com-
mon core. The professional development system
must support the officer with training and educa-
tion which nurtures this common core so that it
can grow as the officer’s career progresses,

2. The common core should be based on the
Fundamental Principics of Officer Professional
and Leadership Development. This Common
Core is best initiated and reinforced during a
resident schooling experience and serves as the
common base for further specialized develop-
ment of officers, Definition of the Common Core
provides officers with a professional develop-
ment guide for what he must BE, must KNOW
and must be able to DO.
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3. The components of the common core must
be introduced at all military courses from ROTC,
USMA, OCS through OBC, OAC, CAS3, (SC,
SAMS and SSC, The Common Core is the th:cad
that ties together the things that all officers r ;ust
BE, KNOW and DO,

4, In addition, a relationship must be est=vlish-
ed between the components of the comm-,n core
and the categories of the individual ayscssment
program by matching required skills, proficien-
cies, knowledge and attributes. The goal here is
to ensure that the school evaluacdion process and
the individual assesyment program are
complementary.

5. The aim of the common core curriculum is
to identify those fundamental elements common
to all officers regardiess of branch or functional
area and cnsure that they serve as the common
core for the education and training system.

6. The major thrusts to accomplish this aim
are:

a. TRADOC (coordinating with ODCSOPS
for the colonel Development Period and the
AWC) identify for each Development Period the
knowledge, skills and attributes expected of an
officer—i.e., those things he must BE-KNOVV-
DO,

b. TRADOC (coordinating with ODCSOPS
for the AWC) incorporate a common core cutric-
ulum throughout the school system.

¢. TRADOC (coordinating with ODCSOPS
for the AWC) 1nstitute self-development and in-
dividual assessment programs to support the
common core,

7. The PDOS-recommended base policies, ap-
proved in concept by the CSA, are: TRADOC
develop and define content of the common core
curricula for each level of schooling and identify
those attributes, skills, knowledge and proficien-
cies which provide for what an officer must BE,
should KNOW and should be able to DO across
all development levels:

a. Incorporate the fundamental principles,
identify elcments for common core curriculum
and determine what should be contained in the
individual assessment program.

b. Incorporate in a systematic and progres-
sive fashion the appropriate common core curric-
ulum leve! of schooling from pre-commissioning
through SSC. Designate a proponent office to
monitor continuity between courses—Pre-Com-
missioning, OBC, OAC, CAS3, CSC, SSC.
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¢. Provide documentation to serve as a guide
for what an officer must BE, should KNOW and
should Le able to DO across each career develop-
ment period.

8. Annex O, Common Core, discusses this con-
cept in greater detai!

Section 12, Education and Training Methods.

1. The education and training components of
professional development are driven by where
one learns—i.e., at a service school, through oc-
casional excursions into correspondence courses,
at civilian schools and in one's operational set-
ting. As the complexity of an officer’s environ-
ment increases, so does the stress of living in that
envitonment. The pressures to keep up and stay
current, coupled with the time pressures of the
daily routine make it difficult, if not impossible,
for officers to take the time to reflect and draw
insights about their profession,

2. It is no longer realistic to think that a few

.years of college or graduate school are rn ade-

quate educational foundation for a lifetime of
service. A thoughtfully created and executed pro-
gram of on-going continuous training and educa-
tion is required of every officer for him to avoid
having his knowledge become obsolete, A life-
style of life-long education is a must, not an op-
tion. An officer must be expected to study, not
allowed to.

3. The PDOS desired professional develop-
ment system seeks to meet today’s education and
training challenges by pursuing an evolutionary
movement toward an “education and training
life-style” concept. The principal way this is
achieved is through active involvement by all
major participants in the professional develop-
ment process—the individual officer, the mentor
in the school and in the unit, the unit and organi-
zation and the school. These players use an array
of methods to achieve the desired development
outcomes,

4. The PDOS education and training methods
strategy seeks to provide the major players with
the means to successfully meet today’s and to-
morrow's challenges. This sirategy uses both
traditional education and training technologies
as well as electronic methods. The earlier discus-
sion of mentorship dealt with the traditional
methods which aid in professional development.
Other important “non-electronic” methods are
addressed throughout each development period
in Chapter V. The intent of the PDOS effort is to
reinforce these proven conventional methods and
those advanced computer technologies which are
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less developed. A listing of the roles of each ma-
jor player and the methods to emphasize at each
development period it shown in Figure VI-1 a:
the end of the chapter. The major focus of the
remainder of this discussion concerns the tech-
nology applications,

5. PDOS education and training methods are
those which should be emphasized to support the
individual officer, units and organizations and
unit and school mentors in performing their pro-
fessional development roles during each develop-
ment period. The Army must invest in technolo-
gies which increace individual human capabiliiy
hy making technology & natural expansion of an
oﬁ'acer s environment in (] peacetime or wamme
setting,

6. The Army must use advanced computer
technologies [referred to heicafter as Computer
Communication Based Instruction (CCBI)] to as-
tist commanders, staffs and key decision makers
in making sound decisions in a higher stress, fast-
paced, rapidly changing, complex environment,
If developed properly, CCBI can assist an officar
in his decirion making processes and help him to
minimize his imprudent short-cuts while increus-
ing the tempo of his decision making in combat
as well as in peacetime.

7. The ultimate gims of the Educatxon and
Training Methods program are;

a. Education.

(1) Provide a coherent, rational strategy
for long-runge investment in an officer’s
potential,

(2) Maximize each officer’s capability for
excellence and contribution to his profession
over a scries of assignments,

(3) Impart to officers the understanding of
the context or frame of reference associated with
the range of upcoming assignments within a par-
ticular development period.

b. Training.

(1) Provide a coherent, rational strategy
for each assignment so as to sustain technical
competence and proficiency.

(2) Maximize each officer’s capability for
excellence in those skills required in current and/
or immediately subsequent assignment,

(3) Provide a means for an officer to ac-
quire factual knowledge with the assistance of
user-friendly courseware and sofiware,

8. The major thrusts to accomplish these aims
are:

- search and development and information man-:

a. General,

(1) TRADOC use mentoring concepts and
“smart” technology aids as major initiatives.

(2) TRADOC *¢ proactive in incorporat-
ing into post-com - sioning service schools
evolving learning co: :pis associated with com-
puter technology while providing safeguards to
prevent duplication of research and development
efforts. and reassessmen: checkpoints which en-
sure that major initiatives’ nre proceeding to-
wards the desired aim,

(3) ODAS support evolving eiforts to pro-
vide a senior leader aid in strategic planning and
policy impact analysis using the Professional Dé-
velopment of* Officers System -as a theme, This
will support the long-term navigation and refine-
ment of the p.ofessional development desited
system.

- b, Education,
(1) TRADOC target the education, re-

agement communities to develop compiiter tech-
nologics with the aim of increasing the tempo of
decision making under stressful, complex
situation.

(2) TRADOC provide more assistance to
unit and organization leaders so they may em-
ploy enhancéd computer communication tech-
nologies in officer development,

(3) ODCSPER articulate better the re-
quirements for advanced civil schooling.

(4) TRADOC enhance the level of exper-
tise in schools and broaden the faculty role to
incorporate a mentorship strategy in education.

(5) TRADOC provide more emphasis on
the “how to think™ component of learning wiih
focus on small group learning and with maxi-
mum use of experimental exercises.

¢. Training.

(1) TRADOC contirue to develop func-
*ional modules targeted to specific assignment
needs,

(2) TRADOC provide a systematic and
progressive Coinmon Core curriculum strategy.

(3) TRADOC (coordinating with ODC-
SOPS tor AWC) provide a self-assessment and
skill competency evaluation strategy with partic-
ular emphasis from CGSC and beyond.

(4) TRADOC build and maintain com-
puter-knowledge bases to support the Common
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Core and specific technical fields; continue to
develop cnmputer-software tutorials,

(5) TRADOC shift the focus of OAC so
that it provides for a maximum amount of stu-
dent learning within the context of a small group
and with particular emphasis on the experiential
application of new skills,

. (6) It is the individual's responsibility to
maintain his technical proficiency; TRADOC
support his obtaining the necessary factual
knowledge throughout a development period.

9. The PDOS-recommended base policies, ap-
proved in concept by the CSA, are:

8, TRADOC accelerate development of com-
munication computer-based instruction (CCBI)
technologies for use in schools, units and organi-
zations and by individual officers so as to:

. (1) Capitalize on educational advantages
of emerging technologies. ‘ '

(2) Provide decision aids to increase the
tempo of prudent sound decision making under
stress, ‘

b, HQDA approve resources to accomplish
approved CCBI related policies, to include:

(1) Task and fund Construction Engineer
Research Luboratory (CERL) t0: estimate costs;
evaluate the most cost effective ways to apply
CCBI technologies; identify applications of CCBI

to other populations and mission areas; and iden-
tify the overlap with other information manage-
ment systems. Report to DAMO-TR within six
months from project initiation.

(2) Authorize DAMO-TR one space (di-
rected military overstrength) to coordinate CCBI
expansion program. (Note: Resource estimates
are based on addition of CCBI directorate within
existing TRADOC stiucture).

c. Send five ficld grade officers to obtain

_ post-masters level education in intetligent educa-

tional systemis for eventual assignment to
TRADOC, USMA, ARI and the Army Staff.

d. OCSA sponsor (for at least the next five
years) a Senior Service College Army Research
Associate to monitor the institutionalization of
PDOS CCB! and other major PDOS initiatives.

¢. Incarporate a two day sirategic planning
and future policy impact exercise for new briga-
dier generals. with officer professional develop-
ment as a theme; use exercise insights to assist in
navigation to desired PDOS system state,

f. Further develop and apply the PDOS Fu.-
tures process as a strategic planning and. policy
impact analysis model to anticipate long-term
professional development needs and assist in se-
nior leader development,

10. Annex P, Education and Training Meth-
ods, discusses this concept in greater detail,
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Chapter VII

Spocldl Interest Items

Section 1. Introduction.

1, Overview. During the course of this study

numerous special subject areas were evaluated,
Since some of these areas have a significant im-
pact on the Army, additional attention is de-
served and they are presented within this chap-
ter. These subjects include Reserve Components,
functional education and training, special
branches, pre-<command courses, advanced civil
schooling, impact oh the individual and the fami-
ly, women in the Army and control and coordina-
tion of officer development,

2, General. This chapter selectively extracts the
highlights of these special interest items in order
to provide concise sections which deal with the
implications of the PDOS recommendations on
each issue. Refer to Chapter VIII for a discussion
of those base policies which support each of these
arens,

Section 2. The Reserve Components.

1. The current reliance on the Reserve Compo-
nents (RC) and their importance in mobilization
scenarios mandates that RC officers receive the
best possible professional development. At the
same time the Army inust recognize the special
considerations of itie RC officer in that he must
simultaneously maintain proficiency in two ca-
reers (civilian and military). Educatior. and train-
ing requirements must be based on actual needs,
held to the absolute minimum and offered in
multiple modes to make it possible for RC of-
ficers to fit military duties into an already de-
manding schedule. The special needs of the Re-
serve Components have been kept in continual
focus during the course of the study. A lack of
good data or other objective means of determine
Ing impacts of aew requirements on the RC offi-
cer dictates that a study be initiated to deter-
mine, if possible, what the typical RC officer can

cope with in the way of total time spent in mili-
tary endeavors before he or she finds it impossi-
ble to continue in the system, Figure VII-1 por-
trays the relationships of the changes
recommended pertaining to the RC officer as dis-
cusséd below, ‘ '

a, The current system and on-going initia-
tives in pre-commissioning and OBC fairly well
meet the needs of the RC. Options such as the
ARNG State OCS program and RC Officer Basic
Courges with a combination of resident and non-
resident instruction must be continued, While it
is recognized that OBC conducted entirely in a

_non-resident mode is not viable, the extent of

residence required must be held to & minimum
and should be based on RC needs.

b. The OAC as a prerequisite for promotion
to major does not ensure that the skills provided
by this course are obtained early enough in the
RC officer's career to be put to use in a timely
manner. Current proposals in the DA Action
Plan for RC Training require completion of OAC
not later than the end of the third year after pro-
motion to captain, Since the DA Action Plan pro-
posal eliminates the timing problem, PDOS rec-
ommends implementation of that plan as it
pertains to OAC,

c. While CAS3 fulfills a universally recog-
nized need for staff development training in the
Active Component, the naiure and length of the
course make it virtually unobtainable for the typ-
ical RC officer, This tends to leave a large void in
the development process that is vital for RC of-
ficers. Because of this void, PDOS recommends
the design and implementation of a correspond-
ing studies staff development course with a maxi-
mum of two weeks in residence, Introduction of
this course will allow its completion instead of
one-half of CGSOC to be the educational prereq-
uisite for RC promotion to lieutenant colonel.
CASJ] (resident or USAR school option) can ful-
fill this requirement and is the preferred method.
The resident course will be required for all Full-
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Time Support officers. Completion of the Staff
Development Course or CAS3 will be required
not later than the end of the third year after pro-
motion 10 major.

d. All AC options should continue to be
available to RC officers for CSC level education,
The RC phase of the resident course should be
redesigned around the “common core” for MEL
4 producing courses and should be based on
warfighting proficiencies required by RC officers,
Emphasis should be placed on including battle
simulations exercises in the RC phase. CGSOC
becomes the educational prerequisite for promo-
tion to the grade of colonel, only,

e, For the Senlor Service College, the current
system of providing quotas to-each of the Re-
serve Components and selection by board action
should be continued, USAR graduates of SSC
should be given priority for assignment to Indi-

vidual Mobilization Augmentee (IMA) or Troop .

Program Unit (TPU) positions,

f. Muhiple options must be made available
for RC officers attending pre-command courses.
While attendance of RC officers at AC pre-com«
mand courses should be encouraged, those
courses contain material not necessarily meeting
RC requirements. Therefore, pre-command
courses tailored to RC needs must be developed
and offered in multiple options.

2, To help ensure that the system adequately
provides for the orderly and romplete develop-
ment of RC officers, PDOS recommends some
actions in addition to those oriented on the
school structure,

a, Reserve Components must be included in
new education and training modes, particularly
those that can help to decrease resident course
time requirements.

b, A system 1o expedite branch change for
RC officers must be developed. It must include a
means of identifying education required, short
modular courses and the means to validate the
course by test if an individual is already profi-
cient in an area or areas.

¢. Full-Time Support Officers should be de-
veloped in a fashion similar to their Active Com-
ponent counterpart.

d. Because of the reliance of RC officers on
non-resident course programs, equal priority
with development and maintenance of resident
courses must be given to keeping the NRI pro-
grams currendt.

3. PDOS-recommended base policies which
are relevant 1o the Reserve Components and
have been approved in concept by the CSA are:

a. Full-time support officers will be profes-
sionally developed in accordance with AC
counterparts,

b, Expedite the process by which RC officers
may change branches. Develop a system of as-
sessments and courses designed to meet addition-
al skill or training proficiency requirements,

¢. Develop education and training methods
to support the professional development strategy
which is aligried with thé Active Component,
Modalities will assist the individual in self-devel-
opment and will require minimum in-resident
schooling.

d. Non-resident instrucnon programs will be
developed simultaneously with the in-resident
programs and updated as required.

e. Determine the average amount of time
that the typical RC officer can be expected to
devote to professional development during each
professional development period.

f. Develop and implement a new Army cor--

respondence “Staff Development Course” with
no more than two weeks in residence as an alter-
native for RC officers who cannot attend CAS3,
The minimum education requirement for promo-
tion to lieutenant colonel will bs the Staff Devel-
opment Course which will be completed not later
than the end of the third year as a major. Success-
ful completion of CAS3 may be substituted for
promotion purposes,

g. Update and implement the RC lieutenant
colonel and colonel pre-command course that
was pilot tested in 1983,

h. Evaiuatc the feasibility of providing ap-
propriate compensation for RC officers who pur-
sue professional development through programs
of non-resident instruction,

4. A complete discussion on the impact of the
Reserve Components included in this study can
be found in Annex HH, Reserve Components.

8§~+tion 3. Functional Education And Training.

1, The scope of effort in the area of functional
education and training included an analysis of
the proponency system and its affect on officer
professional development, the entry level educa-
tion and training for functional areas, skill train-
ing and continued education and training oppor-
tunities in the functional arcas. Functional

-
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Figure VII-1
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appropriate portion of warfighting core plus HC

requiramts,

] Shorter than current course (300 hours?).

Final phase (2 wks) to be at Ft
Leavenwotth until such time as battle
simulations exercises are available at
USAR schools or other decentralized sites.

CUS0C to be required for promotion to Colonal
(06) only.
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cducation includes those professional develop-
ment opportunities in support of functional areas
which were established by the OPMS Study
Group'’s recommendations. Functional training
is that training to support skills that are atypical
to a branch and not part of the common set of
proficiencies required of all officers,

2. The proponency system is having a positive
impact on officer professional development. This
is not only true for branch proponents but alse
for functional area proponents. When the OPMS
Study Group recommendation conceriting pro-
ponents for skills is implemented the impact will
be even greater. Through the proponency system,
viable career paths and opportunities are being
defined, duty descriptions are being standard-
ized, education and training requirements are be-

ing identified and voids in the system are being .

filled; but challenges still exist,
a. Challenges,

(1) An officer must receive education and
training in a functional area or skill before begin-

ning assignments requiring the functional area or .

skill. For this to be effective the Army must
know what functional area or skills are effective
the Army must know what functional area or

skills are required for a particular position so that -
the proper education and training is obtained by -

the officer before assignment to that position.

(2) Under the current system of position
coding, the planners who are responsible for de-
veloping the officer inventory have a difficult
time projecting future needs.

(a) The manning documents, eu‘pecially
the TDAs, are in a steady state of flux and do not
always accurately reflect position requirements,

(b) The planners also have difficulty
due to current MILPERCEN policy of managing
by the first specialty code only, A position is cod-
ed with a primary code, and are of concentration
identifier, a second specialty code, followed by
skill identifiers. The second specialty code gets
lost since it is not used in the forecast models
(e.g., L 3B 54 —the “54" is lost). This results in an
imbalance since some of the functional area spe-
cialty codes tend to be identified primarily in the
second position,

(¢) Management by skill is seriously
lacking except in n few isolated cases such as the
Material Acquisition Management (6'T) program.
For the system to have meaning, it must assume
that if a specialty or skill is in fact required to
successfully accomplish the tasks perfurmed by
an officer in that position,

b. One recommendation of the OPMS Study
Group was to review and refine all position cod-
ing to better reflect the real requirement and to
include proponents in the approval process of the
manning documents. These actions will provide
a more firm basis on which to predict require-
ments and develop an inventory of the right mix
of branch, functional area and skill proficiencies.

¢ Once the requirement is understood and
the right number of officers are identified for
entry into a functional are, MILPERCEN can
schedule an officer into the correct entry level
course after company level branch qualification.
Currently entry level courses are available for
most functional areas. Exceptiltsons are Person-
nel Management and Operations, Plans and
Training, These areas will require some action on
the part of the proponents to develop the appro-
priate courses, Another area that will require at-
tention is the ADP Staff Officer functional area.
The projected entry level course is an advanced
degree in ADP or a rolated field, This method
does not provide the military perspective of the
functional area.

-d. For any functional area that currently can
be designated solely on award of an advanced
degree, a military entry level course is required to
provide the frame of reference and military per-
spective that cannot be obtained through ad-
vanced clvil schooling, Ideally this military entry
level course will be completed prior to attend-
ance at the civil institution,

3, The OPMS Study Group recommendation

to have multiple career tacks (i.e., single track in
a branch, dual track in a branch and functional
area, or sequential track from a branch to a func-
tional are 2 where primary duties relate to the
functional area thereafier) will also affect func-
tional education and training.

a. It is estimated that approximately 20 per.
cent of the officer corps will single track in a
branch and nearly all their development will be
oriented toward the specific branch involved,
The development system in place today is well
suited for this track as it is already oriented to-
ward branch development. The system can also
accommodate officers who are dual tracked since
these officers will remain branch affiliated and
retain branch primacy. They will receive addi-
tional education or training for their functional
area needs just as they do now. The remaining
officcrs will either have their functional area spe-
cialty holding primacy or else be sequentially
racked in a functional area thersafier and not
have a primary affiliation with a branch. These
officer swill be a challenge to the system due to
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their unique professional development needs.
The current system is not designed to provide for
officers with primary focus on functional areas.

b. Sequentially tracked officers or officers
with primary orientation in a functional area, if
so designated prior to selection for major, may
require special attention to provide appropriate
intermediate education and training upon entry
into the field grade ranks,

(1) Sequentially tracked officers do re-
quire education and training in the common
warfighting and support dootrihe. Currently, the
other segments of the current CSC education do
not support all functional areas. Accordingly, the
functional ares proponents need to establish al-
ternative programs for award of MEL 4 to these
officers, - :

(2) The proponents must explore means
to provide & continuing education and training
program for the functional areas. Branch schools
will be developing refresher programs for officers
being assigned back into & branch assignment
from functional area or branch immauterial as-
signments. Many of the functional areas havé
comparable civilian professions which alteady
have continuing education and training programs
established to include regional and national semi-

nars, The Army should take advantage of such’

programs and ensure officers who are being de-
veloped as “experts” in these arcas are afforded
the opportunity to participate with their civilian
counterparts.

4, PDOS-recommended base policies which -

are relevant to functional education and training
and have been approved in concept by the CSA
are

a. Company level branch qualification will
pre~ede functional area development,

b. Develop or revise, as needed, courses and/
or modules to support all areas of concentration
and functional areas.

¢, Officers will be eligible for assignment to
positions coded with area of concentration, func-
tional area or applicable skill codes after comple-
tion of an applicable military course or
equivalent experience,

5. Further detailed discussion of functional ed-
ucation and training can be found in Annex Q,
Functional Education and Training,

Section 4. impact On Special Branches.

1. The special branches will be affected by the
implementation of the policies recommended by

PDOS. For example, the fundamental principles
apply to the entire officer corps and will be used
by special branches in designing the professional
development system for their officers, The com-
mon core will apply also but modified as dis-
cussed below, When the improved education and
training methods are implemented, they will be
available for all officers. Specific impacts on the
special branches are discussed below,

2, As a result of the atudy, attendance criteria
for CSC and SSC are modified. For those officers
in the special branches who participate in the
CSC and SSC education, the attendance citeria
will be the same as for all other officers. It i3 not
the intent of the study to reduce or eliminate
special branch -participation in these pro-
grams-~rither, the study reaffirms the need for
special branches, as well as all branches and func-
tional areas, to be representéd in those courses.

3, For each development period basic profi-
ciencies required of officers are established.
These are identified as the BE-KNOW-DO
attributes, Each special branch proponent should
ensure that their officers maintain these profi-
cienoies except where prohibited by cutrent regu-
lations or policy, An example of an exception is
combatant skills for the Chaplain Corps. The Ge-
neva Convention classifies chaplains as noncom-
batants and ourrent policy prevents chaplains
from qualifying with and carrying side arms,
Clearly the proficiencies dealing with the use of
weapons cannot apply to officers in the Chaplain
Corps. The special branch proponents should re-
view the BE-KNOW-DO and modify them as
needed based on current regulations and policies,
See also the discussion of the BE-KNOW-DO
concept in Chapter 4, and in Annex K, BE-
KNOW.-DO Concept.

 Section 8. Pre-Command Course.

1. The discussion contained in this section per-
tains to both the major and lieutenant colonel
development period and the colone! develop-
ment period.

2, The purpose of the Pre-Command Course
(PCC) today is to assist command selectees in
their preparation for battalion and brigade-level
command by ensuring a common understanding
of current tactical doctrine and by providing both
new and refresher training in selected functions
and duties, Any other additional training would
be defined as functional or technical train-
ing—and should not be considered part of the
pre-command program.
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a. The task of providing refresher training to
our commanders has become much more diffi-
cult as the responsibilities of our commanders
have grown. The PCC program continues to grow
in size and complexity.

b. The pre-command course consists of four
separate phases which officers attended sequen-
tially and beforc assuming command. A brief
description of these phases follows:

(1) The first phase is a self-study pucket
prepaied and mailed by the Army Training Sup-
port Center, It contains rcadings and a short di.
agnostic test,

(2) 7The second phase, “How to Fight,”

. conducted at Fort Leavenworth, stresses com-

bined arms doctrine. It includes instruction on
the AirLand Battle, offensive and defensive oper-
ation, logistics, ete. This phase is one weck in
duration,

(3) The third phase (*How to Com-
mand"), also at Fort Leavenworth; is devoted to
the human aspects of command. This phase is
one week in duration.

(4) The final phase, conducted at the ap-
propriate branch school, provides a refresher to
the command designee on branch and technical
subjects with emphasis given to hands-on traine
ing. This phase can be up to thrce weeks in
length.

3, Study group recommendations, pertalning
to the Pre-Command Course (PCC), fall into two
categories,

a, The first of these recommends that ODC-
SOPS publish a regulation which would define
policies, purpose and responsibilities for the pre-
command program, formalize requirements for
coordination between TRADOC and other
MACOMSs, address major policy areas such as
exemptions and deferments and provide for
oversight of PCC funds,

b. Secondly, a recommendation was made to
expand opportunities for Reserve Component
(RC) officers to receive pre-command training,
At the present time, attendance at the pre-com-
mand course by RC officers is constrained by a
number of factors, Because of their civilian em.-
ployment, it is difficult for RC officers to attend
either two to three weeks at the branch propo-
nent school and/or two weeks at Fort l.eaven-
worth, Establishing a separate pre-command
course (5-7 days in duration) for RC officers will
provide a course tailored to their needs—and
would not preclude their attending the AC pre-

command course at either the branch proponent
school and/or at the Leavenworth phase.

4, For further detailed discussion on the Pre-
Command Cours:, refer to Annex R, Command,

Section 6. Advanced Civil Schooling (ACS).

1, Throughout the years, the role of the profes-
sional Army officer has become increasingly
complex and diversified in an ersd of expanding
technological sophistication. As a result, the Ar-
my has had to greatly increase its reliance on

civillan institutions to educate officers in the -

skills necessary to stay abreast of scientific, tech-
nological, and social changes. In 1963, the Army
Educational Requirements Board (AERB) was
established to validate Army graduate education
requirements, This board meets periodically to
review individual positions submitted by the
field. Based on approved AERB validations, ful-
ly-funded quotas are annually established. Upon
graduation, officers are required to serve three
years in AERB validated positions.

2, In 1970, the General Accounting Office pub-
lished a report critical of the services, charging
mismanagément of graduate education programs,
There have since been several reports by other
agencies which have addressed similar shortcom-
ings, namely, the Army’s validation process and
utilization rates of graduate educated offlcers.
These shortoomings are the result of both a nat-
row definition of requirements (e.g., by individu.
al position) and defining “payback” as utilization
in an individua! validated position, RETO found
that because of such constrainis we “have de-
fined ourselves into a position of appearing to be
poor managers.”

3. Management of the current ACS system is
not the issue, especially in view of recent devel.
opment by MILPERCEN of the Civil Schools
Management Information System. The issue rests
with how the Army meets its requirements and
the philosophical basis for why the Army needs
officers with advanced civil schooling.

4, Since the first AERB in 1963, the scope of
validation has been restricted to individual posi-
tions. In fact, only those positions requested for
validation or re-validation by the field are even
considered by the board, Such a process of basing
requirements on individual authorizations and
then on only a select few cannot establish total
Army requirements. The 1983 AERB was tasked
to identify iotal Army requirements but at best
only eight percent of OPMS authorizations were
validated. However, much evidence exists show-
ing that many positions worthy of validation are
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not-~because they are never submitted for board
consideration. Reasons for this vary, but center
primarily on field misconceptions of validation
criteria, oversight, or commander’s hesitancy to
tie his authorizations to extraordinary manage-
ment constraints, On the other hand, some posi-
tions are submitted for the wrong rea-
sons—quality cut aspects and an increase in the
unit's Officer Distribution Plan (ODP) allow-
ance. The focal point of the requirements identi-
fication dilemma obviously rests with the scope.
Pressuring the current system to “work better” is
not a solution. We have tried that since 1963, An
alternative process with broader scope is needed.

5. The worth of ACS has historically been mea-
sured in functional terms. That is, an officer is
" educated in an academic discipline which sup-
ports one of his specialties and then is “properly
utilized” only when he works in a validated posi-
tion requiring his grade, specialty and functional
skill obtained through graduate educaiion, A
functionally competent officer corps is essential
to the Army, We need in-depth experts in a varie-
ty of areas. However, the worth of a challenging
advanced civil schooling experience cannot be
measured exclusively in terms of functional prep-
aration. The schooling experience is a broadening
experience which raises one's frame of reference
and thereby stimulates vision.

6. Under current policy, officers may attend
full-time ACS at any accredited college or univer-
sity which offers study in a directed academic
discipline. Considering the cost of full-time pro-
grams, especially fully funded, we must identify
those schools which provide the best education
for the investment. In so doing, however, we
must ensure that a sufficient variety of schools
are identified to provide necessary diversity, Ma-
jor concern in doing this is that not all graduate
schools offer programs of equal quality and some
schools are noted for particular fields of study.
Accreditation does not indicate quality but rather
attainment of minimum institutional standards,
Additionally, programs of study within the same
academic discipline vary significantly between
schools. They vary by content, subject matter,
quantity of classroom hours, thesis or project re-
quirements and standards. The graduate educa-
tion experience must be a challenge which nlows
reflection, research and inquiry.

7. The manpower investment in full-time ACS
programs exceeded 900 man years in FY 84 and
by 1988 fully-funded tuition costs will exceed
$16 million. Although ACS has valuable broad-
ening aspects for officers, as discussed earlier, the
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Army must make maximum use of officer tal-
ents, especially those talents of a functional na-
ture. This is accomplished by assigning this in-
ventory of to validated units, organizations and
positions for normal tours as soon as possible
subsequent to schooling and, as appropriate,
thereafter throughout a career.

8. PDOS-recommended base policies which
are relevant to Advanced Civil Schooling and
have been approved in concept by the CSA are:
Army full-time Advanced Civil Schooling (ACS)
programs will be designed to meet Army require-
ments and goals.

a, Requirements and goals will be based on
current and future unit, ofganization or position
needs, '

b, The scope of ACS will include the need for
officer broad-based knowledge and cognitive
skills as well as meet functional requirements,

¢. Criteria will be established for identifying
educational institutions which meet ACS require-
ments and goals and Army full-time students will
attend only those insijtutions,

d. ACS graduates will serve a normal tour in
a unit, organization or position requiring in-
creased knowledge and skills,

9. For a further detailed discussion on Ad-
vanoed Civil Schooling, refer to Annex §, Ad-
vanced Civil Schooling.

Section 7. Impact On The Individual And
Famiiles.

1. PDOS recognized that the impact of recom-
mended policies on an officer's family had to be
considered. In addition, the aggregation of poli-
cies and their resulting impact needed to be ana-
lyzed both in the near and far term,

2. For a discussion of this impact refer to An-
nex T, Impact on Officers and Families.

Section 8. Implication For Women Officers.

1, The study group considered the unique
needs of women officers throughout all phases of
study. We conclude that PDOS recommended
policies contain no unfair sexual bias,

2, The underlying themes of the system-wide
issues of Warrior Spirit and the Art and Science
of War carry the connotation of direct involve-
ment in the conduct of violence associated with
the profession. Current policy prohibits women
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from “front line” positions which raises the ques-
tion of a possible dichotomy. However, when ful-
ly thought through, it is clear that the concept of
the Warrior Spirit that focuses on success in com-
bat as the uitimate reason for existence of the
Army, applies equally well to all officers, regard-
less of branch or sex. Familiarity with those as-
pects of warfare is necessary to all especially in
view of the potential for conflict anywhere in a
future war and not just on the front line, The Art
and Science of War encompasses expertise in ac-
tions of those who support and sustain the effort
and this again applies to all officers including
woraen,

3. Since all officers must be knowledgeable in
their branch and/or functional area, they must be
appropriately trained and given the assignments
necessary to develop professional competence
and expertise in their chosen field(s). Every offi-
cor is expected to possess a common core of
knowledge. Women officers will be expected to
possess the same knowledge and skills as men in
the same branch and/or functional area. They
must be given the same schooling and assignment
opportunities as men if they are 10 he competi-
tive, Thus, the professional devslopment system
constructed in this study is equally applicable to
wuinen,

4, For further dstailed discussion see Annex U,
Implications for Women,

Soction 9. Control And Coordination Of Officer
Professional Development,

1. The § November 1984 PDCS briefing to the
Chiet of Staff, Army identified as a sysiem weak-
ness that no one single individual is in charge of
professional development and many players in
the system (are) not fitted together.

2. There is a self-evident need to pin down
responsibility for overwatch of professional de-
velopment to ensure coherence of the system.
There are many playe,s who currently cai and do
take unilateral actions to further their aims and
goals, However well reasoned and intended these
actions are, they represent sub-optimizations due
to the limitations inherent in the relatively lower
perspective of these decision makers below DA
level. In the aggregate, thesc actions are not co-
herently coordinated and do not constitute a
system.

3. ODCSPER and ODCSOPS both have criti-
cal and at times overlapping roles in the Jevelop-
ment process. The 1978 Long Study recommend.
ed that a!l military training be consolidated
under DCSOPS and that DCSPER responsibility

be continued for loading the training base, pro-
fessional development, career management, civil
education and pre-commissioning training, Army
Regulation 10-5, Organization and Functions, as-
signs DCSOPS the responsibility for unit and in-
dividual training policies, program directorship
for Program 8 (training) resourcing and supervi-
sion and control over certain institutional
schools. DCSPER has the responsibility for mili-
tary personnel management and associated func-
tions and managemunt systems (OPMS), pre-
commissioning training and leadership develop-
ment. Finally, the 1984 Haldane Study noted
that training responsibilities within current DA
regulations are unclear and fragmented and day-
to-day responsibilities preclude the full participa-
tion in training oversight by CSA and VCSA,
This study recommended that ODCSOPS be as-
signed as a proponent for Learning Centers; that
the Army Continuing Education System (ACES)
be transferred from ODCSPER to ODCSOPS;
that ODCSOPS reorganize to establish an ADC-
SOPS for Training and Education; and that
ODCSPER continue its current role in leadership
training,

4, Retention of the current status quo in pro-
fessional development on the Army StafY will de-
tract from the PDOS aim to provide for an agen-
cy on the Army General Staff to function in a
long-term overwatch capacity so as to monitor
implementation of approved PDOS recommen-
dations. Consequently, the following steps should
be taken to enhatice efforts to coordinate officer
professional development;

a. Create a fourth objective to the Leader-
ship Goal entitled “Professional Development”
80 as to monjior professional development
through the Performance Managemnent, Army
process in consonance with DA Memo 5-10, This
additional objective would be stated as: “Profas-
sionai Development, The preparation of officers
and noncommissioned officers to effectively lead
the Army and efficiently manage its resources.”
The supporting objectives of the Leadership Goal
suggest a natura) framework for ODCSPER to
centrally menitor professional devclopment and
oversee the tealization: of PDOS ainis and major
thrusts, Thi» action specifically tasks DCSPER
with monitoring officer professiona! and )eader-
ship development.

h. Create 4 PDOS cell in ODCSOPS to coor-
dinate implementation of approved PDOS edu-
cation and training policies and programs as they
are approved. Additionally, they will ensure that
effective coordination occurs between CGSC and
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AWC, Placement of this cell in ODCSOPS is nec-
essary because revised TRADOC policies and ac-
companying resource matters are centra! to many
recommendations,

5. PDOS-recommended base policies which
are relevant te control and coordination and
have been approved in concept by the CSA are:

a, ODCSPER overwatch professional devel-
opment under the Leadership Goal.

(1) Coordinate approved education and
training policies relaied to management of of-
ficers and to other related studies (OPMS,
TWOS, EPMS, ROTC, etc.),

(2) Add a fourth objective to the Leader-
ship Goal: “Professional Development. The
preparation of officers and noncommissioned of-
ficers to effectively lead the Army and efficiently
manage its resources,”

b. ODCSOPS create a PDOS cell to coordi-
nate approved PDOS education and training pol-
icies related to Army schools and individual and
unit training (siaffed initially with three field
grade officers, directed military overstrength),

6. For further discussion refer to Annex W,
Control And Coordination.
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Chapter Vill

Chief of Staff, Army Decisions and implementation Strategy

Sectlon 1. Introductldn.

1. Background, On 21 December 1984 the
Chiet' of Staff, Army received a decision briefing
from the Director, Proféssional Development of
Officers Study on the results of the six month
study effort. This briefing presented the aims,
major thrusts and base policies required to im-
plement the desired officer professional and lead-
ership development system,

2. Overview, Presented in this chapter is a brief
review of the comments provided by major Army
cominafders, a recapitulation of all the base poli-
cies presented to the Chief of Staff for approval
and & discussion of the implementation plans for
the study recommendations as they are ap-
proved. Additionally, challenges associated with
this implementation strategy are discussed 0 in-
clude implicutions for the future. Finally, a brief
summary of thn study effort and conclusions as
to the nature of the study’s impact on the Army
are detalled.

Section 2. Summary Of MACOM Commanders
Comments.

1, PDOS briefings to various MACOM com-
manders prior to the 21 December presentation
to the Chief of Staff elicited the following
positions:

a. Concurrence. MACOM commanders gen-
erally concur with and strongly support;

(1) The Fundamental Principles of Officer
Professional and Leadership Development.

(2) The concepts of Mentorship and War-
rior Spirit (but cuution that these issues must be
carefully articulated to avoid misunderstanding).

(3) The distribution of officers so as to
achieve balanced cells of quality across the Army
from captain through lieutenant colonel (one

commander did not fully support the recommen-
dation as stated, but rather encouraged a com-
promise position that minimized designated
units for quality. See Section 4 for CSA reinarks).

(4) The assignment of moreé experiencéd
officers as instructors to provide for more exper-
tise in the schools,

b. Concerns. Commanders expressed reser-
vations ;bout the following areas:

(1) CAS3. The CAS3 graduate performs -
well however:

(&) The time spent by officers away
from units while attending the course represents
time away from units,

(b) The amount of time captains have
available to them to finish the correspondence
phase of the course is limited by job demands.

(¢) Thr; expense to the system associat-
ed with the requirement that most CAS3 instruc-
tors be former battalion commanders is high.

(2) The company grade yesars may be
crowded with too many schools,

(3) The Army loses too many good of-
ficers who feel they are not successful if they are
not selected for comr .ador SSC,

2. For additional details, refer to Annex II,
MACOM Commander Comments,

Suction 3. C8A Approved Bese Policles.

1. General, This section lists those policies
briefed to and approved in concept by the Chiefl
of Staff. They are presented in the same order as
discussed in the previous chapters of this report.
The detailed supporting policies associated with
each base policy are contained in the fold-out at
Annex A (these policies will be implemented as
they are approved) and the aims and major
thrusts of these base policies are discussed in
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Chapters V, VI and VII and in their respective
annexes.

2. Development Period: Pre-Commissioning.

a. Commissioning standards will be tight-
ened and tied to an assessment program (e.g.,
military skiils, physical standards, PMS evalua-
tion, ROTC Basic/Advanced Course),

b. Minimum standards for entry into all pre-
commissioning programs will be uniform, based
on commissioning standards and tied to the indi-
vidual assessment program.

¢. Branch selection procedures will consider
the qualifications_of each individual measured
against an established set of standards required
by each branch.

d. Assignment of cadre will be based in part
on the branch production mission of the institu-
tion with the aim of assisting in the recruiting
effort by providing a role model and mentor.

e. All ROTC cadre will attend a formal train-
ing course prior to assuming duties,

f. For further information refer to Annex A,
System Spread Sheets and Annex AA, Develop-
ment Period: P_re-Commissioning.

3. Development Period; Lieutenant.

a. OBC will be a resident experience for all
officers upon entry into commissioned service.
The purpose of OBC is to:

(1) Set core foundation for officer values,
(2) Provide branch training/knowledge.

(3) Provide initial professional develop-
ment guidance and materials,

b, Goal: The first assignment after OBC for
all lieutenants will be to a branch material posi-
tion, preferably with troops.

¢. TRADOC develop and implement Com-
mon Core curriculum across all OBCs,

d. DCSPER and TRADOC develop and
publish professional development material (pro-
fessional development document, notebook,
journal),

e. For further information refer to Annex A,
System Spread Sheets and Annex BB, Develop-
ment Period: Lieutenant,

4. Development Period: Captain,

a. Goal: All officers attend OAC upon pro-
motion to captain and prior to company
command.

b. TRADOC evaluate OAC in light of OAC
mission and CAS3 to ensure that there exists no
unnecessary duplication between the two schools;
design modules into OAC which support prepa-
ration f~r follow-on attendance to CAS3,

c Company level branch qualification oc-
curs prior to assignment to other than branch
material position (e.g., functional area, civil
schooling).

d, All OPMD captains will attend CAS3 by
eighth year of AFCS.

(1) Ramp to 2,400 in FY 86, .
(2) Ramp to 4,500in FY 87,

3 Assign some former battalion and brigade
qommanders to school faculty.

f. For further information refer to Annex A,
System Spread Sheets and Annex CC, Develop-
ment Period: Captain. _

3. Development Period: Mq/or and L:eutenam
Colonel,

a. All active component officers will com-
plete a resident or non-resident command and
staff level course prior to selection to lieutenant
colonel, This course will include a command and
staff level land warfi;: hting and support doctrine
core,

b, A small number of MEL 4 graduates will
be provided opportunities for an Advanced Mili-
tary Studies Program (AMSP) emphasizing the
integration of the Art and Science of War at the
operational level, in joint and combined opera-
tions and across the full specirum of conflict.
Actions related to AMSP include:

(1) Maintain enrollment at 48 students.
Evaluate student, cost and benefit tradeoffs, then
make decision on future course enrollment.

(2) Publish a DA circular which formal-
jzes the selection process,

(3) Commander, TRADOC determine
correct branch and skill mix for course attendees.

¢. Publish an Army Regulation which will
define pre-command course policies, purposes
and responsibilities.

d. Develop a pre-command course tailored
to the needs of RC lieutenant colonel
commanders.

¢. For tfurther information refer to Annex A,
System Spread Sheets and Annex DD, Develop-
ment Period: Major And Lieutenant Colonel.
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6. Development Period: Colonel.

a. All active component (OPMD) promot-
able lieutenant colonels and colonels will receive
an opportunity to attain MEL 1 level education
(resident, non-resident or other).

b. All officers awarded MEL 1 will complete
two courses: “Warfighting (echelons above
corps)” and “How the Army Runs" to be offered
and conducted by AWC (resident, non-resident
or other),

c. The AWC will remain a FOA of ODC-

SOPS; ODCSOPS develop a formal curriculum

ooordination procedure between TRADOC and

"AWC,

d. Develop a pre-command course teilored
to the needs of RC colonel. commanders,

¢. Publish. an Army Regulation which will
define pre-command course policies, purposes
and responsibilities,

f. For further information refer to Annex A, ‘
System Spread Sheets and Annex EE Develop-

ment Period: Colonel.

7. Developmenrt Perlod Brigadier and Mgjor
General,

8. Transform brigadier seneral orientation
into a formal transition program with up to six
weeks in length distributed in segments across
time and with the following course context:

(1) Self-development course.

(2) Land warfare and policy impact analy-
sis exercises.

(3) Force integration training,
(4) DA staff briefings.
(5) Tailored assignment preparation,

b. Expand interassignment, developmental
and orientational programs,

(1) Increase participation in executive de-
velopment programs and DA and MACOM
seminars,

(2) Seck JCB5 approval to doubie the cap-
stone course frequency.

(3) Develop GO information management
and public affairs courses,

c. Consolidate responsibility for GO devel-
opment and assessment programs under one ex-
ecutive development organization (as recoms
mended by SL.CC).

d, For further information refer to Annex A,
System Spread Sheets and Annex FF, Develop-
ment Period: Brigadier And Major General.

8. Development Period: Senior General Officer.
Upon selection to lieutenant seneral (and be-
tween assignments thereafter) senior general of-
ficers will be provided opportunities for specific

‘executive development and individualized as-

signment preparation. For fusther information
refer to Annex A, System Spread Sheets and An-
nex GG, Development Period. Senior Geneul
Officer.

9, Warrior Spirit, Officers will develop an un-
dcrstandinz of the Warrior Spirit concept early in

their carter and wm reinforce it continuously,

For example:

a. Common. Core curricula will include
blocks of instruction and readings relevant to
Professionalism and Warrior Spirit.

b.. Schools will systematically and progres-
sively stress confidence and compétence in basic
tactics, current  doctrine and weapons
employment.

¢. Officers will be provlded the opponunity
to participate in challenging and stressful training
experiences (e.g., Air Assault, Airbome, Ranger),

- d. Officers will continue semi-annual physi-
cal fitness readiness testing (APFRT).

¢. Ideally, annual weapons ﬂring will be
phased-in for all,

f, For further information refer to Annex A,
System Spread Sheets and Annex J, Warrior
Spirit,

10, Professional Values.

a. ODCSPER periodically assess the status
of professional values and ethics of the officer
corps with feedback to:

(1) Army Policy Council,

(2) TRADOC (Center for
Leadership).

(3) MACOM Commanders.

b. TRADOC cotinue to stress professional
values and ethics in the core curricula of Army
institutional schools; provide appropriate materi-
als for commanders to use for officer professional
development,

Army

¢. For further information refer to Annex A,
System Spread Sheets,
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11. Art And Science Of War.

a. There will be a Common Core curricula
component to provide officers the knowledge and
skills to progressively master the Art and Science
of War.

b. The core skills related to the Art and Sci-
ence of War will include as 8 minimum:

(1) Appropriate. theoretical knowledge
and a set of practical skills and proficiencies at
each level of responsibility oriented on “how the
Army fights” and “how the Army runs,”

(2) The knowledge of the human dimen-
sion of combat,

(3) An historical perspeetive of war,
(4) The ability to envision future war,

¢. The Common Core component related to
the Art and Soience of War will be the basis
which the primary Army schools will use to sup-
port the development period experience. This

* Common Coie will be used to support training

and professional development at units and
organizations,

d. For further information refer to Annex A,
System Spread Sheets and Annex L, Art And Sci-
ence Of War,

12, Decision Making: ODCSPER design
phased plan to-assist in developing and using
professional executive ability in the Army. As a
minimum, this program will include:

a. At CGSC--assisted self-assessment for
professional development,

b. At SSC—in-depth assessment to check
professional growth and assist in structuring de-
velopment program for future essignments,

¢. Upon selection to GO—evaluate to pro-
vide completed profiles for possible use in assign-
ment or systematic transition training prior to
assignment,

d. For further information refer to Annex A,
System Spread Sheets and Annex G, Decision
Making And Cognitive Complexity.

13, Corimon Shared Operational Language.

a. Doctrine, standardized terms and frames
of reference to support a common shared opera-
tional language will continue to be developed and
refined by TRADOC.,

(1) Emphasize the development of com-
mon frames of reference and shared operational
language at each level throughout formal devel.
opment systems.

(2) Emphasize common understanding
and use of estimates of the situation, operational
plans end orders and operational terms and
graphics that enable the commander to clearly
and quickly express his intent,

(3) Common shared operational language
will be integrated with the Joint Operation Plan-
ning and Execution System to facilitate joint
operations. .

(4) Proficiency testing in the Art and Sci-
ence of War will be done in terms of the common
shared operational language,

b, New tools will be developed to exploit the

~ use of latest technology in automated systems to
_ enhance communications and decision making in

terms of a common shared operational language.

¢, For further information refer to Annex A,
System Spread Sheets and Annex N, Common
Shared Operational Language.

14, Self-Development,
a, Professional Development Program.

(1) Develop and publish a periodical dedi-
cated to professional development (include as a
minimum sections on branch and functional
area, policy changes and changes in the Common
Core).

(2) Develop and publish a professional
development document which outlines the pro-
fessional development system and identifies:

(a) Responsibilities of the individual.

(b) Roles of schools,
organizations.

units and

(¢) Individual assessment and evalua-
tion programs,

(d) Branch and functional area
development,

(3) Develop and publish notebooks on in-
dividual professional development with sections
for self-assessment, self-certification of MQS
tasks and comment by rater and mentor.

b. Military Qualification Standards (MQS).

(1) Continue to test, validate and field
MQS I, I1 and IIL

(2) Expand MQS to majors (MQS IV) and
lieutenant coloncls (MQS V).

c. For further information refer to Annex A,
System Spread Sheets and Annex H, Self-Devel-
opment And Individual Assessment Program.,
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13, Individual Assessment And Evaluation
Program.

a, Develop, validate and implement an indi-
vidual assessment program for officers, cadets
and officer candidates to provide feedback for
professional development.

- (1) Establish individual assessment con-
trol mechanistms,

(2) Develop and define thﬁ core skills,

knowledge and proficiencies required of all of-

ficers, cadets and candidates,

(3) Select the initial asseasment instru-
ments to be used to provide fesdback to the indi.
vidual officer at each professional development
level,

(4) Implement the individual assessment
program,

b. Evaluation program: develop, validate

and implement an individual knowledge and

skills evaluation program,

(1) Determine which of thc core skills,
knowledge requirements and standards will be
ovaluated,

(2) Verify or develop asséusment or eévalu-
ation instruments and procedures to be used.

(3) Select institutions to participate in the
individual evaluation program test.

(4) Implement initial individual evalua-
tion program,

c. For further information refer to Annex A,
System Spread Sheets, Annex H, Self-Develop-
ment And Individual Assessment Program and to
paragraph 12 (Decision Making) of this section,

16, Mentor and Teacher.,

a. TRADOC Commander and DA DCSPER
review service school authorizations for experi-
ence level appropriate for a “mentoring” faculty,

(1) Report to Chief of Staff, Army on
recommended upgrades and seek congressional
approval for increased field grade authorizations
as necessary,

(2) Modify staffing guides to support this
mentorship-based school system strategy.

b. Emphasize leader’s role in development of
subordinates through doctrinal material,

¢. Continue to develop, teach and export ap-
plied team building skills,

d. For further information refer to Annex A,
System Spread Sheets and Annex 1, Mentorship
Strategy.

17. Common Core.

a. TRADOC develop and define content of
the Common Core curricula for each level of
schooling and identify those attributes, skills,
knowledge and proficiencies which provide for
what an officer must BE, should KNOW and
ishould be able to DO across all development
ovels

(1) Incorporate the fundamental princi-
ples, identify elements for Common Core curtic-
ulum and determine what should be contained in
the individual assessment program,

{2) Incorporate in a systematic and pro-
gressive fashion the appropriate Common Core
curriculum level of schooling from pre-commis-
sioning through SSC, Designate a proponent of-
fice to monitor continuity between courses—=Pre-
Cgmmiuioninx, OBC, OAC, CAS3, CGSOC,
SSC, ,

(3) Provide doocumentation to serve as a
guide for what an officer must BE, should
KNOW and should be able to DO across each
career development period,

b, For further information refer to Annex A,
Eystem Spread Sheets and Annex O, Common
Jore.

18, Education and Training Methods.

a. TRADOC accelerate development of com-
puter based instruction (CCBI) technologies for
use in schools, units and organizations and by
individual officers so as to!

(1) Capitalize on educational advantagoes
of emerging technologies.

(2) Provide decision aids to increase the
tempo of prudent sound decision-making under
stress,

b. HQDA approve resources to accomplish
approved CCBI related policies, to include:

(1) Task and fund Construction Engi-
neer Research Laboratory (CERL) to: evaluate
the most cost effective ways to apply CCBI tech-
nologies, identify applications of CCBI to other
populations and mission areas and identify the
overlap with other information management sys-
tems. Report to DAMO-TR within six months
from project initiation.

(2) Authorize DAMO-TR one space (di-
rected military overstrength) to coordinate CCBI
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expansion program, (Note: Resource estimates
are based on addition of CCBI directorate within
an existing TRADOC structure).

¢. Send five field grade officers to obtain
post-masters level education in intelligent educa-
tional systems for eventual assignment to
TRADOC, USMA, ARI and the Army Staff.

d. OCSA sponsor (for at least the next five
years) a Senior Service College Army Research
Associate 'to monitor institutionalization of
PDOS CCBI and other major PDOS initiatives,

e. Incorporate a two day strategic planning
and future policy impact exercise for new briga-
dier generals with officer professional develop-
ment as & theme; use exercise insights to assist in
navigation to desired PDOS system siate,

f. Further develop and apply the PDOS Fu-
tures process as a strategic planning and policy
impact analysis model to anticipate long-term
professional development needs and assist in se-
nior leader development,.

g For further information refer to Annex A,
System Spread Sheets and Annex P, Education
And Training Methods,

19, Reserve Components,

a, Full-time support officers will be profes-
sionally devcioped in accordance with AC
counterparts,

b. Expedite the process by which RC officers
may change branches, Develop a system of as-
sessments and courses designed to meet addition-
al skill or training proficiency requirements,

¢. Develop education and training methods
to support the professional development strategy
which is aligned with the Active Component,
Modalities will assist the individual in self-devel-
opwnent and will require minimum in-resident
schooling,

d. Non-resident instruction programs will be
developed simultaneously with the in-resident
programs and updated as requirsd.

e. Determine the average amount of time
that the typical RC officer can be expected to
devote to professional development during each
prutessional development period.

f. Develop and implement a new Army cor-
respondence “Staff Development Course” with
no more than two weeks in residence as an alter-
native for RC officers who cannot attend CAS3.
The minimum education requirement for promo-
tion to lieutenant colonel is a “Staff Develop-
ment Course” which will be completed not later

than the end of the third year as a major. Success-
ful completion of CAS3 may be substituted for
promotion purposes,

§. Update and implement the RC lieutenant
colonel and colonel pre-command course that
was pilot tested in 1983,

h. Evaluate the feasibility of providing ap-
propriate compensation for RC officers who pur-
sue professional development through programs
of non-resident imtruction.

i, For further information refer to Annexv

HH, Reserve Components,
20. Functional Education and Training,

a. Company level branch qualification will
precede f\mctional area development,

b. Develop or revise, as needed, courses and/
or modules to support all areas of concentration
and functional areas,

¢. Officers will be eligible for assignment to
positions coded with area of concentration, func-
tional area or applicable skill codes after comple-
tion of military course or equivalent experience,

d. For further information refer to Annex Q,
Functional Education And Training,

21, Advanced Civil Schoaiing.

a, Army full-time Advanced Civil Schooling
(ACS) programs will be designed to meet Army
requirements and goals,

(1) Requirements and goals will be based
on current and future unit, organization or posi-
tion needs.

(2) The scope of ACS will include the need
for officer broad-based knowledge and cognitive
skills as well as meet functional requirements.

(3) Criteria will be established for identi-
fying educational institutions which meet ACS
requirements and goals and Army full time stu-
dents will attend only those institutions.

(4) ACS graduates will serve a normal
tour in a unit, organization or position requiring
increased knowledge and skills.

b. For further information refer to Annex A,
Syster.. Spread Sheets and Annex S, Advanced
Civil Schooling.

22. Control and Coordination.

a. ODCSPER overwatch Professional Devei-
opment under the Leadership Goai.
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(1) Coordinate approved education and
training policies related to management of of-
ficers and to other related studies (OPMS,
TWOS, EPMS, ROTC, «tc.),

(2) Add a fourth objective to Leadership
Goal entitled, “Professional Development, The
preparation of officers and noncommissioned of-
ficers to effectively lcad the Army and efficiently

manage its respurces,”

b, ODCSOPS create a PDOS cell to coordis
nate approved PDOS education and training pol-

icles related to Army schools and individual and

unit training (staffed initially with three field

‘grade officers as directed military overstrength),
c. For further information refer to Annex A,

System Spread Sheots and Annex W, Control
And Coordination and Section 5 of this chapter.

Section 4. C8A Modified Base Policles.

1. General, This section presents those base
policies that were either not approved or were
approved with modifications by the Chief of
StafY.

2. Development Period: Captain,

&8, One base policy recommends, “With full
implementation of CAS3, officers will only at-
tend OAC of ‘their’ own branch.” The Chief of
Staff, Army desires that some seleoted officers be
provided an opportunity to attend an OAC of &
different branch for cross-fertilization purposes.

b. Another base policy recommends, “Some
CAS3 seminar instructors should be former bat-
talion commanders, however, all will have dem-
onatrated proficlency at the brigade and division
staff level,” The Chief of Staff, Army desires that
the policy be restated to allow that “most™ CAS3
seminar instructors should be former battalion
commanders (the Chief of Staff later clarified
“most” to mean 40 to 50 percent),

3. Development Period: Major and Lieutenant
Colonel, A portion base policy which suggests,
“Promotion boards sclecting majors will select
officers for resident command and staff level
schooling”, is not approved as stated. The Chief
of Staff, Army desires two separate boards, one
for selection to major and one for school selec-
tion. Additionally, the current CSC resident se-
lection process over a four year eligibility period
will remain intact.

4. Development Period: Colonel. Similar to De-
velopment Period: Major and Lieutenant Colo-
nel, a base policy states, “The promotion board

selecting colonels will identify resident SSC at-
tendees.” This policy is not approved by the
Chief of Staff, Army. The CSA also disapproved
the concept that only promotable lieutenant colo-
nels and colonels will attend SSC or equivalent
level schooling, Regarding the policy that all
promotable lieutenant colonels and colonels will
receive an opportunity to attain MEL 1 level edu-
cation (resident, non-resident or other) must be
studied further by the DA Staff to determine

. feasibility, '

5. Balanced Cells Of Qualiity. A mujor thrust of
the study group was to distribute officers
throughout the Army 10 as to provide balanced
cells of quality. Specifically, the recommendation
is thatt ODCSPER distribute non.promotion

“risk officers throughout the Army so as to pro-

vide balanced cells of quality (no Army activity
will be designated to receive higher officer quali-
ty than any other). The thrust is to eliminate all
designated units for quality, assign officers based
upon their qualification and maintain balance by
promotion potential from captain through lieu-
tenant colonel acrows all MACOMs and activi-

_ ties. The Chief of Staff, Army dirccts that furthér

study be conducted in this area and that the VC-

SA and DCSPER look at paring down the num-

ber of currently excepted designated activities.
For further information or balanced cells of
quality refer-to Annex X.

Section 5. implementation Plan.

1. General. This section discusses the nature of
the plans developed by the study group to imple-
ment specific policies as they are approved, Key
components include the identification of those
actions necessary to execute the PDOS strategies,
the procedures and data associated with the phas-
ing and resourcing of these actions and a pro-
gram for disseminating information. Refer to An-
nex E, Implementation Plan for detailed
information and data.

2. Action Plans.
a. The action plans each list:
(1) Base policies.

(2) The supporting actions necessary to
implement the recommended base policies.

(3) Those agencies involved in the imple-
mentation to include designation of lead and sup-
porting agents,

(4) Targeted completion dates.
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b. Figure VIII-l shows a sample action
plan,

3. Phasing Plans.

a. Phasing plans were developed to portray
schematically the phased implementation of
PDOS policies across time (see Figure VI11-2),

b. These plans contain the following data:

(1) Summed required resources by year in
terms of:

(a) Increased student man-years per
year.

(b) Increased staff and faculty man-
years pet year, '

. (c) Total Obligation Authority (TOA)
changes in the POM per year in millions of
dollars,

(2) Schematic portrayal of linked imple-
mentation events over time.

¢. The following hear term-cost analysis as-
sumptions were made in developing the

~ workshects,

(1) Constant FY 85 dollars are used for
comparative cost analysis,

(2) Congress will not alter the 20 year
retirement system in the near future, -

(3) End strength will remain constant dur-
ing the POM years.

(4) There will be no significant gain in the
commissioned officer percentage of the total
force end strength.

(5) Reserve Components continue to be a
major element of the Total Army.

4. Public Affairs Plan.

a. The success of the PDOS recommended
system for officer profession and leadership de-
velopment hinges on its adequate understanding,
acceptance and support by many audiences. This
plan, geared to the action, phasing and resourcing
plans, is included at Appendix 3, Public Affairs
Plan, to Annex E, Implementation Plan,

b. The objectives of the public én'airs plan
are to: :

(1) Provide for the dissemination of criti-
cal information in a timely manner,

(2) Initiate an active short-range public
affairs program to ensure continued understand-
ing and support of the PDOS officer develop-
ment system as approved,

(3) Enhance understanding of the officer
professional development system,

(4) Inform the public both of the PDOS
strategies that are approved in concept by the
Chief of Staff and the policies as approved for
implementation,

c. Figure VIII-3 shows a Sémple Information
Plan,

Section 6. Managing u_nconqlnty.

1. The INTERAX process describad in Chap-
ter 11 provided one of the strategic planning tools
used by the study group to analyze the impact of
PDOS-recommended policies through the year
2025. Additionally, it became evident early in the
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study that this technology could be used by se-
nior Army leaders to help them navigate the offi-
cer professional development system toward the
desired end condition.

2. As an example of the potential utility of the
process, the study group ran computer simula-
tions against which recommended policies were
“tested” so as to determine their long-term via-
bility and robustness across and within four spe-
cific environments,

a. World-With-Wars (a variety of forms of
conflict were permitted to occur at specific times
into the future). '

b. Domestic-Internal Control (the Army re-
ceived a variety of “protection” or “police” mis-
sions at specific times into the future).

¢. International-Domestic Tranquillity (the
Army had no war nor domestic control missions).

d. Free-Play (all possible events were allowed
to occur at random).

3, Two multiple scenarios (i.e,, 25 scenaribs

- each) were run against each of the four enviren«

ments depicted above. One of these scenarios
was without PDOS-recommended policies and
the other was run with PDOS-recommended poli-
cies, A series of graphs which show these effects
is in Appendix 4 to Annex B, Future Environ-
ment/Policy Impact Analysis. Figure VIII-4 is

one of these graphs and is presented here to assist .

the reader in visualizing what an effect looks.like
and to provide a flavor of the INTERAX
product,

a. Art And Science Of War. This sysiem-
wide issue is the centerpiece of the entire study.
The data indicate that when the Art and Science
of War is left to “grow and mature” under cur-
rent policies and in the absence of PDOS-recom-
mended policies the trend will gradually improve
in the “free-play” world; will improve only as a
result of war in the “world-with-wars” environ-
ment; and will experience a decline from its pres-
ent status in the “internal control” and “tranquil
lity" environments, When PDOS-recommended
policies are added to the computer simulations,
the improvements in the trend are dramatic and
in all cases experience a steady improvement,
Fioure VIIl-4 shows the regults of the simula-
tions for Art and Science of War, The upper oe-

ries of graphs shows the four worlds without poli-

cies and the lower series shows the four worlds
with policies,

(1) Along the y-axis of a given graph is the
relative level of the trend with “1.00" being the
value for 1985,

(2) AAlong the x-axis are the years of the
simulation (1985-20285).

(3) The upper line is the line of maximum
values throughout the simulations (note: no sin-
gle scenario traces any one of the lines—this is a
line of “peaks” for all scenarios).

(4) The middle line is the line of average
values throughout the simulations,

(5) The bottom line is the line of mini-
mum values throughout the simulations,

b, Warrior Spirit, This trend or system-wide
issue receives very limited impact in the absence
of PDOS-recommended policies. This seems to
track correctly with the current state of the na-
ture of the warrior spirit concept. The initiation
of the PDOS-recomtnended policies on warrior
spirit sees worlds with the greatest impact being
felt during times of conflict,

c. Self-Development, This trend sees the in-
stitution of a professional value of professional
development throughout the officer corps. In the
absence of PDOS-recommended policies, this
“officet cotps-wide” value is virtually unknown,
With the initiation of PDOS-recommended poli-
cies, self-development is allowed to become an

" “officer corps-wide” value, The effect of this clus-

ter of policies is positive throughout all simulated
worlds,

d. Leader-Mentor, This trend deals with the
amount of time available for leaders to develop
their subordinates under the philosophy associat-
ed with this system-wide issue. In the absence of
PDOS-tecommended policies, there is little
movement from its present state. The only time
positive fluctuation occurs is in the presence of
armed conflict~—and then, only slightly. In the
presence of PDOS-recommended policies, this
trend experiences dramatic shifts during times of
conflict and only slight improvement during the
“internal control” and the “tranquillity” worlds,

¢. Expert-Integrator. This trend is closely as-
sociated with the Art and Science of War in that
the policies cross<impacting both are quite simi-
lar, The events which crossimpact these two
trends are nearly identical, with some exceptions.
The results with PDOS-recommended policies
are also similar.

f. Decision-Making Skills, This system-wide
issue is dependent, predominantly, on technolog-
ical advances which are forecast to becomo avail-
able after the year 2000. In fact, in the absence of
PDOS-recommended policies, no improvement
worth discussing is evideni, With the implemen-
tation of PDOS-recommended policies, dramatic
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improvement in this trend is “felt” almost

immediately.

g. Common Shared Operational Language.
This trend has no current policies which cause it
to fluxuate, In fact, in the absence of PDOS-rec-
ommended policies, there is a steady decline over
all simulated worlds with only slight improve-
ment during times of conflict. Once conflict is
over, the trend returns to its depressed state. In
the presence of 2DOS-recommended policies,
the trend does improve, with significant im-
provement during srmed conflict.

h. Professional Values, This trend sees virtu.
ally no improvement nor decline in any of the
“without policy” simulations, With the imple-
mentation of PDOS-recommended policies, this
trend experiences immediate and dramatic im-
provement which lasts throughout the simula-
tion—to 2025. ‘

4, The results of this futures modeling suggest
that PDOS policies cause improvement and once
installed, they need to be continuously moni-
tored. Accordingly, throughout the recommend-

" ed systemn a number of policies were designed to

assist in the management of the uncertainty asso-
ciated with changing the way we educate and
train officers, These policies ensure that coher-
ence exists throughout the system and are men-
tioned here 50 as to highlight their criticality to
the overall implementation strategy,

a. ODCSPER will explicitly overwatch offi-
cer professional development as part of the Lead-
ership Goal and ODCSOPS will be provided a
smail cell to exercise those system functions in-
herent in the responsibility for individual and
unit training,

b. A three day strategic planning and futures
policy impact analysis exercise will be included
in the evolving educational program for new
brigadier generals.

¢. To accelerate the introduction r.ud use of
Communication Computer-Rased Instruction
(CCBI) technologies, a CCi:I Directorate will be
established TRADOC,

d. The Director of the Army Staff will spon-
sor a Senior Service Colle ;¢ Army Research As-
sociate to continue to lo-k for ways to institu-
tionalize major PDOS thru «ts and initintives,

Section 7. Summary and Coi:clusions.

1. Summary,

a. After a review of the cirrent system and
identification of sirengths anc weaknesses, the

study group determined that a common and ex-
plicitly stated aim for education and training of-
ficers was lacking, sub-optimum decisions often
took place and a coherent system did not exist,
Accordingly, the study group proceeded to articu-
late the essence of officership through the Funda-
mental Principles of Officer Professional and
Leadership Development, These principles
served as a bedrock bench mark on which to
anchor Strategic Goals and ultimately, policies
and programs attuned to the pressures of the
future,

b. Consistent with this approach, considera-
ble research of fundamental works on long-range
planning under uncertainty, organization theory,
motivation, and the learning cyocle provided the
foundation for what would evolve to become the
model for officer professional development, This
mode! allowed for articulation of development
issues (both vertical and horizontal) across seven
discrete development periods from pre-commis-
sioning through general, From this vision of the
desired system evolved base policies to transition
the Officer Professional Development System
and, following a cost and trade-off analysis, a
detailed Implementation Plan,

¢. The desired system is based on the under-
standing that there are discrete transitions in an
officer’s career which require major adjustments
on the part of the officer, The proper frame of
reference of the next development period must
be acquired so the officer can understand the
changing nature of work and different roles that
must be played during that period. Additionally,
the officer must internalize the capability to rise
to the levels of behavior and performance re-
quired by the expanded functions associated with
the next development period,

d. To assist in making each of these develop-
ment period transitions, an in-resident school ex-
perience is required upon commissioning and up-
on selection for promotion or promotion to
captain, major, colonel and brigadier general, A
tailored preparation is also seen as necessary at
the significant transition to senior general officer.
This focus on the need to provide the necessary
training, education or other developmental expe-
rience to all who need it prior to the time when
the expertise is required means that these transi-
tional schooling oppottunities will be given in
some fashion to all and not just to a select few.

¢. To make the current system accommodate
these requirements calls for some adjustments in
the timing and focus of OBC, OAC, CSC, SSC
and formalization of the brigadier general orien-
tation course. Most captains will attend CAS3




enroute to an assignment requiring it oui of OAC
(all by the eighth year of service) and AMSP will
be continued with a more formalized selection
process. Not everyone may attend a fully-resident
CSC and SSC; however all officers will receive a
warfighting common core of skills and knowledge
and achieve the appropriate military education
level by multiple routes appropriate to their
branch or functional area, Additionally, the
study group recommended that selection for CSC
and SSC be done voncurrently with selection for
promotion to major and .colonel, respectively,
This is consistent with the need to attend resi-
dent schooling in time to be of use. The Chief of
Staff decided to continue separate boards, multi-
ple considerations and to continue to allow lieu-
tenant colonels (not in a. promotion status) to
attend SSC. Specific recommendations were
made to adapt the system to the special needs of
the Reserve Component officer and were ap-
proved in concept by the CSA,

f. New roles are required of everyone to im-

plement the desired system. This means that in- .

structors must be more than subject matter ex-
perts or information conduits, To appropriately
guide, coach and assist students in development,
they must be mote experienced and senior than is
the case today. A number of each service school’s
faculty should have been battalion and bLrigade
commanders. Accordingly, the study group rec-
ommended the elimination of excepted organiza-
tions for quaiity distribution and a plan to bal-
ance the distribution of officers based on

promotion potential. The Chief of Staff decided
to minimize excepted organizations and request-
ed a review of TRADOC’s needs for former bat-
talion commanders.

g. To assist officers in self-deveiopment and
farther ramp-up officer competence, feedback
will be provided by extending the MQS system to
major and lieutenant colonel and implement the
individual assessment program in each profes-
sional development period, Self-development
will be further enhanced as the school system
moves further into the practical application as-
pects of the learning cycle vi1 case studies, small
work groups; and will assume greater responsibil-
ity in providing assistance to leaders and units in
the field in developing subordinates., This re-
quires the development of a single integrated
data base with officers becoming ihcreasingly
adapt at using electronic aids, An office to cham-
pion the introduction of computer communica-
tion-based instruction (CCBI) will assist in the
rapid introduction and maturation of artificial
intelligence and other decision-making tools.

h. The study group derived a new methodol-
ogy to generate a range of feasible future scenari-
o0s to test the impacts of policies under consider-
ation, This too! proved to be valuable for gaining
insights into the strategic planning process and
has been developed into a policy impact analysis
exercise for use in the brigadier general transition
course, This will both educate participants and
provide feedback to the Chief of Staff about both
ine currency of officer professional development
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policies and the status of the transition toward
the desired system,

i. To ensure control, coherence and coordi-
nation of officer professional dzvelopment, the
study group recommended that ODCSPER be
given explicit overwatch responsibility for the
system and that the ODCSOPS establish a small
cell to exercise those system functions inherent in
his responsibility for indmdual and unit
training,

j. The study group recornmendations were
approved in concept on 21 Deceinber 1984 by
the Chief of Staff for implementation with the
minor modifications noted above.

2 Conclustons.

a. The efforts of the study group have pro-
vided the Army with a set of fundamental princi-
ples for developing officers and the description of
a coherent system for officer education and train-
ing which' incorporatet a theoretical Lase and the
capabilities cf emerging technology while retain-
ing the strong points of the current system

b. The PDOS policy recommendations and

implementation plans will allow wae Army to.

evolve toward a system which provides officers
with an appropriate frame of reference early in
each development period. Accordingly, officers
will be better prepared to make the critical deci-
sions required at each level,

¢. The individual officer is now reco;mzed
as having a far greater role and stake in the sys-
tem——both as an individual concerned with self-
development and as a leader responsible for the
mentorship and development of subordinates.’

d. The PDOS study group designed a desired

end-state condition for officers (see Chapter 4 -

and 5). Also, it developed a methodology to gen-
erate alternative futures and manage the uncer-
tainty associated with complex projects intended
to survive (with modifications) for a number of
decades. In short, the study group filled in the
need for a amteaic officer professional develop-
ment plan to aim the Army through and beyond
the programmud ye:m (lee Flauu YIIIL-5),

e. In the words of the. Chlef of Staff, the costs
associated with implementation of PDOS recom-
mendations are. “peanuts when contrasted with
the increased professionalism of the officer corps
that is sure to result.”

5; TR




Annex A

Symm Sprud Sheets

- 1. Overview, This annex contains two. types of
system spread sheets, One contcins a summary of
each development period, and the other contains
a summary of each system-wide issue, For specif-

ic details of each subject, refer to the appropriate
annex. '

2. Development Period Spread Sheets. There
are two sheets for each Developmient Period, pro-
viding a useful reference to understand each of
the seven development periods in an officer’s ca-
reer. These spread sheets contain the following:

a. List officer attributes for the applicable
development period,

b. List the speciﬁc policies for the develop-

ment period whicli move the Army toward the
desired Officer Professional Development

¢, Show how -this system develops the re- ..

quired officer attributes during the particular pe-
rion by'

(1) Assigiing professional development
roles. ) '

(2)Recommending specific education and .

training methods,

. (3) Describing the current and near-term

future environment for officers.

3. How To Read The Development Period
Spread Sheets. Figure A-1 shows samples of the
two spread sheets used to summarize each devel-
opment period. The parts marked on the figure
are keyed to the following discussion,

a. Part 1: Development period title.
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Figure A-1: Explanation of the two Development Period Spread Shuets.
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b. Part 2: Officer attributes at the end of the
development period in terms of the BE-EKNOW-
DO concept.

¢. Part 3; Development roles. FIGURE A-2
cisplays these roles pictorially, People acquire
conceptual understanding more rapidly and rich-
ly through interaction with instructors and peers,.
wherens facts and détailed procedures can be
learned by the individual alone with some assis-
tunce, Therefore, individuals can be more re-
sponsible for the acquisition of data and infor-
mation, while service schools should concentrate
on the conceptual and contextual aspects, This

allows the schools to provide a more vicarious -

experience via case studies, small group method-
ologies and simulations, In addition, schools pro-
vide support for the professional development
needs and programs of both individuals and
units and organizations in the field.

. d.-Part. 4. Enviror{ment summarizes the per-
sonnel management event that is happening. to
the officer-corps during a particular period.

¢. Part $: Methods to Eniphisize refers to .
education and training methods.

(1) An implication resulting from the
changed focus of the schools in that the role of

the instructor likewise changes. Rather than be-
ing merely a conduit for information, he becomes
a role model whose responsibility is to guide stu-
dents to a better and more rapid understanding
of the fundamental concepts and context in
which their future functions are to be performed.
Consequently, it is not sufficient that instructors
be-subject-matter experts. More important to this
new role-is the impact of instructor maturity and
past experience in tho application of the concepts
being taught,

- (2) Electronic technologies are matched to
each development period to assist in individual
self-developmetit-and onsthesjob-learning: Thess
electronic technologies are usetul in providing:

() Simulation packages to teach, prac-
tice, and hone decision-mlking skills,

(b) Teaching assistance packages to
units. o

(c) Instrﬁétional packages for in-depth,
refresher or familiarization needs,

(d) A common electromc data base,

~ f. Bart 6 Development Period Policies
move the Army toward the desired Officer Pro-

fessiorial Development System. .
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4. System-Wide Jssue Spread Sheets. The sys-
tem-wide issue spread sheets provide a useful ref-
erence to understand each system-wide issue in
the desired Officer Professional Development
System (refer to FIQURE A-3). These spread
sheets provide the following:

.

a. Define the particular issue,
b. Discuss the issue, as appropriate.

¢. List the specific policies the study devel-
oped to move the Army toward the desired Offi-
cer Professional Development System,

RECOMMENDED SYSTEM :

&

Figure A-3; Sample System-Wide lssue Spread Shest.
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DEVELOPMENT PERIOD

RECOMMENDED SYSTEM

PRE~-COMMIS

POLICIES

X,

y U,

t
EAOH CADEY AND OFFICER .CANDIOATE NUBT:

fi-
INDTYIDUAL, SOUAD. AND PLATION LEYEL,
6-N& Ho

OFFICER AT END OF PERIOD

LEADER AT THE END OF PROFEARIONAL DEVELOPHENT PERIGDI PRC-COMMIZBLONING,

EACH GADET OR OFFICER CANDIDATE HUBT)

1, Ft ioHNtTTtD TO THE PROFESIIONAL ARM
rrrl orr:c:n VA LUEE OF INT ronxrv. llLFLtSlNI%b. HONESTY, SPECTAL
7nqu boVALT! SOLDIERS,
«02 Acceems ntl-oulxlxtxrv fOR PAOTECTING THE NATION,
2. ’°6!“% PROFISATONAL CHARAGTEN TRATT
2~ B PHYSICALLY FIT AND ABLE YO P:nronn UNDER STRESBFUL GONDITIONY,

OER AT THE IND OF PROFESBIONAL DEVELOPMENT PERIOD: PNE-COMNISYIONING,

KNOW THE FACTORR OF LEADERSHIP AND HOW TN!V AFFECT CACH OTHER

3'85 EILATIOHIH!P OF OFFICER BEHAVIUR TO PROFERBIONAL VALULS,
- IMITEC FREPARCONESE TO LEAD AMALL UNTTS IN COMBDAT,

KNOW HINSELFY
u-g; ASEC EDUCATIONAL BKILLS
- RINCIPLES OF INDIVIOUAL RCUPONSIBILITY NELATING TO THE REQUINCMENTS
OR OFFIEER SELF+DIVELOPMINT,
u~na AMIUTAR WITH "EROFESSTONAL DEVELOPHKNT (PD) ROADMAR™
Y=OU FAMILTAR WITH OFFICER CANKLA INDIVIODUAL ASSENSHENT PHOGRAM,
KNON HUMAN NATURE)
5-0% ANTC MILITARY LEADERSHIP AND COMMUNICATION 8KILLS,
5«02 HUMAN NCPDS AND [MOTIONS
KNow uis tom

08 I ras

RACTICAL AFPIMCH!E 10 HILITMV PROBLEM 3OLVING,
A-02 }NTIODLI(‘HON TO HILITARY KigtoORY,
G-0i  TNTRODUCTION TO PROF(E!IONAL MILITARY | ITERATURL PLRTAININO TD
EXPERTENGES AT IHDIY Ull AHD aHALl UN*T LEVEL,
6-0N DCENERAL CONCEPY OF THE "THREATY,
A-0G HOW YO USE A MAP AND COMPASS TO NAVIGATE CROSS-COUNTHY,
07 FUNDAHFHTALS OF INFANTRY TACTICS, WLAPONS AND CAMOUFLAGL At

How 70 MAINTAIN A PFRIONAL WEAPON AND EQUIPMENT,

6N Hod T0 FIKE INDIVIDUAL WEAPONS ?RI'L[ OF PISTOL, PHEFERABLY BOTH),

7. KNOW WIS UNTTy

7-01  IMPORTANCE OF DISCIFLINE AND EBPRIT 10 UNIT PERFORMAHCE,
L] l

LEADER AT THE [NV OF PRo l NAL -

EACN LEADE Aun Mo Nn Scr DEVELUPHENY PERIOOI  PNE~COMMISYIONING,
R, PROVIOE DIRECTION)

8-01 APPLIES ELENENTARY DECISION-HARING TECHNIQUEE.
9, INPLEHERT)

9-01 UsEs CONMON o RATION L LANGUADE 1O BIRECT ACTIONS A

PLANNINA 1N lHALL UNTY aPEmATIo 108s Ao cokouct
1N, Motivarey

10401 Paacrzces PEER LEADERSKEP

JOL COMMISSIONING STANDARDS WILL BE TIGHTENED AND T{ED TO AN ASSESSMENT

T PROGRAM,

0 ExXAMINE CURRENT GOMMISSIONING STANDARDS AND ADJUST 10 HL&T Pnoutcr?u ARMY
REQUIREMENTS 8§ 'm nlbkanv K ILLS, PHV?IaAk n&guunnu. MS STUDEN
EVALUATION, ROT BASICZADVANGED CAMA), (ud FY 85)

0 D:vskoh INTERIM COMMIBSIONING STANUARDS, AS REQUIRED, (LN ADULTION 10
CURNENT STANDARDS, 1O AE’UI( THAT $YANDARDS EX13T FOR ALL ABUESSMENT
?ATEGOR ﬁ* T0,_BE MEASURKD uugsn THE ﬁsu INDIVIBUAL AgsissHENT PROGHAM

EiGiy 3RTS, BASIC COMPUTER SK|LLS, °“‘l8“ k@ksgAus AND FOR ALL SKILL,
KNOWLEDUE AND PROFICIENCY REQUIREMENTS, (2Q ).
.0 DEVELOP AN INDIVIDUAL ABSESSMENT PROGRAM WHICH PROVIDES FEEUIACK T THE
éNDlYlDYAL AND A nxcuenxiu FoR VAhi ATING Pnt-conhlsslnllnu G
.COMM|SS onlns ngNgég $ AND DETERWINING HOW WELL THE STANDARDS ARE URING
ACHIEVED, {26

J02  MINIMUM STANDARDS son ENTRY INTO ALL PRECOMMIS3IONING PROQHAHS WiLL B
UNTFORM, BASED ON COMMISBTONING STANDARDS AND TIED TO THE IHUIVIDUAL
ASSESTMENT PROURAM,

0 EXAMING CURRENY Pn;-connlssloulno $TANDARDS FOR ROTC, UbMA. ocs AN

. ADJUST THEIR STANDA nua Hpsui %vnuchnys T MELT STANDARDS
FRE=COMMISSTONING, (20 6
0 DEvELOR 1nn| 1BUAL pns-conntsiloNan ASSESSMENT PROURAM WHICH PHOVIDES
ﬁ:ouAc. THE IiDIYTRUAL,  ABSTETS IN EVALUAtING HI4 OuALlFICATluN!'
ARD pnovln ry$ 3 gran A MECHANTSM POR DEVELOPING REMEDIAL TRAINING
PROGRAM,

J03  BRANCHING SELEGTION PROCEDURES WILL CONSIDER THE QUALIFICATIONS OF EACH

lNDlVég ﬁ% MEASURED AQAINST AN EWTABLIBHED SET UF STANDARDS REQUIKED BY
H,

O  DEVELOP A SET OF BRANGH=SPECIFIC COMMISSIONING §TANDAPDS F?Y EAGH gnaucu
WHECH ARE COMPATIBLE WLTH BASIC COMMISSIONING BTANDARDS. (10 FY 86)

JQH ASBIGNMENT OF CAURE TO LNSTITUTLONS WILL BE BASED. IN PAKT, Ol THE BRANCH
PRODUGTION MISSIDN OF THE INSTITUTION,

[} BRANCH MIX GF CADRE AT EACH INSTITUTION WILL BE BASED, 1N PART, OH THE
BRANCH PRODUCTION MISS{ON OF THE INST{TUTION WiTH THE AlM OF ASS15TIWU (b
THE RECRUITING EFFORYT HY PROVIDING A ROLE MODEL «NU MENTOR, (WG FY 09)

405 SUMING

LA)IUIV ROTC CADRE wWiLL ATTEND A FORMAL TRAINITHG COURSE BRIUR TU AbY

0 OBJECTIVES FOR TME THAINING OF kog CAURE WILL BE CUMPATIBLE wiTH ULMA
AND OCS tRAINING auALs. (WO F y
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? b At ﬁknv COPRESPONDENCE COURSE PROGRAM (ACCP) STAFF DEVELOPMENT COURSE

TH NO MORE THAN TWO WEEKS 1N RESIDENCE wiLl Bt DESIGHED AND IMPLEMENIED fOR
THE KESERVE COMPUNCN%S AT AN ALTERHATIVE FOR RC QFFICERS WHO CANWOT A coND THE
RESILENT o USAR CAS° school .

w0 Ar ol tHE STAFF DEVELOPHENT COURSE 15 iHPLEMENTED. LT, 0f .
Wit BE THE MlN%MUH EDUCATIONAL REQUIREMEHT FUR PROMOTION TO vLlv AL WILL
RE COMPLETED HLT COMPLETION OF THE THIRD YEAR AS A MAJUR,
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DEVELOPMENT PERIOD —— CAPTAIN
biv
IN : 1UUAL - . N 0 92% sELECTED FoR 03 (CENTRALIZED),
0 FOCUN ON CEMENTING BRANCH PRUFIGIENCLES NUEN LIFESTYLE OF CONTINUED
Tnaiig Ao EnucA TN, “ASSZSAER ONA SHORTFALLY WHILL REMAINING RECEPTIVE TO © 100% ATTEND OAC (20 + 6 weeks: 02(P)-03), DV
B AL 0 IRAS OF COACENTAATION, = "IN CURRENT (R O BRANCH TRANSFERS FRON COMBAT AKMS WILL REGEIVE NeW FlELp i
E“mﬂ, ' rsTan ESIEQQ T anhan,C €W BRARCH TRAINING PRIOR TO Plnresl
0 GoAL: 100% ATTEND CAS® (9 wreks: 03 NLT & YOR®), .
o CONTINUES TO EXCMALIRY PRUFESBIONAL VALUES, [r 4 ROLE HDDIL ron PHYSICAL MNTOR
EITNESS AND CONTINUED KDUCATION LIFESYYLES, AysURES CABTAING H 0 10% OF O3 ASHIONMENTS ARE WRANGH tPMATERDAL (OPMS STubY huoue),
DEMONSTRATED EXPEAT[SE IN CRITICAL ERILLS ASSOUIATED WITH rlcurluu THE §§§L° f
EDIATE BATYLE, LXPLAINS AND REINFURCES BRIGADE LEVEL raAn! oF n:r:keuca. 0 1Y% RECEIVE ADVANCED CiviL SCHOOLING (6-B YOS) |
FACULTY MENTOR SYRESSES COACHINO AND QUIDING ASPECTS OF MENTORSHIP IN CASE ST
CHALLENGING SETT{RG, PROVIDES COURSEWARE AND DOCTRINAL INPLT TQ conpulzn 0 16% SERVING QUTSIDE €ITHER BRANCH OR FUNCYIONAL A7EA, PROFESS
OWLECGE BASE WITHIN APPROPRIATE BRANCH, FUNCTIONAL AREA GR AREAS Ol
CONCEN ; RATION, 0 YOLUNTARY INDEFINITE STATUS APPLICATION BYH YOS, WRIT /0K
§ UNLT/ORG 0 FUNCTLONAL AREA DESIGNATION UCCURS NLT FROMATION TO U5, ‘ Fleto |
0 IN UNIT, PROVIDES DEVELOPMENTAL OPPORTUNITIES, KSPECIALLY THOSE WHICH 0 TOTAL MILITARY SEWVICE OBLIGATION EXPIRES: 8 YOS, EXPERIE
FOSTER lKlLLI I rlourlnn AND sur PORTING & COMBANY, USES conrur:n EXERCIS
SLMULATIONS, CA OTHER TRAIN|NG TECHNOLOGIES |NTRODUCED BY K 0 ACCEPTS THE MILITARY AS A POSSIBLE CAKEER WITH LTS VALUES AND NGRMS,
SUPPORT unlr/onoA«szTlou rnqresSIONAL DEVEL PMENI rnouaAn AND OPERAYIONAL SCHOOLS
MISSIONS, FMONITORS CAPTAINS' COMPETENCY IN MAS |11 TASK 0 ENLAKGED PERSPUCYIVE OF 1OW THE ARMY WORKH, Fleco P
SCHOULS 0 OPPORTUKITY TO COMMAND COMPANY-S1Z2E UNITS, bﬂggl Y
U KOLE OF BCHOOL IS TO MENTOR RESIDENT AND nau-efstn:wf STUDENTS, PROVIDE 0 MOS [1! CERTIRICATION, 5noreu
TRAINING SUPPORT MATERIALS (E.G,« SIMULATIONS, CAl PACKAGES, ETC,) F . : FACULtY
INDIXABUAL: UNTT AND ORGANIZATIONAL USE AND DEVELOP COMPUTER KN DHL! BASE 0 REINFORCEMENT OF VALUEY BY SOCIALIZATION PROCESS (1.E.., BEER INPUT)
FOR AG AND RC USAGE, HOLDS STULENT n!srousllLt FOR FACTUAL CONTENT, ENAILlNﬂ
MORE ERPERIENTIAL APPLIC mou EXERC] {N THE BCHOOL SETYING, PROVIDES 0 FAMILY COMMITMENT TO THE ARMY,
SELF-ASSESSMENT OPPURTUNITIES FUR INDXVIDUAL DEVELOPHENT PURPOSES,
O STAFF OFFICER AT BRIGADE THROUGH MACOM LEVELS CAPABLE OF APPLYING ORANCH OR

FUNCTTONAL AREA EXPERTISE IN A COMHINED ARMS AHD SERVICES CONTEXT,

0 "BRANCH QUALIFIED®,

0 BOY SELECTED FOR ON: PROMOTION BOARD DI TEHMINES RANK ORGCR LIST For CSC.*
? YEi;;? RON=SELECTED FOR Qv ARE SEPAJATED OR SELECTIVELY CONTIHVED Fuk UP tQ

¢ (POUS RECOMMENDA®{ON)
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EMPHASIZE

1780)
5; 02(P)-03),

ARHS WILL REGELVE NEW BRANCH TRAINING PRIOR T

ks 03 NLT & Y0S*),

WNCH IMMATERIAL (OPMS STudy Grouw),
ool tNa (6+8 YOR)

ANZH OR FURCYLONAL AREA,
PRLIGATION JTH YOS,

i:.:uus NLT PROMOTION ToO 08,

CONVENT | ONAL
INGIVILUAL
Fm ,0 TRAINING
ROFESS 1 ONAL Ruomn
KENTOR:

m.n &‘ACTICAL Exencises
SHALL

TublEs
SROFQ!IIO&AL READING

UN1 TZOKGAN | ZAT LUNI
FIELD TRAININ

ELECTRONIC

foueuren Ausiareo 1y ON_PACKAGES
TouPUTER St onS LHARGARES )

Som- JT“ Assisren lmmucﬂou PackAaxs
PUTER SIMULATIONS (WARGANES)

OhFUT!R Alll lNIwUCHDN PACKAGES
ONPU (1)

i
; ; 3 XﬂERlEN”AL PRL (CATION TER SIMud ARGANES) '
foN EXPIRES; B Y03, SaRERlENT :
SLBLE CAREER WITH 1TS VALUES AND NORMS, SCHOOLS: o
! 4
HEARMY WORRY, . AL EXERCISES .-
. fawe E"mc L Extre QUEUTER ASSISTED. NSIRUCTION Phckges 4
Y-512E UNITS, o OMPUTER § ANGAMES ) i
BROFE3L IORL KA ?
FacuLYy HEN\‘ORS 3 SLRVICE SCHOOLS ;
GIALTZATION PROCESS C1,E.s PEER INPUT). B
uGH MACOM LEVELS CAPABLE OF APPLYING BRANCH O
OMBINED AHMS AND SERVICES CUNTEXT,
it BOARD DETENMMINES RANK ORDER LISY rom £5C,¢
SLPARATED 01 SELCCTIVELY COTINUEDL Foo up 10
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DEVELOPMENT PERIOD
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RECOMMENDED SYSTEM

THE MAJOR AND LIEUT

OFFICER AT END OF PERIOD

OFFICER AT END OF PER!OD(CONT‘.

L) L
KEFT LEADER AT THE END OF PRUFES KONAI DEVELOPMENT PEHIODI  MAJOR AHD
LIEUTENANT COLONEL, EACH OFFICER MUST

1. BE COMMITTED YO THE PROFESSIONAL Annv A

}'0& EHAVE § CON!I!TENT WITH HI1GH MURAL AND ETMICAL VALUE
-0 PPRECIATES WHAT THE ARMY MISSION OF PHOTECTING THE NATION ENtAILS
FOR HI3 BRANCK AND OR FUNGTIORAL AREA

2, POSSESI PROFESSIONAL CHARACTER TRAITS!

b PREPARES PHVSICALLY AND PSYCHOLOGICALLY FOR THE RIGORS OF WAR
- 5 A ROLE MODEL AND MENTOR

35" TRGLE MINDED TENACITY T ACCOMPLISH MISSION s THE E
10 CHANGE IRED BY b THE FLEXIBLLLTY

1ND COURA THE §1
2-04  HAS PRACTICAL JUDGMENT AND SOLID COMMON SN

- )
TUAYION
5E

" "

K EAGER AT THE END OF PROFES&]ONAL DEVELOPMENY PR{oD!
LIEUTENANT COLONEL . EACH Of FICER MUST!

.3‘ KNOW THE FACTORS OF LEADERSHIP AND HOW THEY AFFECT EACH OTHER!
3-01 How OPMS/OPDS aND EPMS/EPDS #UNCTioN
U, KNOW HIMSELF

4-01 How Yo uSkt PD ROADMAP FOR CONTINUED SELF-DEVELOPMENT
N«02 HOW 10 USE ASSESSMENT SYSTEM FEEDHACK RESULTS AND OTER SOURCES 10
GUIDE SELF-DEVELOPMENT

5. KNOW HUMAN NATURE!

5-01 HUMAN DIMENSIONS OF uu1r56
ON SOLDIFRS, FAMILIES, DO

B, Kkow His JoBy

G-01 *EXPERT™ !N BRANCH AND/OR FUNCTIONAL AREAJ CAPAHLE OF APPLY[NG
EXPERTISE ON ARMY. JOINT OR COMBINED STAFFS
g-g% OPER rlnns OND‘SUPPORT DOCTRINE AY er COHPS LEVEL AND BELOM
g K
6-0u "Hou T“i RHY FIGHTS" INCLUDING HOW urnta BUANCHES, FUNCTIONAL
AREAS, ARNY AS A WHOLE AND OTHER 3SERVICES WORX TOGETHER 'u HULTlP
. COMBAT POWER AND AIYAIN HATIONAL AND OPERATIONAL QBJECT
6-05 “*How tHe ARMY RUNS* FUNCTIONS! STRUCTURE, STATION, MAN EuulP.
. JRAIN, MANAGE, MOBILIZE/YEPLOY, SULTAIN. AND MANAGE TiFQ
}-ga WORK {NG KNOWLEDUE OF PPBLS
5-07  How ARMY FITS INTO CURRENT ECORUMIC AND POLITICAL EHVIRONMENY AND
IHPL ICATIONS OF PUBLIC INTEREST TO THE ARMY
6-08  PROFESSIONAL READING PROGRAM EM“HASIZES THE OPERATIONAL LEVEL OF WAR
B AND THE [MPACT OF (S AND C55 INTEGRATIOR ON THE TOTAL OATTLEF JELD
5-09 KEADING INCLUDES AN DVERVIEW OF THE SUBJLITS WHICH [MPALT OH THE
ARMY AND POTENTTAL ARMY M1SSIONS (£, . BOLITICAL AND ECCHOMIC
?vsrLM 51 MUMAN AND ORGAN|ZATIOHAL BEWAVIO
L

MAJOR AND

NEZAT{ONS AND IMPACT UF OWR DEC;510NS
L ANS, AND ORGAWIZATIONS

R)
?sslr STRENGTHS AND viahErABLL] PIES AT TML OPERAN Igtas, AND) TACTL &

6-11 How 1O VISUALIZE AND ANALYZE TERRAIN AND MAXIMIZE ITS USE TO

‘°§°?§%&5252}25l2"5 APPROPRIATE TO H1J BRANCH AND/OR FUMCT{ONAL AREA

FUNDAHEHTALS OF EMPLOYING MACHINE GUNS, ANTI-TANK WEAPONS, MANEUVER,

FIRE SUPPORT, AND ALK :ranss SUPPORT, AND HOW TO INTE KATE WITH

TERRAIN IN A DEFERSIVE ROL

2-}& CIVILXAN P=RSONN L HANIO[NENY PROCEDURES
- Hg ReSERVE COMPONENTS (RC) DIFFER FROM THE Ac1|v: CUMPONENT

(AC) AND APPRL. TATE THE blFr*nrNce BETWEEN THE T

7. KNOW WIS UNITY
- % OLE oF PHYSIC
- NPEAY TEACHER coacn. AND MENTO
ILITIES AND LIMITATIONS APPROPRIATE TO HIS T

AL FITNESS IN THE ARNY
it
0 £ (OKOANTZATIONAL LEVEL AND GE ounnpg c LDCAé IN ruv Annv AND

&
HOH TO PPEPARE COURTERME ASURES (K4 EC« PHYS|CAL
SEGURITY, AND COUNTERATTACK PLANS AND EXERCISES) TO COUNTERACT THE

E
;-ou {NgTALLA TION (1,E., PCST, CAMP AND STATION) AND COMMUNITY owenAtlous
05 oW TO ASSESS AND ARFECT olscxPLINE ANU ESPHIT IN DATTALLON S1ZE
URGANIZATIONS AND ON STAFF
L]

»
K? LEADUR AT THE END OF P SleNAL DEVELOPMENT PERTGDS
LIEUTENART COLONEL, EAGH OFFICER MUS

8, PROVIDE DIRECTION!

MAJoR AND

8-01 COMMANDG, LEADS, DIRECTS, OHGANIZES, AND TRthS UNlt\ ARD
ORGANTZATIONS AT THE BATTALLION OR EQUIVAL NT iDA LEVIL

8 02 MOLDS OPERATING TASKS/METHODS INTO FUNCTIONAL svsrLHs
ADJ USTS SYSTEMS TO COPE WITH CHAMAES [N THE ENYIRONS

8 0 ApPLIES OUANT!TATIVE chvNIQUEs AND SORHISTICATED lNALYTlfAL SKILLS
TO WL ITARY PROBLEM SOLV;

0-83 TAKES BOLD, DECISIVE A

8- NEVELOPS DOCTAINE AND suPP TS R & D TO ASSIST LONG TERM GROWTH Of
THE Aty AND TO BUILD ON 1ua SYNERGLISM OF L1GHT AND HiAYY FORCES
3. IMPLEMENTY
9-01 INTEGRATES, COORDINATES AND DIRECTS STAFF FUNCTIONS AS A PRINCIPAL

OR A MEMBER IN ANY STAFF PUSITION AT TncrchL/lNJrALLATlun LEVEL AND
ABOVE, 10 INCLIDE JOINT AND COMBINED STAFF

3-02 PROVIDES AND SUPERVISES HIGH QUALTTY INSTHUCTION WITHIN THE ARMY
EDUCA'IONAL SYSTEM

903 USES, MANAGES, AND ARTICULATES REQU[RLMLNTS FOR COMPUTER SYBTEMY
wPuculmslNHu1MRVOMAmzA 10K5

9-04 APPLIES OPERATIONAL TERMS AND GRAPHICS A4S APPROVRIATE TO BOTH HRANCM
Anu FUNCTlONAL AREA

9-0% TES PLANS ORDERS AND ESTIMATUS AT ALL LEVELS

9-86 AanCULArss COMMANDER'S (NT

007 TRAKSt ATES COMMANDER'S INTENT TQ DIRECT FUNGTIONAL ACTIVITIES

10, MortivaTel

FSTABLISHES AN [NSTITUTIONAL CLIMATE WHLCH PRODIGES INITIATIVE,
TRUST, COACHING, SELF-DEVILUPMENT, AND PHYSICAL FLTNELS

10-02 MOTIVATES STAFFS AND SUBORDINATE ECHELONS TO SET COMMON PURPUSE,
DIRECTION AND COMMITMGHT AND TO ESTAHLISH RESPONSIVE CHANRELS FOR
DISSEMINATING INTENT

03 DrYELOPS COAZHING SKILLy IN SUBORDINATES AND STUDERTY

-00 Ri PNFOMCSS APPROPRIATE ROLE MODEL BEWAVIOR TH SUBORDINATES

Ic2 ALL AcY
COMMAND AND
INOLUGE A 4O

Al REMOTE 81

104 ProMett
CONMAND AND

I06  THERE W
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107 Orricen
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ELIETIVE BilO

116 OFr1cER
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ATTEND THE ¥

10 (SC orA
STun1Es PRog
WAR AT THE 0
SPECTRUN OF

00  THER
REQUIREMENTS
NEFDS, AND 0

00 EhHO

19 DEVELUPED
SHOULD NOT T

00 ALL
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A DA

00
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SELECTION RO

508 IWpRovE
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COMMENDED SYSTEM

— THE MAJOR AND LIEUTENANT COLONEL

R AT END OF PERIODICONT)

NI

OF PHYSICAL FITNEGS 1N THE Aanv
RT TEA HER, COACH, MENTOR
AT CAPABILITIES AND IMI'ATIUNS APPROPRIATE TO WIY.TIME A
E (okeAleAT\oNAL LEVCI AND uEOGnAPll LO A N) xn rua Annv AND
TO PHEPAHE COUNTERMEASURES (E.G.) Co PHYSICA
:177, AND COURTERATTACK PLANS AND sxanclsis o couuranAcv THE
ALLATION (l.e.. POST, CAHP AND STATION) AND COMMUNITY orEnArloNs
10 _ASBESE AND FFECT DISCIPL.NE AND ESPRIT IN BATTALION §1Z2E
NIZATIONS AND ON S

‘T F PROFESSIONAL DEVELOPMENT PEHIODI MAJOR AND
ONLL. EAGH OFF | CER MUSTI
RECTIONL
ANDS, LEADS, DIRECYS, ORGANIZES: AND TRAIH un11s AND

NIZATIONS AV THE BATTALION OR EOUIVALENT TDA |,

5 OPERATING TASKS/MtTNODS INTO FUN'T!ONAL svsrens
ST5 SYSTEMY 10 COPE NGES IN ERYIHON
}E? °3¢“3‘86€’V‘ rec¥Nlouzs AMU SOPMISTlCA'tD ANALYTICAL SKILLS
5 BOLD, DECIS{VE ACTION
OPS DOCTRINE AND SUPPORTS R B D To ABSIST LONG TEAM GRUWTH OF
Rnnv AND TQ BuiLh ON THE SYNERGISM OF LIGHT ANL HEAYY FOWCES

JRATLS . CONRDINATES AND DIRECTS STAFE FUNGTIONS AS A PRINCIPAL
MEMBER IN ANY STAEE POSITION AT TACTICAL INSTALLATION LEVEL AND
T, T0 INCLUDE JDINT AND COMBINED STAFF
lhﬁguﬁﬁu sug:uvxsas HIGH QUALITY lnsrnuctlou WITHIN THE AHMY

5Y§
MANAGES, AND ARTICULATES REOUIN&MENTS FOR COMPUTER SYSTEMS
ATINNS [N MILITARY ORGAN]ZATIONS
3c??55§[‘°”‘L TERMS AND GRAPHICS 45 APPROPRIATE TO BOTH BAANCH
s PLANS ORDERS AND ESTIAATES AT ALL LEVELS
SULATES chMANDEk‘ NTENT
SLATES GOMMANDER'S INTENT TO DIRECT FUNCTIONAL ACTIVITIES

Ema =

JLISHES AN IRSTITUTIONAL CLIMATE WHIGH PRODUCES lNlTlATIVt.
Ty COACHING, SELF=DEVELOPMENT, AND PHYSICAL FIT

JATES STAEFS AND SUBORUINATE ECHELONS o SET COMMON PURPUSL
ITI0K AND COAMITHENT AND TO ESTABLISH RESPONSIVE CHANNELS FOK
MINATING INTUHT

L0PS COACHING SXILLS IN SUBORDINATES AND STUDENTS

TORCLS APPROPITATE ROLE MODEL BEMAVIGR IN SUBDRDINATES

A Rll*EINT (L] NON IlllDINT
00L WILL
@ AND !HP'OIT BOCYRIII LI

»o—w

I04  PROMOTIOM BDAR
GOMRAND AND v aFF L

§ COMMAND AND KT
Yy Looxlrxcn Exe
kT nrout of

BUCH A8 TRA
PROGRAM MAN
orp g

REI0M
GHTING

Elhrs B4 O
- 4B ~O

=
-
=
-
=
b
o
-
~
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>
=
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o

SPECTRUM OF CONFLICT

00 THERE WILL RE A Fu
E? TREXENTS FOR AOVANCED

M PROGRAN TO ASSES
1
08, AND OPTIHUM ENROLLMEN
L
1

N FULL
ES IN TCRMS OF RES AND FACILITY
N TENHS OF AHMY BE '

00 ENROLLMERT WiLL BE
1% DFVELOPED ON STUDENT/COS
SHOULD NOT EXSEED 96 STUDENT

00 ALL NAJORS ARMY~WIUE WHO HAYE COMPLETED USC LEVEL SCHOOLING AND
OEMONBTRATE HIOH POTENTEAL TO SERVE AB A PRINGIPA: STAFF OFFICER AT DIVISION
AND CORPE LEVELS MAY APPLY FOR THE PROGHAM,

00 A DA CIRCULAR WHICH DEFINES THE PURPOSE, SCOPE AND METHODOLOGY FOR
ADVANCED MILITARY STUDIES SELECTJON AQR ENROLLMENT WILL BE PUBLISHED, PRINARY
RELECTION HOLE WILL REMAIN WITH UDH, UAC,

508 IMPROVE PRE~COMMAND CUURBE FROORAM,

TUDENTS PER ACAD

3 Y
DEOFFS. MAXINUN F

AR UNTIL DATA
NROLLMENTS

>@ —~—O
cm xTZOw

-re 3w
-

THE PUI™"8E OF THE PRE=COMMAND COUNSE WILL BE TO AS3I8T THE CONMAND
DE‘IGNE( IN PRLPARATION FOR COMMAND,

oo TNX LENQTH OF THE PRE-COMMARD COUABE WILL NOT ECEKED FEVE WEKKS, Twu
WEEXY AT GAC AMD UP TO THREE WEEKS AT THE BRANGH OR PKOPONENT BCHOGL,

00 EMPHABIZL, IN THE “HOW TO COMMAND™ PORITION, THE IMPORTANCE OF
ESTADLXSHING A POHIYIV[ CONMAND CLIMATE,

00 PUBLISH AN ARMY REGULATION DELINEATING PCC POLICIES AND
RESPONSINILITIES,

00 DEVELOP A PRU-COMMAND GOURSE TAILOREL TO THE WKEDS OF RC 05/08
CONNANDERS,

00 TAJ.OR THE CONTENTY OF THE PHASE I PACKAGE (AILED TO ALL COMNAND
DERIONEES,

807 LTCs witL ae t tb 10 CONTINUE THEIN PNOFESSTONAL DEVELOPHENT
EOUCATION THROUGH AY t 85C NON-RESIDENT PROGRANS,

s e e ‘Mu‘n o
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DESIRED SYSTEM

DEVELOPMENT PERIOD — THE MAJOR AND LI

INDIVIDUAL! ' ' o 80% or CPT'y SELECYED FOR ON, ggs ALCORMEHOD PRONOTION BOARD DKTERMING
0 Focus ON BROADENING GENERAL MILITARY EDUCATION AND OAINING [N HANK ROER LIST FOR ATTENDANCE AT UG,
CRALLING AND coun“uua KOUCATION [N APPROPRIATE uruack’ cmlnlﬁa?;:;:. 00 DOPMA AUTHORLZES A WAXIMUN OF 5% OF PROMOTION LISY TO COME FAOM BELOW
AR N o D ST IS
3
#lamsuwrauggﬂ%;lﬁglﬂlﬁagl:anoa:oﬂguulgm Egn;égtln“ USE OF ASTNSEMENT 00 N5%-50% SELECTED To C5C LEVEL BCHOOLING (CENTRALLZED SILKETION).
nﬁf,n. Evom NS 1GHTY mon lnucgno“ AND nlvnog lam oviaa%mrﬂh'xa' O OFrycany WILL BE DEVKLOPLD N DIFFERENT CAREER PATTUNNS THROUGH SINGLE,
RS R, SRR ATt | Sl R
' ! MB"Y TAsKs, B0 20X OF FIELG GRADE OFFICEKS Wii. NINGLE TRAGK [N THEIN NRANCH,
00 OFFICERS K BHANCHES WITH LARGE REQUIREMENTS [N FIKLO GRADK WILL
m‘;m . AND cNTON AIN/REL ' siNaLK vg:cl‘n :l‘. nr'un:m 1F MORE REQUIRED, PROVIDED BY BRANCH TRANSFUR.
0 BOTH 3CHOOL AND JNLT NENTORS: EXPLAIN/REINFUACE DIVIS]ON LLAT
F 3. mmnél. quu‘m AAJOHI AND Px";'ummnt &mﬁ!i’.'ﬁtw Vo 00 CURRENTLY, 25K OF MAJOAS HOLD A BRANCH-RELATED [NITIAL ENTRY SPEGIALTY
AR S e st RO St o | APPSR A .
Nom (lx*muv: ue: OF COMPUTER SIMULATIONS, vuho YNAINING AND YIBITS TO [ OTRA omcul PROMOTED TO MAJOR ARE AUTOMATICALLY INTEGRATED INTG THE RA I#
it MG R ) it A iy | G,
AND DECTSION MAKING CAPANILITIER, PROVIDN ASSESRHENT FEROBACK oOn ﬁoﬁ 15 AND ¥ CUlnEptLv MEL 4 ma IUTION PLAN ol mwm 85% of v £ HAJOR AND
YASKS, APYAIN TTENDING & AlR, vn. Ano AR INE TAFF OLLEGES,
ENAINING S ARE USED To na:r omu REQUIREM
URIT/QRGAN! : 0 10% oF MAJOR AND LIEUTENANT COLONELS COULD BF CODED IMMATERIAL.
0 anvm EXPERIENTIAL DEVELOPMENTAL OPPORTUNITIES T gll."! SCHOOL THEORIES % aox 5P FIELD GRADE AUTHORIZATIONS ARE IN TDA, 72% OF MAJORS POSITIONY
APPLIED 70 SPECIFIC U1 T/ORGAN | sasiai ac Surys s NS, ppEiNARS ON TukoRY b
TRAINING SUPPORT AIDS [N oFF ICER esmor' ENT PROGRAMS, PROVIDE CLIHATE POR 0 Fuucrmm AHREA DESIGNATION, (F REQUIRED, 0C3URS NLT PROMUTION 7O 05,
SELF-CERTIFICATION OF MQS |V AND V TASKS,
0 70% oF ON's SELECTEL to S,
SCHOOLS: 00 DOPMA AUTHORIZES A MAXIMUM OF 10% OF PRUMOTION LIST 10 COME FROM BELCW
THE ZONE .
0 SCHOOL HOLE REMAINS ORICNTED ON TEACHING, PROVIDIN munmn mnom
MATERIALS FOR un?r’omnmnou AND x:mno'xnouum BANE c\mn:m L] 0 Conmnu onoavunm ABOUT 25% For LTC's, sox-io LTC bi“" COMHAND
MULTIPLE USERS AND EUNCTIONS. GTRESS NEED FUR MORE LOMPLEX INTEGRATION AND SELECYEES N FLRYT- J46 ELigINE ADD | TIONAL tgu I{)
SYNTHESIS SKILLS, INTRODUCE STUDENTS TO NEW TOOLS AVAILABLE TO ENHANCE THE|R Y u.lom.es. ? ARt kv IR AT 'CEAT 1 ONE B2 BROMOT 6N,
onu}nom PERFORMANCE AND CONTINUEU EDUCATION PLUS CONCEM] OF
UNIT/OROAN{ZATION ‘MENTORING OF SUBORDINATES. GONTINUE TO PROVIDE ASSESSMENT 00 New CSA POt REDUCES Fmr TIME-CONS IDERED SELEGTION FOR GUMMAND TO
UPPORTUNITIES, WHMEN DEVELOPED, ADD USE OF EDUCATIONAL ARTIFICIAL 10% EFFECTIVE FOR FY 86 BOARD
INTELLIGENCE, EXPERT SYSTEMS AN smarnsgumwm: TO CURRICULUM, VALIDATE MQS
TASKS AND PROVIDE FOUNDATION FOR NEXT LEVEL, 0 SELECYIVE c?mwumou REQUIACYD FOR ALL RA OFF ICERS THICE NON-SELECTED FOM
PROMOY [ON 0 1LTC AND WITHIN S1X YEARS OF RETIREMTNT,
0 MANDATORY KETIREMENT OF MAJok' AT 21 Y05,
O MANDATORY WETIHEMENT OF LTC'3 at 28 YOS,
0 0% 0" LTC ARE SELEGYED TU OF, PUO» RECUMMERDY PRUNOTEON HOARD UL TERMINE
RANK ORDER LTSt FOR ATTERIANGL AT 55C
00 DOPMA AUTHORIZES A MAXNIMUM OF 10% OF PROMOTION LISt 10 COME FROM BLLOW
THE ZONE .
T ettt Ty \nluips et
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RED SYSTEM
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THE MAJOR AND LIEUTENANT COLONEL

IVIRONMENT

EMPHASIZE

LN gg S NECONHEHDS PROMOTION BOARD DETERMING
NCE AT [
MAXIMUM OF 5% OF BNOMOYION LIST TO COME FAOM BELOW

CSC LEVEL $CHOOLING (CENTRALEZED SELEETION).
gg 1K DIFFERENT CARCKR PAYTENNS THHOUGH BINGLE,

OFFICERS WILL SINQLE TRACUK [N THEIN BRANSH,

§ MITH LAlﬂi REQUINEMENTS IN FIELD GRADE WILL
MORE NREQUIRED. PRQVIDED MY BRANCH TRANSFER,

AJORS HOLD A BRANCH=RELATED INITIAL ENTRY ¥PRCLALYY
0 MAJOR ARE AUTOMATLCALLY INTHGRATED LNTO THE RA IF

UTION PLAN DlﬁTRlIUT!S 85% of rgi MAJen AND
AND THE Al VAL, AN ARINE STarP COLLEGES,
EEY OTHER REQUIREMENT

AH1 COLONELS COULL BF COMED INMATERLAL,

UTHORLZATIONS ARE [N TDA. 728 oF MAJORS POSITIONS

1OH- IF HEQUIRED, OCIURR NLT PRUMOTLON TO 05,

05,

MAKIMUM OF 10% 0F PROMOTION LIST tO COME RROM BELOW
T 25% For LTC's, 50%- 38% LIC 6£VEL COHMAND
EL\?{ILE. ADDLTEONAL vs (! DAY
T0 U1 HAVING AT LEAST ONE BZ nnono1 nN
gg: FIRST TIME~CONSIUERED SELECTION FOR COMMAND TO
EOQUIRED FOR ALL RA OFHICERS TWICE NON-SCLECTED FOR
SIX YEARS OF RETLREMENT,

MaJor' AT 21 Y05,

LIC s v 28 YOS,

0 Ob, PDOY RLCOMMENIS PRONOY LON BUARD DETERMINE
e AT 4G

MAxIHuM af [U% OF PHOMUTION LIST TO COME FROM BELUW

METHODS _TO

CONVENTIONAL
INDIVILUAGY
fs i,
ROFESSIONAL KEADING

" MENTOR!
Flan tnlr §n FACULTY MENT
uD| 8 i Service bCMOOLI
IILD RACTICAL EXERCISES
MALL GROUPE

PROFESSIONAL ReapiNg

UNLT/GRUANIZATLON:

FlELp TRAININRP(UNIT)
EXPEHIENTIAL APPLICATION
EXEHCISES

SCHUOLS:
ELELD rnlr: SR FACULTY MENTORS
ABE STUDIES ] szq:&sz 5cHOOLS

10L0 ENACTIEAL EXERC
MALL GR
PHOFESSIONAL READING

ELECTRONIC

gMPUTlR AllllTxD lﬂélUCTION PACKAGES

?lLICUN IRIHCING ( SRReAy

10/AUnL )
COMPUTER SIMULATIONS i Alﬂkﬁllg Kot

ggururcn AllllTx?llNITlUctlou PACKAGLS
?:L:couv:n:ncnnn (e{nto/ Ubl? Move)
COMPUTER S[MULATIONS

ggH'UT(I lllllTl NéTIUCTION PackAcEs

flLlcoern:Nclna ( } £0/AUd [1}]
COMPUTER STMULATIONS AInAM!l (UNIY)

gH!UT!R AllllTiD lNéTlUCTlON Packagts

thcou lNClNI ( |nluf ublo MODE )
AR erlAL ! xnl«g
SYSTENS AND N OURIIHARI’
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RECOMMENDED SYSTEM

DEVELOPMENT PERIOD ——COLO

OFFICER AT END OF PERIOD

OFFICER AT END OF PERIOD CONT.

wpgpn
IELT LEADER AT THE END OF PROFESSIONAL DEVLOPHENT PER1OD) COLODNEL, EACH
OFFICER MUST)

N

2.

=

F

= o

RE CONMITYED 1O THE PROFESSIONAL ARMY ETHIC:

*-8; EHAVES CONBISTENT WITH HIOH MORAL AND :rrchL VALUES:
- PPRECIATES WHAT THE ARMY NISSION OF PROTLCTING THE NATION ENTAILS
AT YHE HIOREST LEVELS OF HESPONSIBTLEITY LN THC ARMY,

PORSESS BHOFLYSTONAL CHARACTER TRALTS)
20 PREFAR[! FHYSICALLY AND PEYCHOLOQICALLY FOR THE RIGORS OF WAR
2-0 ROLE MODEL AND MENTOR.
2-0 AS l!Ndl[ MINDED TENAGITY TO ACCOMPLISH THE HISBION AND THE
FLEXIATLITY AND COURAGE 1O CHANOE AS REQUIRED BY THE S1TUATION,
P04 KAS PRAGTICAL JUDGEMENT AND S0LID COMMWON SENSE
»

c%EAaﬁR AT THE END OF PROFESSTONAL DEYELORMENT Prwionn  COLONEL. EACH

KNOW THE FACTORS OF LEADEKRSHIP AND HOW THEY AFFECT PACH OTHER)
3«00 HISTORICAL, PHILOSOPHICAL. SOGIOLOGICAL BASES FOR VALUE BYSTEM

EVELOPMENT,
107 g:;;?ngLArrbNuﬂtvs AMUNG OPMS/OPDS, EPMSIEPDS AND OtHER MILITARY
LAR 1)

KNOW HIMBELF 1

H-01 How To USE ASS z%
NTAGHOSE RTRENOTH

KNOW HUMAN NATURE)

E-01  MUMAN BIMENRIONS OF UNTTS AND ORONIZATIUNS AND THE THPACT OF OWN
D:g%?gons ON SO(DIERS, FAMILTES, DOD CIVILTANS. ORGANIZATIONS AND
SYSTEMS,

KNul HIS Jud,

€SULTS AND OTHER SOURCES T0
ULDE SELT-DEVELOPHENY

-
zo
S
ax

B-0f ROLE AS AN INTEOKATOR AND FUNCTIONAL EXPERD 1N LEADINO ANO STAFFING
ARHY AND DEFENSE OHGANIZATIONS AV H1O0M LEVELS OF REGPONSIBILITY

B-02 INTERRELAT{ONSHIPS AMONG COMBA) ARMS, GGHUAT SUBPORT AND GONBAT
SERVICE SUPPORY TYSTEH® ON THE cunRtNT AND Futukt BAITLIFIELDh

fi-08 DPERATIONS AND SUPPORT ODOCTRINE AT THE THEATER (EVEL AND BELOW

B-0% How ARMY AND OTUFR SERVICEY IN‘EGNAT\ THLIR rAPAulLlllts 10 ACHiLyE

HATIONAL BTRAYEGIC ORJECTIVESR
R=-0% Huw THE ARNY RUHS IN REUATION' 1O SOCIETY AU THE NATTONAL UEFENSE

[STABL 1SHHENT,

R0t NAI[ONAL AND MILETARY (ALL SCRVICUS) THPIICATIONS OF IWE FUL
SPECTRUK CF COMFLICT,

£-07  WORKING ENOWLEDAE OF PPIG AND PPULS,

6-08  PROFEIAIONAL READING PROGRAM THAT EMPHASIZLS THE STRATEGIC LEVEL of
WAR AND THE CHALLENGES INYOLYED IN MOUILIZINO, TRAINING, DEPLOYING.
SUSTAINING, AND INTEGRATING ARMY FORCES IN JOln) AND COMBINFD
QFERATIONS,

£-09 READINGS INCLUDE POLITICAL, ECONONLC. SOCIAL SYBT[ME AND NILITAMY
INTERRELATIONBHIPY WITH THESE SYBTENS THHOUGHOUD THE wORLD

6-10 THREAT MILITART, POLITICAL, AND FCONONIC BTRENOTHS AND
YULNERARILITIES AT THE STRATEAIC LEVEL ANOD HELOW.

6-11 GEOGHAPHICAL VARIATIONS AMONG PROSPECTIVE THEATERS OF WAR AND THULR
EILIYAN\. POLITICAL, AND ECONOMIC INPLICATIDNS.

f-12 REAR AREA DEFENSIVE vACTICS (E.0., INVEGRATING THE ENPLOYREN( OF
CREW-SERVED WIAPONS, HANLUYER ARD SUPPORTING FIRES WITH TERHAIND

KNOW HIS UNLTY
1 81 EXPERY TLACHER, COACH, AND MENTOHR

THREAT CACABILITIES AND LIMITATIONS APPROPHIATE T0 WIS TIME AKD
PLACE (ONOANIZATIONAL LEVEL AKD OkOORAPH[Q LOQATIQN) [N THE AHMY AND
HOW 10 PREPARE COUNTERMEASURES (E,8,) OPS b;ustc, PHYSICAL
s:cuanv AND COUNTERATTACK PLANS AND EXERLI ES) TO COUNTERACT THE

7-0& CoMMuNva AND INSTALLATION AANAGEMENT
7-00 HOW TO ASSESS AND AFRECT OISCIPLINE AND ESPRIT IN MRIGADE SIZE
ORGANIZATION AND ON STAFES

0

OFFICER MUST}

‘8-10  TAKES BOLD, DECISIVE ACTION

LEADER AT THE END OF PROFESSIONAL DEVELOPMENT PER1ODI  COLONEL, EACH

PROVIDE DIRECTIONI

B-O1  COMMAND, LEADS, DIRECTS, ORGANIZES AND TRAIRS
e S L L
3 ) OPENT,
o B R e
" HUTES W THE ARMEI
8-0Y EPLDVS AND MODIF[ES INTERRELATED OPERAYING ORCh: 0 I Pusic
8-05 USES SYNTHESIZING AND GONCEPTUAL1ZING FROCESSES FUN HON- PROGHAHMED
s ESalet bt L G R TEEIE BT
h )
ACTICAL AND OPERATIONAL PLANS VIRED 1o kXECUTL
NTHESEZES THE LESSONS OF HISTORY
P e M5 T o Bl e
X 0 ASSIT Long T
RMY AND TO BUILD ON THE SYNERGISM oF Liant Ahg ShkbsMrggouTH or e

THBLEMENT)

3-01  INTEORZTES, COORDINATES AND DIHEC /S STAKE FUNCT
ONY AS A PRINCIRAL
O A MEMUER TN NIV STAFK BOSITION At 'Acr
- éggv“;‘ OAM’“k:JL’FNJ?’M “l"’ COMTINED & ILAL/INJYALI.ATIUH LLYEL Mil)
. IPERYLSES HLON ¢ ;
unuuAvISNAL (Jueik LN QUAL LYY lerHULVlUN WIDHIN TG AkMy

9403 lN;gnnAtcs ADVANCES IN SPECIALIZED FIELLS INTU ARMY SYSTUMS AND
0
900 RECOGN[ZES. ANALYZES, AﬂulARYICULAths US POLIECY [MPACT ON NATIONAL

ECURITY AND OTHER COUN
408 S?LIES OPERATIONAL TURMS AND QRAPHICY

906 PLANS, ORDERS AR ESTIHATE; AT ALL LEVELS
8' 7 ARTICULATES COMMANDER'S t

<08 THANSLATES COHHANDEN'E INTENY TO UDIHECT FUNUTIONAL ACTIVITIES
9-09 SPEAKS PUBLICLY ON MILITANY SUBJECTS

Mot Ivatet

10-01 ESTABLISHES AN ORGANIZATIOHNAL CLIMATE WHigH "nouurhs INLEIAT VL,
TRUST, COACHING, SELF~DEVELOPMENY, ARD PHYSLCAL FLTNES

Mla:wa.mumm-m.- .I"’ " m
70 ¥ R .
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T PERIOD —— COLONEL
n
T END OF PERIOD CONT. POLICIES
R vonckedinRo ok o ikt BREENE SERIR OB CabR ce ISR 0N S EE
A PHOFESSIONAL DEVELRPMENT PERIODL COLONEL: EACH BURTNG PEACE KD WAR: LN COMMAND AR STAEF POSITIONS REGUIRING TME LEADERSHIP
AND MANAGEMENT F BIVENSE ACTIVITIES AT THE HIGHEST LEVELS OF REYPONSIBILITY
WAICH REGUIRE . INCREASINGLY FREGUENT INTERFACE WITH OTHEW SEAVICES, OOVERNMENT
i b W, T S R e O O,
AT s (IRELTS, OROANLZES AND THAINS BRIGAVES Ok OF ‘WARFARE 1 AND EVOLUTLOR OF CURRENT u8 1S TORICAL ‘AdPRCTR OF WARFARE AND
v Koty TANTIATIONS  open EVOLUTION OF CURRENT US NATIONAL AND HILITARY STRATEGY AND poLlcYi (3)
PR EOMEN TG THE, DUVEL OPLNT OF PARGONAL ANU UHET BHQULDaE OF KEADINEss, MOBILIZATION MODERNLIATION. AND FUTURE TECHNOLOGYI
T e WIS e Awe F WRQVEMENT OF EXECUTIVE LEVEL ScILLS IN LEADRRSKIE, COMMMND AND
B tEIRe Y TE LININ THE PuBiLL FOKCES ARD 1N puBLlc HANAUERENT TO_INCLUDE STRATEQLC DEGISIONMAKING. ANALYT LG AND CONGEPTUML
QolklEs INTERKILATED oBERATING SYUTEMS TECHNIQUES ) PERJONNEL AND RESOURCE MANAGEMENT, | CORMUKICATION AND
RO WD [RROVING ANAL YT 1SR IorS, bt o ChoGRAMNEN GROMIZATIONAL THEORY) AND () "TNCREASED RESPONSTBILTIFS AS A ROLE MODEL Yo
'8535%?;33? INTEOA 3 FolcEs hebuTaED 15 ehecott ESTABLISIL THE WORK ENVIRONMEHT, 'SET THE EXAMPLE, ENFORCE STANDARDS. AND
4G LEaoNs OF MisToRy COLONEL UROMOTION BOARDI WILL IDENT{FY SUFFICIENT SELECTEES  INCLUDING
MY FOST 81015 ol NATIONAL PoLICY ® '
ﬂ!"ﬁ AND'1UPPoRrs RD'TS ASSIS Lonu Tiwn nowtH of e ATERNATES, FOR Ecéﬁf‘ﬁﬁ‘ﬁ%ﬁ;é’«%"&???é éésphévaL SCHOOLINGT REMAINGER WiLL
B e SYhenals h OF LTI ARD WYY FORGLS G0 " INSURE TAT OFF ICERS ARE SLATED TO THE SSC/EGUIVALENT HiicH WEST HEETS
THE NECDI OF THE ARMY AND PH OFFICEATS QUMLIFICATAGHS AND MROJEGTE
UTILIZAT Jo, )
3 ulrnta 'Nngczgisswéé Eﬁagcthve THE USANCCSP OR OTHER HON-RESTUENT PROGRAM
OURDIRATES ARD DIRECTS STAFE KUNCTIONS AS A PRINCIPAL t K[ 1 “ %
NOANY STAEE POSITLON AT TACTICAL/IHSTALLATION LLVEL AWb QFF[ctks NILLDESQr{ﬁUQE igpﬂnn?ﬁiuéﬁf ﬁ?“éUnﬁEﬁ%°f?veC?? NONRES [DENT) Fek KC

LUD: JUINT AND COMBENED ZVARTS

RYTHUS A EGH QUALTTY INSTRUCTION WITHIN THE ARMY
Y5 VEN

VANCES IN SPECIALLZLD FIELDS INTO ARMY SYSTEMS ANU

NALYZES, ad) ARTICULATES US POLICY IMPACT ON NATIONAL
OTHER COUNTRIES

TIONAL TERMS AND GRAPNICS

ORUERY AN CSTIMATES AT ALL LEVELS

OM HANUEN § INTENT

MHANDER'S INTENY To DlRLuT FUNCTIUNAL ACTIVITIES

LY ON MILITARY SURJECTY

N ORGAN ) ZATIONAL CLIMATE WHICH PRUDUCES {NITLAY[VE,
LF-DEYELOPMENT) AND PHYSTCAL FITHEYS

502 CONTINUL TO EXPAND MEL=<1 OPPORTUNITIES THHOUGH FELLOWSHIPS/RESRARCH
PROGRAME/OTHER )

305 OFF ICENS AWARDED MEL | wénu CUMPLETE A WARFIGUTING/EAC AND “How THE ARMY
UNS¥ MODULA, SURFORTED BY AN

00 AWC nLVthP A uARFlnu!lNu/EAC MODULE OF COMMON WARFIGHTING SKILLS,
%chuul NG WARGAME ATION, AND lNconpnaAts LT [NTO THE AWC CURRICULUM, YO

NCLUDE THE noRNLSPONulNu sTub|
00 AWC ADAPT THE RESIOENT l"Mrm ruh Auuv RUHS" COURKE T THE AWCCPS,

S04 ESTABLISH A CURRICULUM CUORDINATION PROCEDURE BETWELH AWC AND TRADGC,

50%  AWC CONDUCT A FOLLOW=UH GURVEY OF ARMY 390 QRADUATES TQ VAL IDAtE
CURRICULUM RELEVANCE AND A3519T IN FUTURE CURRIGULUN DEVELOPMENT,

506  INCLUDE N tHE uulnAth ron ‘hE TAAD PO41TON REV]EW (OPMS
RECOMHENDATION) YHAT & PA ouRcE (E.G.» NATIONAL) [CAF,
At WaR COLLEGE) BE UPLCIPILD: 1r APFROFHIA1L. T OMEEY PUUlTlON uhuulutrhuva.

508 IMPROVE PRE~COMMAND COURSE PROGRAM

00 THE PURPOSE GF 'ME PRE COMMAND COURYE WILL BE TO AISIST THE COMHAKD
OBSI1GNEE LN PREPAR‘T]ON CUHMANG
0o THX LNGtH OF ran PRE“CDHHAND COUHS! HlLL NOY EXCEED FIVE WEEKS, TWO
WEEKS AT CAC AND up 1o VNEEE HEEKB AT THE B R PROPONENT $CHOO!
EM PNASI!E !N THE "HOW-TQ-LOMMAND FONTIDN INSTRUCTION OH E!TA!L!SHIHG

00
THE COMM, NU
RESPONs 1ALy %gsn AN ARHY REQULATION DELINEATING PCC POLICIES AND
COHHANDEBEVElOF A PRE~COMMAND COURSE TAILOREL TO THE NEEDS oF RC 05/06
AILOR THE CONTENTS OF THE PHASE 1 PACKAGE MALLED TO ALL COMMAND
DESLGNEES, b CORMAN

509 ALL USAR OFF)CERS SELECTED FOR MEL 1 SCNGOLlN? WILL RECELVE PHIORITY FOK
NOMINAT[ON TO RESERVE UNIT POSITION VACANCIES AND [NDIVIDUAL MOB[LIZAT A
AUGMENYEE POS I TIONS,

S10 COLONELS WILL, BE SELECTED FOR THE ADVANCED MANAGEMENT PHOGRAM BABED OH
THEIR POTENTIAL FOR CONTINUED SEHRVICE,

IR i AR & WA kit
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| . | DESIRED SYSTEM

DEVELOPMENT PERIOD — COLO
DEVELOPMENTAL ROLE ___ENVIRONMENT

1
IlVILUAL . ' :
0 t‘.ommug FOCUS ON GAINING EDUCATION AND :xm& n FMH: o aer:aaucz THRU o 0% oF LTC seLreveo Fon OOL. |
TATEEL 1ARHCE s axmen? AYETUMR, IRARY coBRSLAR CoA ockagels BriFicia, o TOPHA AUTHONLLES A MARIWN OF 108 OF PROROTIN LLST fo CORE FioM B,
G R i e B, | et e G
i iR L R i e | e | \
NP ROORAMED ¥ AT GHERELAVEL DECI 810N HAKTNG' TNCASDTFION To-ANACYTICAL o BHL of COL PosrTIONS ant 1DA,
DECINION MAKING $K1LLS USED AT LOWER LEVELS, & 201 o (XL WILL Combe,
MENTOR 0 681 o COL/LYG(P) Amc MEL 1 ok scLrcrecs,
RuelTACECHO, AU U MO, AXPLAMRL MR Sonrg D EAC snsse v o 1 o S50 o e iy oo ueis 16 | Do

» e el ek b T W L | e s
e e [ e o
A’"OFRIATK IN lNTHMGTlDN WiTH C}ul.ON!I.I.l 0 MANDATORY RCTIRCMENT PoR COL 18 50 tCARS AFCS,
0 W CTL ON RECALL [RETENTION STATUS,

UNIT/GRG UPMS RCCOMMENUED USFICERS FOR MANAGER/KEY POSITIONS NOY BF CENTHALLY

0 Pnovmss exm:ulsur]AL DEVELOPMENTAL OPPORTUNITIES TO RELATE BCHODL THEORIES “'m ED
TO REAL WUKLD, INCLUDE MULTIPLE ELECTRONIC TRAINING SUPPORT AIDS IN OFF[CKR TOPICAL ASGHI3
DEVELOPMENT PROGHAMS AMI) CONDUCT OF OPERATIGNAL MISSIONS, o Tl '

00 QX/DISCM Cor
SCHUOLS 00 Otv CHIET oF Starr

o0 Py PRIMARY STATF OFFICER
0 YCHOOL KULE WEMAINS URITNTED ON TEACHING THE RRAME OF REPEHENCE FONW 0 ;!géwhg“l"- MHV'W”OINT STAFF
ASSLGNMENTS A8 COLUNELS, FROVIDING TRAINING SUPPORT MATERIALS FOH FIELD AND x g,
KEEPING KNOWLEDGE SASE CURRENT KOR MULTIHLE USERS AND FUNCTIONS, STRESS CXPT MEADS AT ARNY SCHOOLS
?psnmon MIFT IN USE OF MOKE COMPLEX INTEARATION ARD SYNTHESIS SKILLS, e
NTHODUCE STUDENTS TO UBE OF NEW TOOLS TO ENHANCE THIS OPE NAL

3 R
EFFECT IVENESS AND CONTINUE EDUCATIUN FROM WORK AND HOME ENVIRONMENTS.
CONTINUE TO PROVIDE ASSESSMENT UPPONTUNITIES, WHEN DEVE LOPED, ADD . .
Eﬂgg?gbfﬁ:‘l ARTIFICIAL INTELLINENCE, EXPERT SYSTEMS AND "SMART COUR!ENANE' 1o

. - i Aty Flle o rcor tockiny - < L o ._..‘1:‘..
vy 1 Al L - 5 ” - R [T
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ED SYSTEM

PERIOD — COLONEL

IRONMENT

METHODS _TO

EMPHASIZE

'
if 10T OF PROMOTION L1ST 1O COME FOM BZ,
| 198281 COL PHOMOTIUM LISTS,

MK THMATERIAL .

of SCLECTEES,

ENTLY ASSTONED UNDER MEL | DISIRIBUTION PLAN,
EES ARE COL, LYCIP) on LTC IN P2/BZ 1o COL,
5 HAD LTC coMMAND

15 30 vEARS MO,

TATUS .

R LANAGERIXEY POSITLONS NOT B CENTHALLY

10ER
COM/JOINT STarE

oLs

CONVENTIONAL ELECTRONIC
INDIVIDUAL:
FuLn mn :} B1STED "Rm IH! " PACKAGES
E TUDIKS om-um ELECONPERENCING (VIDEO/AUDIO)
nonmom REAGING TIF[CIAL INTELLIAENGE, EXPERT SYSTEMM
ARD “SMART COURSEWARK
MENTOR
FIELD ram EACUL onrum BSISTED 'anuw
ASE STUI ERY1C Scnoou OMPUTER T lconnuncm 1DE 2 mo)
18L) PncncAL E ERCISED MTIEICIAL THTELLL nu K+ EXPERY SYBTEMS
ALL GROUMS AND “SHARY uuom
NOFESSIOMAL READING
UNI T/0RGANIZATION:
1ELD TRAIN DMPUTER ASSISTED “REFN ""N Phcmuu
xnnxmm APPLICAT!ON wum uomm Na_{Vibgo/AUDLO)
T1E{CIAL z Ltolngl. EXPERT SYSTEMS
AND “SMART COURSEWARE

SCHOOLS:
FIELD TRIPS
ASE STUDIES AT SERVICE SCHOOLS
I!LD PIACTICAL EXERC1BES

ROFESSIONAL READING

ey

OMPUTER TE :counneuclna E0/AUDIO)
TIEICIAL luu €, CXPERT SYSTEMS
ART ouns

SR FACULTY MENTORS imum« SSISTED ‘Rtrnrmiqwmmut

et v 115 e U] e -jum..:-- .
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RECOMMENDED SYSTEM
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BRIGADIER AND MA
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OFFICER AT END OF PERIOD

OFFICER AT EN

D OF PERIOD CONT.

L] L]

Al A LEA
ATOR 5:
{, Be o

101
t-07

?. Poss
3:h
2-03

2-04

3. Know
3-01
3-02

Uy KHow
U1
B, KNow
f-01

R, KHOw
A-01

DER AT THE END OF PROFEABIONAL DCVELOPNENT PERIOD: BRIOADIER AND

NERALy EACH OFFICER MUST:
ONMITTED TO THE PROFLSBIONAL ARNY ETHICH
EptromMIzes A Lxr:-LoNo OOMMITMENT 1O THE NATION, TO ARMY VALULS. AND

ER WELT
Irrurc:htrl WHAT 1Nr ARMY PISS10N OF PROTECTING THE NATION ENTAILS
AT THE HIGNERT LEVELE GF RESPONSINILITY IN DOD,

E48 PROFEBUIONAL CHARACTER TRAITH:
Pll?klt! PHVIICAkLV :ND PlVCHOLOOlCALLV FOR THE RIGORS OF WAR,
AS I!NGLE'NINDED T!NACITV T0 ACCOHFLIIM NXIIIONI AND THIK

n TAILITY AND COURAGE TO CHANGE AS REGUIRED DY 7HE SITUATION.
AS PRACTICM WDGHINT AND BOLID COMMON IINIE.

R AT THr END OF PlOFIlllONAL DEVELOPMENY PCRIOD: BRIGADILR AND

Mazon GFNKHL' EALH OFFICER M

THE FACYORS OF LEADEREHIP AND HOW THEY AFFECT EACH OTHER:

How YALUES AND l!HAVIOR IN THE HIOHEST EUHCLONG OF THE INATITUTION
AFFECT ALL OF 178 8

INTERRELATIONSHIPS Anouu PHSIOPDS. EPMS/EPDS. aND OTHER MILIYARY
AND SOCIETAL SYSTENS.

HIMRELF ¢
How YO USE ANS{ES IN T SYSTEH FEEOUACK NEUULTG AND OTHER SOLRCES TO
DIAONOSE STI! OTHS AND UEAKNESSEE ANO QUIDE SELF-DEVCLOPNENT,

HUHAN NATURCH

HUMAN DIHENSIONY OF ORGAN
ON SOLDIERS. FANTLIES. €1

HIY JOM¢

How ARHY AND OYWER BERVICES INTEORATL THEIR CAPABILITICS AGHILY
NATIONAL STRATEGTL ONJECTIVIS ACROES THE FULL SPECTRUM 0O rLl
OPERAYtOHS AND SUPPORT DOCTRINE AT THE THEATEH LEVEL AN
HoW 10 INTEGRATE LOGESTICAL CONSYRAINTE AN oPronruulrl:u XN HARFAHE
Aun:IDOD ORGANTZATION AND THEIR RELATIONSHIFS WITH NAJOR ANCRICAN
NEYITUTIO
nPLICATIONR oF FORCE goocnnxlstlon PLANS FOK THE FUTURE wATILEFILLD
WORKING KNOWLEDOE 0f PPBS PBES.

H TIONE ARD THE }HHCT OHN DECINIONS HAVE

1
VILIANE, AND THE TOTAL ARHY

F.:gt"f"’:uz: e R e
TR R T SRR

Ll eld
EEQX LEADER AT THE END nf FAQIESSTUNAL DEVELOARIAT PLRIOD

B-10 READINGE {HCLUDE POLITICAL, ECONOMIC, AND S0CIAL SYITEMS AND
ILITARY INTCRRELATIONSHI®S WITH THESE SYSTENS THROUOHOUT THL WOKLD,
6711 THAEAT MILITAAY, POIITICAL, ECONONIC AND TCCHNOLGGICAL STHENGTHE ANOD
UthlAl}L!TSt! AT THE STRATEOIC LEVELS
6-17 OEOGRAPH GA% VARIATIONS AMONG PHOSPECTIVE THEATCRS OF WAR AKD THEIR
TLITARY, PALITICAL. ECONOMEG, AND TUCHNOLOBICAL IMPLICATIONS.
B-13 REAR AREA DIFE~STVE TACTICS AND HOW TD INTEGHATE COMBAT SUPPORT ANV
OMAAT BERVIGL SUPPORYT ONUANIZATIONS WETH COHHAT AHMS FOR REAR ARKA
PROTECTION,
KNOW HI8 UNIT)
2-0 ; Fxrrn1 TEACHER, COACH, ANL MENTOR.
7=02 THREAY CAPABILITIES AND LIMITATIONS APPHOFRIATE 10 WIS TINE AND
PLACE (QRGANIIATIONAL LEVEL AND OLUORAPHIC LocArxuna IN THE ARMY AND
KNOWS HOW TD PHEPARE COUNTERMEABURES (E,0., 0PS§C. JI0SEC, PHYBICAL
?52#:}"' AND COUNTERATTACK PLANS AND EXEHCISER) TO COUNTERACT THE
+
2-01 CORKUMTYY AND INSTALLATON MANAGEMENT.
7-04 HOW TU ASSESS AND AFFECT THE STATE IF READINCES, DISCIPLINE. WD
ESPRIY TN LARGE ONGANTZATIONS,
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DEVELOPMENT PERIOD — BRIGADIER Al
DEVELOPMENTAL ROLE | ENVIRONMENT
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comum lou WiTH § umlon AND OPPORTUNITIES MADE AVAILABLE BY SUsTAINS
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il et et R B s | ¢ e etk
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0 SCAVING GOu REoULATCD Y DOPMA, CURNENTLY 412,

SIMILAR 70 CUL DEVELOPMENT PERIOD rxikpT BROADENED PRAME OF nsren:uc: ro A
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RECOMMENDED SYSTEM
DEVELOPMENT PERIOD SENIOR
OFFICER AT END OF PERIOD _[OFFICER AT END OF PERIOD CONT

LEADER AT THE CND OF PROFESSIONAL DEVELOPMENT PEnZOD: SENTOR GENERAL 7. Kiow W18 UNIT:

+

OFFICTR. FACH OFFICIR HUST) 7:01 THRCAT cARADILITICE 4D LINITATLONS APPROPRIATL 10 WIS TiNC A

{. BE COMMITTED To THE PROFESSIONAL ARNY ETHIC! T AR AT EomA L eVEL IND BEGURABATC LOCKTION) TN THE ARRY AND
RHOVE NOU o TATEARATE RYBTENS AND PROCEDURES 10 COUNTERACH THE

-0l "”°[‘“ (' Hﬁ:‘m COMMITHENT 70 THE NATICH, 7o ARNY VALUES: D 7-02 Hou‘#o ASSISS AND AFFECT THE S8TATE OF ARHY-WID
1t RRY=WIDL RF
1-02 APPAEGIATES WHAT IHE ARWY MIG81ON OF PROTECTING THE NATION ENTAILS AND DI8CIPLINE WIDL RFADINESS: ESPRIT,
AT THE HIGHEST LEYFLS OF REEPONSIBLLITY IN NATIONAL
INTERNATIONAL AFFAIRS "o . LEADER A7 THE €N PR 0
1 END OF PROFESSTONAL DEVELOPHENT PERria 1
2, PABSESS PROFEZSIONAL CHARACTER THAITS® Omc:n. EACK CFFICER NUBT 10D1  SENIOR GENERAL
%'8’ .{a:m:simvnmm qgg,*g""“““““ FOR THE RIGORS OF WAR 8. PROVIDE DIRECTION:
- 3 AW
2-0% HAs SINGLE-MINDED TEWACITY 10 AGCOMPLISH MISS1ONS AND THE 8-01 COMMANDS, LEADE, DIRECTS nncn comuuuc NAJOR OPERATIONAL
FLEXIOILITY AND COURAGE TO CHANGE AS REQUIRED ®Y THE SITUATION RGANIZATIONS, AND HIGH L:v l-
2-0't HAS PRACTICAL JUDGLMENT AND SOLID COMMON SENTE 8-02 DEVELOPE ANO DEPLOYS A HULT LARot. COMPLEX SYSTEMS
' — T g T RS LT
A
S A LEADEW AT THE FND or Pnonsswnu DEVELOPKENT PER1IOD: SENIOR GENERAL NATIONAL POLICY GOALS AND UPTECTI piLTiEs To Ackitve 1S
Omcrn. LACH DFFICER MUS 8-02 SYNTHESIZES THE LESBONS OF Mmonv
B-05 TAKES BNLD, OECISIVE ACTION
3. KNOW THE FACTORS OF LEADERSHIP AND HOW THEY AFFECT LACH OTHER: 9. INPLEHERT
T 1
3-01 tkiou !:LQAJEE g?nxggmnagn%n THE RIGHEST ECHELONS OF THE INBTITUTION 901 ACCERTS FINAL
FFE EL - 8 , RESPONSIBILITY FOR THE CAPABILITY OF
302 INTERRELATIONGHIPS ANONG OPM*;IOPDS. EPMS/EPDS, AND OVItEH MILEITARY ACCOMPLISH MISSIONS, INCLUDING SPECLFIC n:i%éusux&'r‘i:?"?!d" t
AND BOCIETAL SYSTEMS STROCTURE, MODEANIZATION, SUSTAINABILITY, READINESS, FERSONNEL, AND
INTEGRATING FORCES TO TAKE ADVANTAGE OF THE SYNERGISH OF LIGHT AND
U, KNOW HINSELF: HEAVY FORCES
9-02 ACGEPYS FINAL RESPONSIBILIYY FOR THE HONUH AND REPUTATION OF TH
Y-t How TD USE ASSESSMENT SYGTEN FELDBACK RESU.TS AND UTHEP SOURCES 10 ARMY 't TO THAT END) INBURLS SELF-CORRECTING HECHANISHS ARE PRESENT
n:mos: STRENGTHS AND WEAKNCSBES AND GUIDE SELFDEVELOPMENT AND FUNCTIONING, IDENTIFIES AND CORRECTS SYSTEM FLAWS, AN
CRPARLISHES AND MATNTAINS RELATIONS WITH THE MEDIA AND PUBLIC
&, KNOW HUKAN NATURE: 3-03 kﬁt#?;eéfgatﬁggaéurtanArrs OPERATIONS AND SUPPORT FUKCTIONS IN
B-0t  HuHAN GIMENSIONS OF ORGANIZATIONS AND THE INPACT OWN n!c s HAVE 9«0 ACTS A5 SPOKESMAN FOR THE ARMY WIT .o M
gn S?Lém:' FANILIES. CIVI(IANS (GOVLRNMENT AND b =~GOVE r) AND OTHER SERVICES AND OTHER uA?'x‘ou‘s“ H CoNaRes3. MHERICAN BGieTY,
HE TOTw. ARM
‘ 10, HOTEVATL:
6, KNOW H13 3083 10-01 E FABLISHES A
- H aL SHES AN INST/TUTIONAL CLIMATE ¢
£-01 HOW TO ENVISION APPLICATION OF LANDPOHER IN KULTIPLE SCENARIOS UBORDINATES INATE FOR THI DEVELORHENT nF

VITHIN THE CONTEXT OF NATIONAL STRATES

A-02 GLOBAL QPERATIONS ARD SUPPURT oocrnlnr

6-03 Auny/DOD OROANIZATION AND THEIR RELATIONSHIPG WITH MAJOR NATIONAL
AND INTERNATIONAL INSTITUTIONS

6-4  How ARMY AND OTHER SERVICES INTEGRATE THEIA CAPABILITIES TO ACHILVE
NATIONAL STRATEGIC 0BJECTIVES Acﬂoss THE FULL SPECTRUM OF CONFLICT

6-05 WoakING kNoWLEDGE of PPBS ANb PPBLS

&-0f PROFESSIONAL READING PROGRAN

6-07 THREAT MILITARY, POLITICAL, ECONOMIC AND TECHNOLOGICAL STRENGTHS AND
VNUNERABILITIES AT THE STRATEGIC LEVEL

6-0RF  GEOGRAPHIGAL VARIATIONS AMONG PROCPECTIVE THEATERS OF WAR AND THLIR
MILTTARY, POLETICAL, FCONOMIC, AN TECHNOLOGICA. IMPLICATIONY
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: ART AND SCIENCE OF WAR
‘ |
. DEFINITION POLICIE
HE BO0Y OF THEORETICAL KNOWLCDGE AND A SKT OF DRACTICAL SKILLE WHICH 181 THERE WILL BE A conN cona ro PROVIDE ancr§s THE ROADNAP YO
CCOMPANY BUCH KNOWLEDOE AT IT APPLIES TO THE MILITARY PROFESSION, PROGRESSIVELY MASTER YHE ART AND SCIENCE OF WAR, THE MAP.WILL SHOW
AITERY OF THE ART AND 56"“5! OF WAR 18 A PROURESSIVE STATL, WOVINU THROUGH TRANS! T {ONS LN A CAREER PATTEAN HHICH REOU RE MASTERY UF COMMOUN GURE SKILLS
TRANSTTIONS IN A CAREER PATTERN REQUYNRING MABTERY OF SKILLS REQUIRED AT THAT NEEDED [N THAT PER1GD,
OINT. It IE THE POBRESBION OF)
= APPROPATATE THEORETICAL KNOWLEKDOK nuo A KT Of FnAcr:gAL " THE CORE SKILLS Wil NCLUDE AS A MIN]
XIL| 8/PROFICTENCIES ORIENTED nw "How THE ARNY FIGHTS™ AND *"How THE ArmY - APPROPRIATE THEORETICAt, KNOWLEDGE nuu A SEI
NE® AT EACH LEVEL OF RESPONBIBILITY SKILLS/PROFICIENCIES ORIENTED ON “HOW THE ARMY rlGNTS AND How THE ARMY
“ THE KHOWLEDGL OF THE HUMAN DINENEION OF COMDAT UNS" AT EACH LEVEL NF RESPONSIBILITY
“ A HISTORICAL PERSPECTIVE OF WAR ~ THE KNOWLEDGE OF THE HUHAN DIMENSION OF COMBAT
“ VHE ABILITY 10 CNVISION FUTURE 'WAR = A HISTORICAL PERSPFCTL
= THE ABILLTY YO ruvxslou FUTURE WAR
08 THE g MM u CORE WILL BE THE FOUNDATION THE PRIMARY ARMY ScloouLs {£.d.,
08C, OAC, CGSC, USE 1O SUPPORT THE TRANSITION PLHIOD DEVELOPMEAT
EXPERIENCE, IH1$ counon CORE WILL ALSO BE ULED TO SURBOHT TRAINING AND
PROFESSIONAL DEVELOFMENT AT UNTTS AND ORGANIZATIORS,
182 DEVELOP EXPORTABLE SIMULATIONS (WARGAMES) FOR UNI1S/ORGANIZATIONS WHIGH
CAN BE USED DURING SMALL UNIT TRALNING OR OFF DUTY @Y THE OFFICER,
183 COMMANDERS WILL HAVE A PROGRAM OF WARFIGHTING SEMINAHS AT UNITS ANU 1N
QHGANIZATIONS FOCUSING THE OFFICER'S ATTENTION ON THE UNIT/ORUANIZATION'S
» MISSION IN A WARTIME SITUATION,
" 18K SERVICE SCHOOL COMMANDANTS WILL HAVE A PROGKAM OF WARE IGHTING SEMINARS
y D'SCUSS'ON EQGUSING, STUBENT ATTENTION ON e BRANCHIEONCTIONAL ahEx 1S5 TuNe L RENTHARY e
185 DEVELOP OR REVISE AS iELuEb Hllew COURSEY TO SUPPORT ALL AREAS OF
| CONCENTkagﬁgN ﬁﬁ?oi%"é!é??:us L "bE ELialBLE POR AsleNMkNT FUS LT EONY
CIENGE OF WAR PROGRAN I8 TO ENSUKE ALL GFFICLAS AHE 10 bOS ]
THE AIH OF THE ANT AND SCIENCL OF WAR RROBRAU It 1O ENSUKE AL GrFLGENS AE SODED WITH KKEA OF CONGENTRAT 10N PUNCTIONAL "RRE GR, LF ADRLICANE, WK ILL
UNDCRTAND THE APPLIGATION OF THEIR BKILLS TO BUFPONT THE AWMY MISV1ON, SO BIIEH COMPLETION oF THE APPROPRIATE HILITARY COURSLS CR EQUIVALENT
o can at A oo btri a¢ Mo R ek AT R AT IR B L ey
0 DIVELOP AN ANT AND SGXCNCE of WAR COMPONENT OF THE COMMON CONE 10 FANCTIONAL AREA THAT HAVE A ApSoHEN he‘cuu\ A Ng ESSION, LL[ 3 JuueT
ENQURE YT T8 PROGRESEIVE THROUGH THE SEVEN PNOFESVIONAL DEVELOPMENT PLRIODS Y OF, ORy BEANNUAL ANCE AT A CIVILIMN SOCIETY
S0 0kec Yo  SuFKORY UNTT TRAINING, 2;0:222%1A110N NATIORAL OR {HTERNATIONAL SErlukns MEET[RG SUFFORTING THE
0 ENIUNE THE ARMY CONTINUEQ TO FOCUS ON WANTIHE MIBSIONS, 187 RESERVE COMPONENT FULL+T|H5 SUPPORT OFFICERS WILL BE PROF&SSIONALLY
0 PROVIDF REALIBTIC FIOHYING SYNULTATIONS/EXERCIBES DESTUNED TO EXERCISE DEVELOPED IN ACCORDANCE WITH AC COUNTERPARTS,
ALL COMPONENTS, 188 AITAE??. {g?zruﬁu N{TH N$n AND OEAR, N}hL DEVEthsAFS:&JEM Len DkrﬁRHlu%Nu
EDUCATLON/THAINING REQUIREL TO EXPEDITE BRANCH CHA ESERVE COMEONEN
D PROVIDE FIELO ORADE BRANCH AND/OR FUNCTIONAL AREA SKILL UPDATES, ?H:é runvosa WILL DEVELOP SPECIFIC COURSES ANLZGH COMBE TENCY bomih b oo E o
TH Anr AND SCIENGE OF WAR 8YSTEM WIDE ISBUC I3 THE CENTER PIECE OF THE ENTIRE .
phos s AEc i RLSULTEND EROR TME MOLTIRLY TUTHRL JCHMARION CONDEIED 111 Eac BRANGH SCHODL WILL PHOYIDE A COURSE OF INSTRUCTION R BACKAGL FUR
é!‘,‘&.‘.ﬁﬂ‘ -B'{‘;‘u‘!’:"‘ufu” “‘o s“m u Pﬁ&sLf:c'ontno:u;‘;'éwpg‘;"x"u'g‘.' THE lf':?{',; FIELD GRADE urm?m 0 mm'u AND AL CUATHT THEM WiTH THE o ATEST LRANCH
“{:l'flLA"ll‘t&lL“L;Ntm"ov:'tntu¥su :l: qs:u.!“g:?:guknnF%LIIA%IAT.IC MA‘O‘!D ‘Pﬁ‘ﬁu"’ca{?u nocrg({)numrxl?m ;gli’ll)a PHU HANAOLU OI-H(. RS Wlel, RECE|YE AAN REFKESHEHR
' ! PRIOK 1O BRANCH ASSIGHMENT FROM A FUNCT{ONAL AREA OR BRANCH [HHATERIAL
EXPERIENCE A BTEADY OVEMERT, ASS TGNMENT
THE ART 2ND SCIENCE Poilclts ARE WOVEN THROUBHOUY TNl sTuUoY,  ThEY All
CONTAINED IN EACH n:vsLorhrnr FERIOD AS PART OF THC COWMON CORE AND AR
CONTATNED xu AOME OF THE SYSTEM WIDE 188ULH, ONLY THOSE POLIGIEH WH t
ESTANLISH THE FRAMEWORK FOR THE ART AND BCIENCE OF WAR APPEAR ON TWIE $PREA
SHEET,
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RECOMMENDED SYSTEM

!
DECISION MAKING AND ADVANCED CIVIL SCHO!

DEFINITION

POLICIES

|
1&2 THE AERB, CDEPOSED OF BRANCH: FUNCTIONAL AREA AND SKILL PROPOMENT, AR, 01y
, . - D ARMY SCIENCE BUARD REPRESENTATIVES, WILLI ur
ONCEPTUAL SKILLE NECESSARY TU ESTABLISH 0CA b 00
52??5,,@?:&"{§é¢ :r#br;%excns. DEVELOP ALTEHNATIVES, EVALUATE ALTERNATIVES, o? lgagrlrv WHECH UN11S, oaaAN:zArlons AND POSITIONS n? UIRE OFFICE v
CHOOSE AN ALTERRATIVE, IMPLEMINT, CONTROL, AND EYALUATE THE DECISION, :slnlesug; %§¥$ER§gAstﬁas. DOCTORATE OR TRAINING WITH [NDUSTRY) BA SEu DN QS
0 {
w 30 IDENTIFY FUTURE ACS REQUIREMENTy BY FI $TUDY, OR PARTICU
‘ ACADSHIC élsClPLINES WiTH ASSISTANCE FROM ﬁk?&uﬂ, THE XHMV SCIENCE boAau :3
AND AHMY RESEARCH INSTITUTE, al
00 ENSURE ALL AUTHORIZATIONS WITHIN VAL{DATED UNITS, ono»ulerluns. AND HE
SEPARATELY VAL IDATSD POSITIONS ARE CORRECTLY COUEL ARD GRADED, 60
0 [DENTIFY THONE PARTICULAR POSITIONS WHICH REQUIRE A YPECIFIC ACADEMIC cad
DISCIPLINE, ES
153 BAsED ok AFRB APPROVED RESULTS, MILPERCEN wiLL ESTABLISH nAsruus. 62 0
8 TORATE ; AND TRAINING wlvj NOUSTRY ouotés FOR ALL FULL=TIME PROGHAMS runcrlg
HIEF OF GHAPLAINS AND THE JUUGE ADVOCATE CENGRAL WILL ESTABLISH QUQTAS FoN FUNCTE
THE IR ﬂn&ucuus. FACTORS THAT WILL BE CONSIDERED AREI EXPERIY
0 BRANCH, FUNCTIONAL AREA AND AREA OF CONCENTRATLON HEQUIRUMENIS DY
QRADE, DEGREE LEVEL, FILLDS OF STUDY, AND WHERE REQUIRED. SPECIFIC 163 O
AGADEMIC D1SCIPLINE UTILYZA
00 CURRENT INVENTORY BY BRANCH, FUNGTIONAL AREA AREA OF CONCENTRATILN, FOLLOWI
GRADE, DEORZE LEVEL, FISLDS OF STUOY, ARD WHEHE REQUINED, SPECIFIC ni Sgﬁg
AE‘DE“tﬁnglggézﬁéNﬁ'nvs nv BRA cu FU CTIOiAL REA, AREA IT TIUN LPERG
L E : AREA) AREA LONCLI RATLY
AND F ELDS OF no MY REQYTREMENTS ( FXE) {64 QF
POL'C'ES 00 BARBORER (TRANS1T: HOLDING' AND STUDENT=THY AGCOUNT) AND' BUBGLY . siou.t
p
154  ANNUAI ACS FULL=TIME QUOTAS WiLu NOT EXCEED ESTABLISHEL THS LiWITS AND
F31 OLSPER DISTRIBUTE NON-PROMOIION RISK OFFICERS THRO u HO! T THE ARMY 50 AS MUDGE T, 16% o
10 PROVIDE BALANCED CELLS OFf QUALITY, (RO ARMY ACTIVITY WIkL WE DRSIGNATED Tu Houavuu
RECEIVE HIGHER OFFICER QUALITY THAN ANY o Hau 155  ANNUALLY, MILPERCEN WILL PUBLISH OFFICER GRAOUATE EDUCATION GOALY FOR QANS 2
00 ELIMINATE DESIGNATED YNIT D1STRIB E OFFICENS BY uaAo ANCHES» FUNCT{ONAL Aﬂtjs. AREAY OF CONCENTRATEON, AND .
00 ASSIGN QFPICERS FROM CAPTAIN rnnnuuu TEUTENANT COLONEL BASED URON EGREE LEVELS HE CUIEF OF CHAPLAINS, THE Jubal ADVOCATE GENERAL AND THE 16 G
?Hstn QUALIFLCATLON, ) unusou ENERAL WILL PUBLISH GOALS FOR' THE IR BRANCHEY THE \JT
00 MALKTAIN BALANCE BY PRCMOTION POTENTIAL ACROAS ALt MACOMS aND nsg(tiol
ACTIVITIES, 157 THE DGSPER WILL ESTABLISH POLIC\is ANR GRITURIA FOR TdE LDENTL FlCATlON oF
. COLLECKS AND UNIVERSITIES WHICH s RhOUlRLMENTS N $UPPOR 167 Ml
2 ODCSPER coNviNug ToO Enﬁgﬁ?IZE COHESION AND STABILITY) [MPLEMENT THE FULL=TIME srunv BROGRMMS, THIS glb ASS LGN
REGIMENTAL AND BATTALION CO INFTIATIVES, 8° e ER &pécﬁr?c“é%ﬁﬁﬂﬁzé? % TML EPAK\HkNI or Lug L %¢ Yo INCLOUE THROUGH
i !
F95 TRADOG RE INFORCY AN9 DEVELOP ?FFICER DECISION SKILLS AT ALL LEVELS UF THE E HES[§ OR HESEARCN PHOJhtr Rsuulkhntu 168 Wi
SCHOOLHOUSE AND THE UNIT/ORGANIZATION THROUGH FREQUENT USE OF SIMULTIO N UAL%TV OF THY ? DISTRIAL
EXPERIENTIAL EXERCISES AND SMALL GROUP MODALITIES. g étéf?Sls‘Sf%éf‘éuﬂfoSﬁ 33?32:“(3””#3?2Ea WROF 1ClENC LC 169 Ml
t ¥l OFICLE 3 {]
F96 ODCSPER DESIGN A PHASED PLAN THAT MAY ASSIST [N DEVELOPING AND USING 5) TULTION CosTs fhcits ASS GNME
PROFESSIONAL EXECUTIVE AB!LITV l\ rne ARMY, LONG TERM GOMPONENTY OF TH1S 00 THE NUMBER OF GOLLEGES AND UNIVERSTTIES MUST PROVIDE SUFFLCIENT
svaten snahtn. Ai A HINIMUM, DIVERSITY,
SISTED SELE- AssssthNT FOR PROFESSIONAL DEYELOPHMENT
PRDVIDE THE oFFlcEa PAOFILE OF KMUWLEDGE, SKILLS: VALUES, TEMPERAMENT 158 CGSC AND ALMC COUPERATIVE DEGREE PROGRAMS (COOP) wWiLl BE EXTEHDED TO A
éggﬁéHPEHBDNAL srusunxus AND WEAKNESSES) TD ASSIST IN OWH PROFESS'ONAL pnéb:gr ccngftryga“ [N ORDER TO ALLUW FOR ADUTTIONAL COURSEWORK ARL THES 19 OR
to S5 o At ety IDCEIHILATLONS. 1o BROVIDE-THE GERICER AWUPOATED | 159 MILPERCEN, Witi PROPONENT s MACON asslst
3 K v - ] AND ASG|STAN W TA !
PROFILE, A CHECK ON PROFESSIONAL GROWTH AND EVENTUALLY ASSIST iN JSTANCE . MILL ESTABLISH FILLUS OF

STRUCTURING A UDEVELOPMENT PROGRAM FOR FUTURE Aa!lONMCN

00 UPON GO SELECTION == EVALUATE AND COMPILE DATA TO E ILD AND FROVIUE
COMPLETED PROFILES (EXPERIENTIAL, DUTY PERFGRMANCE: PROFESEI HAL

STRENGTHS ) OF THE [NDIVIDUAL FOR POSSIBLE USE [N ASSTGNMENT AND SYSTEMAT|(
TRANSITION TRAINING PRIO® TO ASSIGRMENT,

180 ARMY FULL=TIME AND ARHY FUNDED ADVANCED ClVlL SCHODLING (ACS) PROGRAMI
WitL BE ?ESIGNED 10 MiEI AnMv REhUlREHhHYS AND UOALS,
00 THE 5COPE OF FYPANDEL BEYOND FUNCTIONAL REQUIREMERTS TV
ALS0 INCLUDE THE NEED pon OFFLCLR BROAD-BASED KNOWLEDQE ARD COGN,T]VE

SKILLS
00 kh&UlHkHENTS AND ODALS HlLL HE JASED ON CURRENT AND FUTURE UN|T,

ORGANlZATION OR POSITION N
TIFYING EDUCATLONAL IHSTITUTIONS

00 GAl x glL. K taTAﬂllSHFU FOR IDERTIFY
WHICH MEkT C UTHEMENTS AHD GDALS AHD ARMY EULL-TIME STUDENTY wiLL
UR IN A URIT, QHGANI2AT|ON OR

ATTEN nNLv ruo*e 1N'TIYUYl0Nu
oo ACS g ES WiLL SERVE A NURMAL 10
POSITION REOUIRIN INCREASED k“OHLhUQL AND SKILLS,
150 ArMY ADVANC. CIViL cnoonluo (AG5) REQUIKEMENTS WILL HBE BASED ON UNIT
ORGANIZATION AND POSTTION £CHELON, HEBSLON AND IHPACT OF WORK,

151 THE ARMY [CUCATION REQUIREMENTS BUARD </LRB) HILL IDENT[Fy REQUIREMENTS
BASED O wsAsunAnLr CRITERIA,  CRITERIA WILL ADD
00 LOGNITIVE AND KNOWLEDGE LEVELS REQUIRED lN HURK I‘NOUUCHI Al THE
Ecnckou ANR/OR MISSTON OF THE UNIT, DHGANIZATION OR PUSITIO
NUF LAY T [MPACT OF WOR<, ON THE HATION, 0D OR ARMY wltn REGARD 1)
UNL T, onnANIzArlun ot POSITION MIS3I0N,
Q0 DEGREE LEVL
00 FytuiRg HtLUB Ull DISCIPLINEYG CF 3TULY,

S’y?v WHICH SYPPOR HRANCHE&. FUNLEIUNAL AREAS . AREAS UF CONIENTNAIIUN AND

CER UNIVERSAL PROFIGIENCIES,  FOR SuCH FLELDS OF STUDY, THEY wlil ALSO

TRENTIEY SUPPORTING CORE COURSES FOR OPTIMUM MILITARY APPLIC Arluu

00 THIS [NFORMATION WILL OF PUALISHUD AND DISTHIBUTLE ARMY

00 OFF ICERS Pxnauxun GRADUATE DEGRELS JNHDER AND AHMY Full- TlHL PHObRAM
WILL STUDY AT ARMY RECOGNIZED COLLEGES ARD URLVERSITILS N FLELLS UF S Tuby
WHICH SUPPORT ARMY REQUIREMENTS, THE |NDIVIDUAL'S BRANCH, FUNCTIONAL AREA,
AREL OF CONCENTRATION. OR OFF (CER UNIYERSAL PROFICIENCIES! AND THDIVIDUAL
EDUCAYIONAL GOALS,
00 OFFICERS PURSUING GRADUATE DEGHEES UNUER THE ARMY lulTlon Abbl' ANCE
FRQQAAM MAY ATTENU FOR MULTIBIE GRADUATE DEGREES AT AWY LEVEL (MASTLHS UR
DOCTIRATE}.  STUDY WILL SUPPORT ARMY HEBULREMENTS AND |NDIVIDYAL
EDUCATIONAL GOALS,

150 To SUPPLENENT lesvxqa EuUCAr&gus:ﬁgunénan}ng ggagEﬁuu%hL }§¥czr|9 A\l
A
OEh‘ 59 Eggr SAM}xSFR ¥EABoﬂ°un LL ESTABLISH POLICIES AND QUILELINES WHIGH
ALLDH RoTc CADRE 10 SURSUE ON=CAMPUS EDUCATIGNAL ORPORTUNITIES,

161 MILPERCEN WILL SELECT OFFICERS FOR FULL-TIME AGS TO MEET GUUTAS uSIHG THE
FOLLOWING GRITERIAY
00 OFf tcsa HAS coanstFu CAPTAlN ttVEh BRANCH QUALIF1CATION, CXHEA
LEYEL CUMMAND, AS REQUIR CERS WHO WILL ATTEN
SUPPORT OF THETR BRANCH HAV. AS AVPROPNIATE. ATTEND OAC FOLLOWING cxvn
SCHOQL ING,
00 OFFICER HAS A MANNER OF PERFORMANCE NECESSARY FOH TRANSITION [0 FIELD
38‘” ‘“"éﬁ'cnu‘%é ACCEPTED AT AN AHMY RECOONIZED COLLEGE ANU UWIVERSITY
IN rM: REQUIKED FIELD GF STUDY OR ACADEMIC DIS. lPL%NE

m\,xpuuw "W" RISTET.
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D SYSTEM

CED CIVIL SCHOOLING (ACS)

IES

PCLICIES CONT.

. AREA AND SKILL PHOPONENT, AR,

Wb POSITIONS H?QUIHE OFF {CERS
TRATNING WITH [HUUSTRY) BASED ON

1 F STUbY, OK PARTICU
TR M SR A T
LDATED UNLTS . ORGANIZATIONS , 4N

nwy
dHICH REQUIRE A SPECIFIC ACADEMIC

EN wi tszuLh H HASTERS,

- FOR AL =TIME TRUGRAMS
ERAL HILL totAaLlsu OuuxAs "Fun
LRED AREY
CONCFNTRATION REQUIREMENTS BY
I WHERL KEQUINED, SPECIFIC

AL ARLA AREA OF CONCENTRATIUN,
10 WHERE REQUIRED,» SPECIFIC

xo AL AREA, AREA gr CONChNTRATlON
EQUIREMLNTS (F
NT THS ACCOUNT) AND BUUQLT.

ICEEL ESTABLISHED THS LIMITS Alb

iR GHADUATE ELJCATION GOALS FOR
"AS) ANEAS UF CONCENTRATION. AKU
JUDGL ADYOCATE GENERAL AND THL
1 BRANCHES

CRITEHIA FOR THE [OENTIFICATION OF
3 REQUIREMENTS IN SUPPORT OF

&LPARTHkNY or EDUCATION,
H HLET AHMY RlGU'RtHENTS 10 IRZLULE:
PUIREMINT

5/PROGRAMY
RSAL OFF1CER PROFICIENCIES

IES MUs1 PROVIDE SUFFICIENT

AHS LLOOP) Wilu BE U XTLHLED TU A
DUITLUNAL COURSEWORK ANMU TrEs!S OR

I5TANGE, WiLL USTABLISH FIELDS OF
A5, ARLAS OF CONCENTRAT! )% AND
1LLDS OF STUDY, THEY WiLi ALSO

M BILITARY APPLICATION,

WD NISTREBUTED ARMY-wipt .,

BHDER ARD ARMY FULL-T 1ML FROGRAM

pab UNIVEHLETIES BN FIELDY W STouy

DIVIDUAL 'S BRARCH, FURCTIONAL AREA.

5aL PROFECIENCEESE ANU THUIVIDUAL

DEOREES AT ANY LLVEL (MASTERS UR

ENULR Tne AuMy TUltion Assistanct
UIREMENTS AND 1NDIYIUUAL

kM5, Tue DCSPER HlLL 1~vesv1? 1
PROGRAMS SIMILAR .
1M POLICIES AND GUlUELlN[S WHICH

1ONAL LPPORTUNITIES,

L-TIML ACS 10 MSET QUOTAS USING THE
BRANCH QUALTE 'CATIOM, COMPANY
"ULCERy WHO WILL ATVEND ACS IN

141e, ATTERL QAT rOLLOWING ©ivie
NECE5SARY FOR TRANSITICk 1O FlELD

ECOGNIZED LOLLEGL wRU UREVERSITY
1¢ DESCLPLINE,

39 UPON GRADUATION, OFFIGER wilL IE AVAILABLE Y0.SERVE A NORMAL

uriL ZAYION TOUR WITHOUT DETRIMENT TO kilh CAREER PROGRESSIOR (RE-[NFORCE).
00 OFFICER CAN GOMPLETE THE DEGREE HEOUIREMEN?S WITHIN 19 MONTHS! OR TwWo
YEARS £OR DOCTLRATC, SELECTION dtLL BE WEIGHTED TO THOSE WHND CAN COMPLETE
DECREE REQUIREMENTS N LESS TIME KE‘FNFUR(E)»

00 OFE1CER VGREES [N WRITING TO A SERVICE OBLIGATION THREE TIMES TH

SCHOOL ING PELIOD, COMPUTED [N DAYS, 7O A MAXIMUY ?F. 1% YEARS CRE- lNFORCL)»
00 OFFICER HAV ATTEND FOR DOCTORATE, MASTERS OR W) LEYEL EDUCAT)O!
REO?:DIESS)OF SOURCE OF FUNDING FOR LOWER DEQGREE LEVELS (PUBLICIZE AND

RE -

00 THE IDEAL HlNyDH oF AYTEP gNCE FOR MAGVERS LEVEL EDUCATION Witi BE
CABTAINS BETWCEN /=9 YEARS AFCS) TIMING FOn DOCTORAL ATTENDANCE WilL BE

ESTABLISHED BASED ON FORCE STRUCTURE REQUIREMENTS,

162 orrlcens SELECTED FOR FULL TIME ACS WILL ATTEND AN APPROPHIATE HlLlTARY
FUNCTJONM, COURSE IN SUPPLRY OF THE DFSJGNATED AREA OF CONCENTRATION OR
FURCTIONAL ATEA PRIOR TO ACS IF THE oFr ICER LACKS SUFFICIFNY xuowuiuui ]
EXPERIERCE 1N THL AREA,
163 OFFICERS WHO ATTEND ACS UNDER ANY ARMY FULL~TIME PROGRAM WiLL SERVE A
UTIL1ZATION YOUR IN A VALID TED UN\T. ORGANLZAT LA OF POSITION IHMEDIATELY
FOL-.OWING SCHOOL INU OR FOLLCW-ON MILITARY SCHOOLING, l:létnﬁlébééArlon Y
+

BRCBERERE G0, i ESone S Enfromt i v Siues'y

164 QFFECERS WHO OBTAIN ACS THROUGH OFF“DUTY STUDY QR PRIOR 10 cunnlssxouxuu
SHOULD BE UTHLIZED To THE MAXIMUM EXTENT POSSIBLE TO SAT!SFY VALIDAT
REQUIREMENTS (REINFORCE) .,

165 OFFICERS MUST BE ASSIGHED WiTHIN THE OFF1
HOWEVER. FIELDS OF STUDY OK SPECIFIC ACADEMIC

8 t XbigA'IDN SYSTEM)
ORGANIZATION OR POSITION MUST ALSO BE CONSIDERE

V]

S

L
P OF THE URIT,
exu ORCE)

1

G

sC

(

RiTS AND ORGANIZATIONS HAVE
REGARNLESS OF SOURCE) TO ANY

ER C
1sct
0 (R

165 COMMANDERS AND GIRECTORS OF AGRB VALIDATE
THE AUTHOR ) TY YO ASSICGN THEER DFF ICERS WITH AL
POSITION TO MEL T THE COMMAKD'S MISSIUN,

167 MILPCRCEN WiLL ESTABLISH PEOCEDURES TO ENSURE THAT OFr [GERS Wiin ACS ARE
ASSIGNED TO VALIDATED UNITS, GRGANEZATIONS C. POSITIONS A1 APFRUPRIATE TIMES
THROUGHOUT *HE THDIVIONAL'S CAREER (RELNFORCE),

168 WHEN VALIDATED REQUIREMENTS EXCEED IMVENTORY, THE DCSPER wiLe ESTABLISH A
WISTRIBUTION PLAN,

169 MILPERCEN 15 HESPONSIBLE £OR ESTABLISHING PROCLUURES TO ENSURE THAY
ASSIGHMENT AND UTILIZATION POLICIES ARE FOLLOWED (REINFORCE),

ul
(
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0 Compon L num 18 DEFINED A3 DOCTRINAL TERMS (JCS Pua 1. ARNY DICTIONARY, - ISC DOCTRINE, STANDARDIZED TCRNS AND N!S OF REFERENCE TO GUPPORT A COMMON
PH'de 70,1 AUD PROCESILE SUCH AS TAL ERTINATE OF THE SITUATION, OPCRATIONS ' JHARER OPERALIONAL LANGUAGE WILL CONT TLADE TG BC DEVELGRED AND AEFINED'bY
pifh i dth . ot K e 1C R EE iR
o
. 00 EMPHABTZE THE DEVELOPMENT OF CONMON FRAMES OF REFERENGE AND SHARED
THOROUSH UNDERBTANDING OF ACTION AND ORDERS 8Y ALL CONCEANED. OPCAATIONAL LANGUARE AT EACH LEVEL THROUGHOUT FORMAL DEVELOPMENT SYSTEMS,
8xpHséis‘u}‘;%#'ﬁ"én"ﬁﬁiﬁi'%S"AcF!Jd“éﬁ’z‘:ﬁx?g""é'd:?h‘é“"“’?‘%‘.‘.? ART AND 00 EMPHASTZE COMMON UNDERSTANDING AND USE OF ESTIMATES OF THE STTUATION,
SCIENCE OF WARs 1N DOTNG $6 HE RELIES Ok A SROAD BASE OF PROFICIENCICS. OPERATIONAL PLANS AND OROERS, AND ACTION=ORIENTED OPERATIONAL TERWS AND
KNOWLELGE AND EXPERTISE, THE ULTINATE GOAL I8 TO ALLOW THEL COMMANDER TO GRAPHICS THAT FNABLE THE COHMANOER TO CLEARLY AND QUICKLY EXPRESS HIS INTENT,
EKPRESS KIS INTENT IN CLEAR TERWS TO ACHIEVE VICTORY IN MATTLE. COMMOK SUARED OPERATIONAL LANOUAGE WILL BE INTEGRATED WITH THE JOINT

00
OPERATION PLANNING AND EXECUTION SYSTEM T0 FACILITATE JOINT ORERATIONS.

00 PROFIGYENCY TESTING IN THE ART AND SCIENCE OF WAR WILL BE DONE IN
TERHS OF THE COMMON SHARCD CPERATIONAL LANBUAGE.

194 New TOOLS WILL Bt DEVELOPED $O EXPLOIT THE usg OF LATEST TECHNOLOGY IN
AUTOMATED SYSTEM3 TO ENHANCE CONMUNICATIONS ANO DECISIONWAKING IN TERMS OF A
CONHON SHARED OPERATIONAL LANAUADE.

DISCUSSION

THE AIME OF THE GCOMHON SHARED OPERATIONAL LANGUA

COMMANDERS TO ESTADLISH THE HHHON CONTEXT AND ' U N "PRO?‘M"H["ARI(E“CEDA“A;. '12

GOMMUNICATE THEIN INTENT IN GL! CONCISE TERM TO ALL CONCERNED 80 THAT
OF
N

NCER
SUNIMNHE UNTTS AND INDIVIDUALS WILL KNOW AND UNDERSTAND THE CONCEPY
PERATION, ADJUST TO MAPIDLY CNA“BING $ITUA
TN! ARSTREE OF FURTHER INSTRUCTIONY, TRONS AND cONTINUC PRoAcTIVELY 3
THE MAJOR THRUSTS TO ACCOMPLISH THIS AIH ARE:
O COORDINATE DOCTRENE/TEMMB/FRANCS OF REFERENCE ANONO BERVICE $CHooL s,

0 EMPHASIIL BASIC EOUCATION SKILLS € 1
FOUNDATION FOR EFFECTIVE COMMUNICATION, ONPETENCY TC AGHIEVE A rmk

© ENBURE CONSISTENGY WITH JOINT AND COMDINED OPERATIONAL LANGUABE.
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DED SYSTEM F
SERATIONAL LANGUAGE
CIES "POLICIES CONT.

TAMES OF REFERENCE TD SUPPORT A CONMOM
JE 70 8 DEVELOPED AND REFINED 8Y

THIN FRANES OF REFERENCE AND SHARED
JBHOUT FORMAL DEVELOPMENT SYSTEMS,

(ND USE OF ESTIMATES OF THE SITUATION,
(-ORIENTED OPERATIONAL TERMS AND
CEARLY AND QUICKLY EXPRESS HIS INTENT.

\OE WILL BE INTEGRATED WITH THE JOINT
TO FACILITATE JOINT OPERATIONS,

\ND SCIENCE OF WAR WILL BE DONE IN
.ANGUAGE,

.O1T THE USL OF LATEST TECHKOLOGY IN
LONS AND ISIDNHA ING IN TERMS OF A

)
i
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c 0 FCCEPTS PRINARY PROFESSIONAL 0 DZVELOP AND IMPLEMENT A PROGRAM TD D) SUSPORT, EHOFESSONAL SELF-UEVELOPHENT
;?5:{§2§E§§ =¥s=g§g?a§f§¥v’¥81=§u GROW IN HIND, BODY AND SPIRIT 10 ;Nnoggngg{nggu OFSICER'S CAniaaE !(D gsgﬁgénz?zggg>A' ALL LEVELS 1N
MEET HIS/HER INDIVIOUAL POTERTIAL BYEEORTING TNDIVIDUAL SELF DR URLOPHERT 1A UNITS a0 OrarRT2kEYBRS "™ oucsper

DISCUSSION

91 EFQEEBSEQEA& Dg;ﬁ;ggn§¥r
SEVEL UBLISH PROFESSTONAL DEVELGPHEN1 PUBLICATIONCS) WHICH uESCRlIh THE
FUNDAMENTAL PRINCIPLLS AND POLICIES AND OUTLINE THE ResPonsxaleTé g
igg;g;nya*Ygﬁgxctn AND THE SYSTEM FOR PHOFESS!ONAL DEVELOPHENT,  {{DC PE
0 DEVELOP AND PUBLISH A PROFESSIONAL DEVELOPMENT ROAUMAP (PD ROAUMAP) WHICH
YSE#&?‘?oP#Se ESCRIBES THE OFF [CER PROFESSIONAL DEVELOPMENT SvsTem, (OUCSPER
0 DETERHINE WHICH PROFESSIONAL PUBLICAT™" N ACDITION TO THE PROFESSIONAL
DEVELOPHENI BERlODlCA?; ylLL BE FORWA! . CH QFFICER AT ND COST TO THE
OFFICER, (ODCSPER 10FY8/) )
[ nsvchgv AND PUBLISH & PROFESSIONAL DEVELOFMENT PER(UD!CAL (“THE ARM
OFFICER™) WHICH WILL BE MAILED TO EACH INDIVIOUAL OFF ICER, THIS NILL INCLUDt
SECTIONS WHICH ARPLY TO THE BRANCH AND FUNCTIGMAL AREA oF EACH oF l i
ADDITION TO HEWS AND POLICIES WHICH APPLY TO ALL QFF IC . 1cv
CHANGES » BOARD DATfS QND ZONES OF UONSIDERATION, CHANGES IR THE cannun
CORE"). (ODCSPER 1QFY8B)
0 DEVELOP AND PUBLISH A PROFESSIONAL DEVELOPMENT NOTEGODK (PD HOTEBOIK) FOR
UiE BY EACH RFEICER. Tyxs NUTEBOOX WILL INCLUDE THE FOLLOWING SECTIONS AS A
MINTHUM:  (TRADOC “QFYS/)

1, INDEX FOR USE BY EACH OFFICER WHICH WlLL REFERENCE PHOFESSIONAL

DEVELOPMENT nvonAv, PROFESSIONAL UEVELOPHENT PENIODICAL LND ANY utNER

PUBLICATIONS, REFEHENCES OR POLICIES THE OFFJCER HEQUIRES TO ASSISY IN

. H1S PERSONAL MANAGEMENT ANG ASSESSMENT OF HiS CAREER DEVELOPHENT PROGHAM
2. A SECTION FOR SELF-ASSESSMENT,
A IES IS LG ek e .
' k [}

J93 L1, 5) SYSTEMS

o TRADOC COMPLETﬁ REVIEW OF OFF3CER AN ENLISTED THAINING PUBLICATIONS (E.G.,
MaS anp SoLoteas A 163
Nungaxlgq SYSTEM AND CONt sNr rR

ESTABLISH PROCEDURE 3 INSURE COHMON SKILLS AND TASKS ARE TAUGHT [N A UNIFORM
MANNER. (TRADOC 7QFYBS8)

9 TRADOC, 1N CONJUNCTION WITH THE RV :w AND UEVELO MENT OF MQS COMMON TASKS,
lusun: LINKAGE “AND COMPA'lI] 1Ty WITH ns DEVELOPMENT OF cunnoﬁscags“Sﬁthéf
ynu EDUE AND PROFICIENCIES YHROUbH E@cv PuorEfT ORAL DEVELOPMENT 1.EVEL CANNEX
L.a. VERTICAL LlNKAGE BE .k COMMUN_TASKS DEVELOPMENT AL
CAPABILITY WITH OAC AND CDRE DEVELOPMERT), (TRADOC 20rYd6?

0BC CoM
?TRIBQEO?QPEX oP A SIANDARDKZED rsnrlrchrlon PROCESS FOR EACH MQS LEVEL,
o

DEVE

MATERIALS EXPLAI

0R06 lZAYl Ns. ?*Hg 6E

PUIthAYIONS. (TRA QFYBS-UGFY
& BROGEED ¥|TH THE Lol 5?:“5?52[25&%?%&‘“3;‘ms I““Emﬁb& Sarva;
EED WiTH rue Tss1luaasxsnnxuu AND IMPLEMENTATION OF MQS Il ?%RADOC
g DE;ELOP MQS vOR FIELD GRADES CMOS 1V Fom O4's AND MGS V Fom 05'S). (TRADOC
SERVE COMFONENT MQS WILL FOCUS PRIM F I
HUIIL!ZAT[ON DUTY POSITIONS, ?RX !{Qé¢ébv O FUNCTIQUAL REQUIREHENTS oF
- PO TR Sy hu.’u e B e

NUAL OF COHHON oévgasTaFeéRngE FORMAT, TASK

C COMPLETE REVIEW OFF AND ENLISTED [HSTITUTIONAL TRAINING At

LOP AND IMPLEMENY STANDARD BLOCK OF IK3TRUCTION AND SUPPORTIRG
STEM FOR USE [N THE SEKVICE SCHOCLS, UNITS AND

ARTICLES EXPLA!HINQ MQS SYSTEM FOR USE IN ALL PROFESSIONAL

IllIIlIlllI Illll IIIIII-IIIP nue

it o e P S




AMENDED SYSTEM
* DEVELOPMENT

POLICIES

POLICIES CONT.

A PROCRAM TQ §!l0NAL SELF-DEVELOPMENY
REER, (O
a AT ALL_LEVELS 1IN

5 CAl
§
£opHaNRES ORaART2ATIoNS ' CODCSPER

AF~DEVELOPME

LN
‘g%TEnAL DEVELOPMENT PUBLICATIONSS)
b POLICIES AND OUTLINE THE RESPONS! réss OF THE
HE SYSTEM FOR PROFESSIONAL DEVELOPME DCSPER

| PROFESSIONAL DEVELOPMENT ROADMAP (PD ROADHAP) KicH
ME OFFICER PROFE3SICNAL DEVEV,OPMENT SYSTEM, (QDCSPER

SSTOMAL PUBLICATIONS, IN ADUITION 10 THE PROFESS[UNAL
ILL Bt FORWARDED TO EACH OFFICER AT NO COST TO THE

i)

UPROFESSIONAL DEVEL. LENT PERIODICAL_(*THE ARMY
HALLED TO EAGH IND|/IDUAL OFFICER, THIS RlLL INCLUDE
THE BRANCH AND FUNCTIDNM. AREA oF EACH OF l ER IN
JCLED WHICH APPLY ALL OFFICERS I ICY
lI)Ll)l‘lhs oF CONSIL\ERATION: CHANGES IN THe CGHMOH

\ PROFESSTONAL DEVELOPHENT NOTEBOOK (PD NOTEBOOK) FOH
118 NOTEBOOK WILL INCLUDE THE FOLLUWING SECTIONS AS A

N EACH OFFICER WHICH WILL REFERENCE PROFESS]ONAL

1, PROFESSIONAL DEVELOPMENT PERIOGDICAL ANu ANV OTHER
IENCES OR POLICIES THE OFF ICER REQUIRES TO ASSIST IN
NCRT AND ASSESSMENT OF WIS GAREEK DEV&LOPHENT Pnounan
(ELE~ASSESSMENT

ILF=CERTIF 1CATION OF MQS TASKS.

(GHMENTS BY RATERS AN MENTORS,
TJON_STAUDARYS E 35) 3 YSTEN!
W 0F OFFICER AND ENLISTED TnAlH ‘NG PUBLICATIONS (E.G.»

uw?‘.’“"?mlBB *Jofigat]abyagy! e FouAL, Tk

W OF OFF|CER AND ENLISTED XNSHYUHONAL TRAININO Y
INSURE COMMON SKILLS AND TASKS ARE TAUGHT [N A UNIFORM

?H DESCRIBE THE

TH THE REVIEW AND DEVELOPMENT OF M N
{Llr Gt RVEY BN DERRERT & cgnn e conhg‘l
S, uRouSH, EACH PROFETY ONAL DevaLo T LEVEL
_BE TWEEN MOS {1 TASKS DEVELUPME
"~ CoMMOH_ CORE UEVELOFMENT \ (T ADOC 20rY86)

JLTZED CERTIFICATION PHOCESS FOH EACH HGS LEVEL.,

TANDARD BLOCK OF [NSTRUCTION AND SUPPORTING
?SSHSYEH FOR USE IN THE SERVICE SCHOOLS, UNITS AND

Yéyu gns évswzn FOR USE IN ALL PROFESSIONAL
PLEMENTATION OF MQS I, RAD 6

40/ IMPLEMENTATION OF MQS I OQTRSQXQ a?FYB?%

6/F 1ELDING AND [MPLEMENTATION OF RADOC

RADES (MQS IV FOR OU'S AND MOS V FOR U5's), (TRADOC
, -
QEL ?RXSO {Q£555¥ QN FUNCTIONAL REQUIRMENTS OF

T
L
{
N
L

- [ VP

v - ) A Bt L e e b s o s w18
7

'

Kl

A

: J
)

;

{

!

i

¥

§

I

1

i

R

!

i

i

f

|

:

i

3

}

\9{
' 1 :
[ */ !

I
i,
4 I
T
¢

4 .( !
y

1
(5.

} N b

; ‘_i.‘: -~

| 3 ﬁ

——————

Vi e e
N




r.'u;r Hoyers s o

|

RECOMMENDED SYSTEM
MENTOR

DEFINITION

POLICIES

' VOLVED IN DEVELOPING (EDUCATING, SOCIALIZING, AND TRAINING) AN
?N ? ﬁMI.NI(Y,LlElN(Ii A ROLE MOREL:. A Y!ACHH’!: A CUACH, Aﬁ ADV1SDR, AND A GUIDE,

DISCUSSION

ﬂ NCLUDE novmoul ON OERS (INCLUDING "ACADEMIC EFFICLENCY REPORTS
RS) FOR MANDATORY COMMENTS ON PERFORMANCE AS A MENTOR AND ON POTENTIAL FOR
SCHOOL INSTRUCTOR,”

082 ADD INSTRUCTIONS TO PROMOTION BOARDS THA‘I STRESS PERFORMANCE A3 MENTORS,
FACULTY MENTORS, AND/OR INSTRUCTORS.

083 |NSURE THAT SCHOOL INSTRUCTION AT EACH LEVEL PROVIDES PRONRESSIVE
TRAINING IN BEING A MENTOR,

084 COMMIT TN A LONG-TERM "SCHOOLHOUSE* STRATEGY WHICH!

0 ESTABLISHES THE POSITION OF FACULTY MENTORS (TEACHER: COACH/, ROLE
MODEL ., SMALL STUDENT GROLP LEADERS. DOCTRINE WRITER. COURSE DEVELOPER),

0 MODIFIES STAFFING GUIDES TO ACCOMMODATE THE BROADENED ROLE OF THK
PACULTY MENTOR,

0 DEVELOPS A Ple BLAN WHICH GHADUALLY TRANSITIONS CURRENT 0AC EACULTY

FROM MODEL 3ASK umux ﬁ mucm STAFFING STANDARDS YO ONE WITH
FULL=TIME ucum nmou w lc ONLY ONE SMALL STUDENT GROUP AT ANY
TIME) IN ADMTION r crn mua AND COURSE DEVEL

nmonummu. E mmun APPL ICATIUN, THOROUGHLY TEST
EFFECTIVENES ru.or OA WITH REVISCD FACULTY ROLE,

0 REVIEWS ALLOCATION OF OEFICERS TO SERVICE SCHOOLS INSURING APPROPRIATE
SENIORITY FOR A "MENTORING” FACULTY:

00 YRADOC COMMANDER AEVIEWS mail SCHOOL AUTHORIZATIONS FOR
EXPRRIENCE LIVEL AND REPORTS TO ON RECOMMENDED UPGRADES,

00 SEEX CONGRESSIONAL APPROVAL FOR INCREASED AUTHORIZATION,

OHS DeriNE THE FACULTY MENTOR'S ROLE AS TEACHER/COACH/ROLE MODEL/
GUIDE/DDCTMN! WRITER AND COURSE DEVELOPER,

086 AL oW THE TRADgg COMMANDER AND_COMMANNER, AWC TO CREATE A VERY L l n' b
239372: !&’.ég{‘é%” ) OF EXTENDED TOLR SENJOR FACULTY MENTOR. FOSITIONS AT

087 INSURE THAT SCHOOLS PROVIDE TECHNICAL/EXPERT ASSISTANCE IN THEIR
SPECIALTY AREAS TD UNITS WORLDWIDE.

0BE8 INSUWE INSTRUCTION/DISCUSSION OF ARMY VALUES IS INTEGRATED WITH MENTORING
IN THE SCHOOLHOUSE,

0% REQUIRE PROPER USE OF (ER SUPPORT FORM AS THE BEGINNING POINT OF OFFIGER
COACHING .

080 INSURE THAT ALL OFFICERS POSSESS THE FOLLOWING MINIMUM SKILLS AND
KNOWLEDGE !

00 CMI)

OR OFFICER CANDIDATES UNDER!HND AND CAN APPLY PASIC
COMMUN

ETS
CATION AND TEAM BUILDING SKILLS
s1C

EASIC MILITARY, TEAM BU'LDING, AND COMMUNICATIONS SKILL5 APBROPRIATE
'I'D H1I8 OR HER IIANCH PRIOR 1O ENTERING DEVELOPMENT PERIOD CAPTAIN,

00 ABLE rO HOLD SMALL UNITS OR OIOAM!NA(E)NI TOG!TNEB AND KEEP THEM
FOCUSED ON THE MISSION PRIOR TO ENTERING DEVELOPMENT PERIOD CAPTAIN,

E TO MAINTAIN ORDER, 0\0‘“!2”’60;‘ AND MISSION FOCUS AT COMPANY
LEVEL ln‘DIGANIZA IONS W ) PRIOR TO ENTERING DEVELOPMENT
PtrioD JOR AND LIEUTENANT COLONEL .
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AENDED SYSTEM
AENTOR

>OLICIES

POLICIES CONT.

15 (INCLUDINA 'ACAD!MIL EFEICIE N ! OR
ON PERFORMANCE AS A MENTOR AND OTENT! L FCR

JTION BOARDY THAT S''RESS PERPORMANCE AS MENTORS,
JCTORS .
UCTION AT EACH LEVEL PROVIDES PROGRESSIVE

CHOOLHOUSE" STRATEGY WHICH!

UN OF EACULTY MENTORS (TEACHER, COACH, R
P LEADERS, DOCTRINE WRITER, COURSE DEVELOPEN)»

€S TO ACCOMMODATE THE BROADENED ROLE OF THE

WHICH GRADUALLY TRANSITIONS CURRENT OAC FACHLTY
NI INSTRUCTOR STAFFING STANDARDS TO ONE WITH
WHICH TEACH ONLY ONE mu. STUDENT onoul- AT ANY
RINE WRITING AND COURSE DEVEL
(T.O WIDESPREAD APPLICATION, THOROUGHLY TEST
¢ WITH REVIBED FACULTY ROLE.
tcl

BEF ERS_TO SERVICE SCHOOLS INSURING APPROPRIATE
FACILTY.

REVIEWS BERYVICE SCHOOL AUTHORIZATIONS FOR
REPORTY TO CSA ON RECOMMENDED UPGRADES,
AL APPROVAL FOR INGREABED ALITHORIZATION,

R'S ROLE A8 TEACHER/COACH/ROLE MODEL/
RSE DEVELOPER,

ER AND COMMANDER, AWC TO CREATC A VERY LIMITED
ENDED TOUR SENIOR FACULTY MENTOR. POSITIONS AT

IDE TECHNICAL/EXPERT ASSISTANCE (N THEIR

OWIDE .

SSION OF ARMY VALUES (8 INTEGRATED WITH MENTORING

R SUPPORT FORM AS THE BEGINNING POINT OF ORFICER

POSSESS THE FOLLOWING MINIMUM SKILLE AND

DIDATES UNDERSTAND AND CAN APPLY BASIC

iLDING SKILLS,

BUILDING, AND 80 UNICATIONS SKILLS APPROPRIATE
R 7O ENTERING DEVELOPMENT PERIOD CAPTAIN,

179 OR ORGANIZATIQNS TOOETMEB AND KEEP THEM

TOR TO ENTERING DEVELOPMENT PER1OD CAPTAIN,

LD OROANIZA%O;‘ AND MISSTON FOCUS AT COMPANY
?E:E: 8) PRIOR TO ENTERING DEVELOPMENT
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RECOMMENDED SYSTEM
COMMON CORE

POLICIES

LS, ATTRIBUTES, ENQWLEDGE AND PROFICIENCIES, MASED ON
LES OF OFFIGER PROFESSTONAL AND LEADERSHIF LEVELOPHENT,
L OLEVELY OF PROFESSIONAL DEVELOPMENT., THE COMMON GORC
S:’ES{%’?%“!G‘ DEVELUPMENT QUIDE FOR WHAT HE WUST B,

2=

DISCUSSION

gtg!gyanhaa~88r INITITUTION OF FUNDAMENTAL PRINCIPLES

RATEE CONHON CORE CURRICULUN IN BCHOOL $YBTEM
IDES CONTINUITY VERTICALLY AND HORIZONTALLY UlTNi 1
ORTED OY SELF-DEVELOPNENT AND INDIVIOUAL Alllllﬂlzt.ﬁxggktalr "

W

ELOP/DEFINE CONTENTS OF COMMON CORF IDENTIFYING THOSL ATTRIBUTES,
« KNOWLEDOE AND PROFICIENCTES WHICK PROVIDE FOR WHAT AN OFFICER HUST BE,
D KNOW AND SHOULD BE ABLE TO 00 ACROSS ALL DEVELOPMENT LEVELS (TRADOC,

00 DESTGN COMMON CORE S50 THAT IT INCORPORATES THE FUNDAMLNTAL PRINCIALES
OF OFFICER PROFESSIONAL DEVELOPHMENT, COHPONENTS OF THE UOMMON CORc WILL
INCLUDE A8 A HINTMUH:

~PROFEESTONAL VALUES -WirRioR SPiRit
-Lcnn:nauxrlﬂ:urnnxue “ART AND SCIENCE i HAR
-RROAD OENERAL KNOWLEDGE ~ACTION ORIENTED THOUGHT PROCESS

(TRADDC, HOFYQD)

gn DETLRMINE WHICH CLEMERTS OF THE COMMON CORE WILL BE PART OF THE
ONHON CORE CURRICULUN TR {u: SCHOOLHOUSE AND WHICH Will BE PART OF THE
SELF-DIVELOPHENT PROGRAM (TRADOC, 1QFYB9}.

00 DETEKMINE WHICK ELEMENTS OF THE CoMMON CORE $MOULD BE INCORPORATED
INTO THE tNOTVTOUAL ASSEMSMENT PROOKAM (TRADOC, 1QUFYBY)

Fa SERTA T SRR SEEMIRHE, Mool e o sevow v o

U0 DESIONATE A RESPONSIBLE STAFF AGENCY TO _COORDINATE THE INPLENFNTATION
0f THE COMMON CORE INFO THE BOHOOL SYSTEH (!RRDOC. 10§Y89§.

no  TASK RESPONSIBLE AGENC: tgu??cl:on gonngnugggg Poézsogﬁqggggggéo
SCHNOL SYRTEM TO CNEURE LCONTIN 3 b

AT RN H B S TR et

00 DETERMINE BEST METHOD OF PRESENTING THE COMMUN CORE =MODULAR
THTEGRATED OR COMBINATION OF hOTH--ARD ENSURE THAT THE GOMHON GOl

1
RE 1
PRESENTED UNIF FOR EACH COURSE LEVFL AND 18 COORDINATED BETWEEN
COURSE LEVELS ??Riﬁoc. laévﬂﬂs. :

on  TASK REBPONSTBLE AGENCY TO MONITOR KELATIONSKIP OF ‘SUHUDLHOU
f5}§335VELDPHEN1 COMNON CORE RFOUIRFMENTS TO ENSURE CONTIMVETY {
o,

§t AND
TRALUC,

00 TASK RESPONSIBLE AGENCY 10 DEVELOP AKD PUBLISW METHOD 8Y UMICH A
CORHON CDRB COMPONENT CAN HE ADDED OR DELETED FROM THE COMNON GORE
{TRADOC, 10FY90},

NCORPO COMMON CORE CONCEPT [N A PROFESSIONAL DEVELOPMENT ROADHAP
?g '2ovtbt :‘5§6n! FOR WHAT AN OFFICER MUIT BE. SHOULD KNOW AND SHOULD BE
ARLE TO 00 (TR

0C, 10FY9D).
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POLICIES CONT.

TFYING THOSE ATTRIBYTES,
DE FGR WHAT AN orrxcr? nu81 BE,
BEVELOPRENT LEVELS (TRADOC,

ATES THE FUNDAMENTAL PRINGIPLES
ONENTS OF THE COMMON COREL WILL

SPIRtY
SCIENCE ?r WAR
ORICHTED THOUGHT PRoCESS

| CORE WELL BE PART OF THE
AND WHICH WILL BE PART OF THL

| CORE $HOULD BE INCORPORATEOD
tADOC, 1GFY89),

JYELS OF SCHOQLING FROM

10 COORDINATE THE IMPLEMENTATION
BrERNEs Lk vasy,

s o toLs i
IRXDOC. fOF 87&

AE COMMON GORE<=NOLULAR,
SURE THAT THE COMMON GORE £§
AKD IS COORDINATED BETWEELN

T
NG

LATIONSHIP OF SCHODLHOUSE AND
10 CNSURE CONTIKUITY (TRADOC,

b PUBLIBH NETHOD BV WHICH A
E1:0 FROM THE COMMON CORE

PROFESSJONAL DEVELOPBENT ROADMAP
81 BE, $HOULD KNOW AND SHOULD BE
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NDED SYSTEM

\ND TRAINING METHODS |

LICIES

POLICIES CONT.

]
N AND TRAINING METHODY

§ ELECTRONIC TECHNOLOGIES)
POLJCIES

HE_ THTROBUGTION ANL U3
{GCBI) TECHNOLOGIES, A%
HILITARY BCHOOLS, INITIALL
OR USE BY INDIVIDUAL OFFICER
0O0L SEYTING FIRST IM ORDEW 10!
AL ADVANTAOLS OF EMCRGING TEAHNOLOGIES,

ITH ROUTINE UBK OF ELECTRONIC TECHNOLOGYES,

N MAKING BKILLS WHICH CARRY OVER INTO

oFr CoMPUTEM=
INDICATED FOR
\ }HEN INFO
S. THE AIN T8

—C—

ON AND THE
AIN OF INCRE
SUED UF COHBAT,

NG A NEW CCP
. AND LOCATIN

am
F
=
=
-
e
—-—
=1
—m
=5
-~
-
(]
=
=
et
~o

T m e BraEOO—4r D B

A X O M > EE

APPROPRIATE, FROH THE NTUDY
DIRCCTORATE AND TTA ARE MOST
BASED PRIMARILY ON THCL
S THERE. HOST ~ POTENTIALLY USEFUL
HANCE OFFICER DICIEION MAKING UNDER STNESS
TAL INTELLIBENCE = EXPERT SYSTEMS,

Hl RVICE $CHOOLS AAE THE PLACE WHERE NEW

ls(:‘ P:XOI T0 DECISIONB TO EXPAND TG OTHER
I8 AND IDEAL PANTNEN IN THIS DEVELOPMEINT

ocus 1 R Ly DUCAT!?H t

Cro 15 AL

OF THE CCH

ECOMMENDATION, 18
THE

10N ucnnnvotlo ;‘«?"3?5%.":’:«:"’»‘3&'1::73& ron

THENTS 18 PROVID

AF‘?‘?' l‘l’t%u OVERLAP  WITH PARALLEL  COMPUTER
' '

£72 1/SP
AUONENT ODCSOPS, TRAINING WITH CKE OFFICER SPACE TO MONITOR THE ccai EXPANSION
Fagﬁmn AdD EFFECT THE NECEBBAAY COORDINATION WITH OACSIM AND OCSA (US Amwy

b
73 SIISP
§a3‘5' ?ﬁ?% S A R

3 # THE HR Ns OF
A, AN T S i Bt it
AUTHORITY TO PURCHASE "AUOTO-VIBUALY TYRT xrmcuunu i 168~5. RENTLY, - PURRUE
E74 8/5P
A, ot T LA S RTINS el
W ‘ !
CONPUTER TECHNOLDOY IK THE HOME muuu. ' e b TANILY. HehotRs of
{R) DIscusuloNs THE WIDESPREAD UBE OF GOMPUTERS IN THE WOME IS LIK 1
ALTER WORK MABITS AND SCHEDULES. A CONCERTED CFFORT ERHOULD 8E IHA‘DLKV 78
RESPONAIALY ADEORS THE INPACT OF COBL WHIGH INDIVIOU/LE WILL CXPERIENCE 1IN
80TH THE NORK AND THE HOME SC!TINGS.
4 S‘SF’
TATLonEs 1o Moy ToE e ANy e At TeY VR CpueTIon T Rostang
TELLIGLN

EDUCATIANAL SYSTEMY, r 1o
() DISPERBE THESE ASSETS 10 OACSIM D .0, T0 THE CCBI L4
G DT RASE e ethhon THrorgre s TRADIC tL.0. € GBI DratcromTEds
(5) DISCUSSTON: _ THIS POLICY IS STRONOLY BUPPORTED BY THE OPMS STuoy Group's
AECOMMENDATION 7 conuntz ADVANGED " CIVIL  SCHOOLING REQUIREMENTS FOA
ANTICIPATED FUTURE NIEDS,  CONSIUKRATION SHOULD ALSO 6E GIVEN TO A PARALLSL
CIVILLAN CARCER PROGRAM,
7 %ISP
(1 TRECT DCSPER To TASK THE ARMY RESTARCH INBTITUTE TO VAWIDATE THU PDOS
ANALYSIS WITH ACGARDS TO THE MATCH OF CCBI NYSTEME TO VARIED TYYPE$ OF
KNGMLEDOE/DKILL FROFICIENCIES,

ROVIDE THE FINDYNOL 1Q ODGSOPS, TRAININGe OACSIM AND TRADOC (aNp To THE
{361 ORRIRERTHE WP Ve, ' ! ’

—~ o
o

:s{ INI‘SCP' THE CHILF 37 ENGINEENS TO TARK AND FUND THE COWPS OF ENGINCERS
C3LARCH LAPORATORY (CERL) 10 :vuu&n THE MOST COST EFFECTIVE WAYS TO APRLY
CONPUTER onnun:cén‘ouu ABED  INSTRUCTION  TECHNOLNGIES  AND  IDENTIFY
APPLICATIONS OF GCBL 70 OTJHER POPULATIONS (€.0,+ ENLISTED SOLDIERS OR
CIVILIANG) AND MIS¥ION ARKAS (£.G.. ARMY CONTINUCD EDUCATION PROGRAM).

PROVINE THE FINDINUS 10 QDCSOPS. TRAINING TRADOC TRAINING TECHNOLOGY
mncv (ﬁ&). im RAINING %u"om Jumn (A}gC), COMHINED rnns ?unumo
ACTIVZTY (CATA), USMA AND CCBI DIRECTORATE. WHEN FORHED,

{3) Drscussiony THIS ANALYBIS womkn 9E UsEb By ODCSOPS AND TRADOC TO MWELP
JUSTIFY 'rLu:lxn CCBI REQUIRFMENTS,  CERL ANALYLIS WQULD PROVIOE THE FOLLOWING
DELIVERABLERY

(A) POTENTIAL CCBI APPLICATIONS BEYOND OFFICER POPULATION,

(0] POTENTIAL CCBI USE STRATFOICH.

(C) POTENTIAL COST SAVINGS/AVOIDANCE MTASURES,

(01 A CROSS-TRAINING EFFECTIVENEBS ANALYOIS.

(E) A SAMPLE FRONT-ND PROCEDURL TO USE TO IMPLEMENY CCBI PILOT PROJCCTY,

78 S/

§1 icv %noc TO DEVELUP MENTOR TRAINING PROGRAMS TO HELP GALN ACCEPTANCE OF
CBL TECHNOLOGIES IN THE SCHOOLS AND IN UNITS AND ORGAN[ZATIONS AND QVERSEE
COMPUTER COURSEWARE DEVELOPMENT BY CLVILIAN EDULATION ammms. CTION
SHOULD BE INITIATED UPON COMPLETION OF THE ACTIONS IN PoLlCY .

F79 S/5p

DIRE.T QACSIM TP ALLOCATE RESEARCH FUNDS 10 PURSUE A JOINT SERVICE énmmvt
gon THE ?“ctgmm OF EDUCATIONAL USES UF ARTIFICIAL [NYELL IUENCE-EXPERT
vergus (AL-ES) AND RELATED T cu»mop};s. ACYION SHOULD BE INITIATED UPON
COMPLETION OF THE ACTIONS IN POLICY )
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| RECOMMENDED SYSTEM
PDOS EDUCATION AND TRAINING MET}
POLICIES CONT. POLICIES CONT. 1

/1/8
1REGT ODCSOP§IODCSPER 10 lNcLuDE THE DESIGN OF .
G1C PLANNING, SE IN N
M FOR NEW BRIGADIER GENERALS. HE PLANNIN f‘
codégglksnivctopntug ggMaENDED ADGU\#M&NT?EiN xu ang vgggpnsnr DIRECT DAs
TO SPONSOR A SENIOR SERVIC
EEJCERS STRATEGY) IT [§ A TOOL/ALD FOR SENIOR ARMY (C A V
ﬁs?AFE 1 i gR o % conr1uu ;o LOCK FOR WAYS TO xnstl{g
3]

J
UsER anszLv' bl
4 EDUCATIONAL P
us e rus

S 2
0 ! ILITARY. 1N THGTL

5 R hen ON
§ £8

]
WOOI O
T WO

A
LY1
ILL
R
S 1o
R

rRenAEoT

¥
N
L
F
|
$
b

PO VB~

Y R EAncu ASSOCIATE T '
gﬁi xArxvzslunu grnen

AS THEY NAVIGAYE THE ARNY TOWARDS THE PR € THRUSTS WITHIN THE AR ONTlNUh

DESIRED SYSTEM STA(E SPONSORSHIP FOR AT LEAST THE KEXT

{2) DIscusstont
) (? Ecv THE ARMY SCIENCE B (A
LTS CARL STOUT AND CARCLYN RWSSELL Wi\, DESIGN THE EXERCISE by 31 S41ps AS0) o coNDUCT THe 1985 SuMKER STuby on
?32n2€773§ Sinsitauei Tueouek I égc?EERZéESE§§é5§§€é§?EgEgEN?:AL ovsse rom v B T S
. SE ' 2) DISCUSSION! THE stupy Hl UILU ON_THE 1982 DSB SumMHE
9§N1NG TECHE b EY) THE P| B? NITTATIVES AND THE CERL :EE;&?Y(ggLICY

(B) EFFORT WILL BE MONITORED BY ODCSUPS PLANNERS ro ASSURE THAT THERE 13
COMPATIBIC 1Y W1 TH AREY LONG-RAKGE BLARNING. 1NIT) AT IVEG o IF AVAILRRLE B THe RN

(2
3
Ne 1
EFFORT WILL BE TIED TO THE WOKK IN EXPERT 8vsrt By OAﬁSAR FUTURES B
AND Shcests IRECTORATE AN ThE PARTICIPATIGN OF ‘Th Sete Xea ARt HA
PARTICIPATION 1N RESEARCH WITH MIT AND HAR

{b) FEFFORT WILL BE HAOE TO GRRANO. SPONSORSHIP OF THE EXER
STRG ES 5&UD!$5 INSTITUT EY ALREADY MAVE A F Uty

4

R

ULD BE AN APPROPRIATE Eac

UNDER THE DlRECTION nr THE QDCQPFk/ODc &Pg 507898 UEVELOPME TE

ECT DCSOPS TC INCORPORATE_THE PDOS :u ATION AND T
[ HRUSY: IN THE NEW AR 350-1, ARMY T Nl NG AND 3ﬁf}¥?o§T§¢;§2A$s e

£ v HE ?
GROUP LINKEL | F
$
£

13
§
186 € ONDUCTED
AM.

=
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ez
=
=
c
b
o
pid

B
==
E
w
<
1]
=
=

takNCE“LPERT SYSTEM sorvwaus
WILL ASSIST 1N MAKING
HERALS SIMPLE AND “Ust n

.
E

)
BIREC? OBCSPER ] PURCHASF a oA rlFICIAL INTEL
£ ABE run THF zxxsra o FOREGAST sysTEM, THIS
TaArsulg EE 6SE FoR Neu BRlGADlER [
FRIENDLY (ses 0Llcv B0, ABOVE),

S DIRECTORATE TO WORK wiTh ODCSPER, GO/\h
g tsgI OF THE PDOS FUTURES PROCE

6ASSIM, Furun!s AND CoNcete k.8
§ MODEL FOR USE IN SENLOR unv LEAUER

blfecd
DEVELOPMENT TEAM TO LONTINUE DLV
STRATEG lC PLANN NO/PULICV tMPACT A
DEVELOPMENT PROGRAM,
(ke PR Elhar e gl TS Sehadl o MafagekBin

q o
IRANAG:M AN THE 3 T S OORAM ANR THE HARVARD QEHT!R #OR lNFORMATlUN oLicy
RIIEAICH YPROGRAM ON lNFORMlTlDN ESOURCE POLICY.

(2) DyscussioNt THESE KFFORTS ARE AIMED AT THE DEVEL,OPMENT OF TECHNOLOGY
SCENARIOS BASED ON THE EXPERIENCES OF L! DING-EDGE ORGA NIZATIONS, THE
EFIN!TION! OF THE POLICIES SURROUND ING TN! US! 0 HPUT!R TECHNOLOGIEI AND
TH! B EXPLORE THE R E” ARCH. TH
=) ONE OF Hi HAJOR ORGQRABOE 8N! F RTIC

l!!DIACK L‘NK SETN CBl lR!CTDRATI l! EETENTIAL T0

THE LATTER'S EFFOI DNSIDLY MANAGE THE ASSIMILAT TO0 ALL

MIL[TARY SCHOOLS PLU! THF NORK AND HOME SETTINGS OF ARMY OFFIC 1

1R O BULLD COMPUTER ASSISTED INSTRUCTION (CAL) INTO EQUIPMENT
TlAlNlNG FACKAG!S Ol NEW MAJOR OPERATIONAL SYSTEMS WHICH HAVE COMPUTER
TRAINING CAPARILITIES,

EE&-.R OHPO'ENT--DIRacr TMDOC.. TOCETHER W|TH NGB AND OCAR, TO
coucaurnAtz ON THE DEVELOFMENT OF AN E 108 AND TRAINING HETHODS SUPPORT
STRATEGY WHICH 19 ALIGNED HlTH THE Acrlvs OMPONENT STRATESRY,

$2) DISCUsBIoNI THE METHODS SELECTED WILL CONCENTRATE UN ASSISTING

INDIVIDUAL ?FFI&EI HELF- DEVELUPH!NE ; H A F [N-RESIDENCE SCHOOLING
L 5TUDY (POLICY F77) WiLL INCORPORATE THIS IN TS

RECDHHENDATIONS.

§/5p
(1) FOR RESERVE COMPONENT--DIRECT ODCSPLR, TOGETWER wiTH NGB AND OCAR,
TUDY THE [MPACT OF PUQS POLICIES, SPECIFICALLV THOSE RELATED 10 neslnsur Ann
Non-nt! DENT SCHODL INSTRUGTION., uNIT TRAINING n:oula:nsuts AND U [40:1)
ON THE RESERYE COMPONENT OFFICER, MIS PAMILY AND CIVILIAN canov:u.

(2) UlsEUSSIoux IHE STUDY WILL LOOK AT OFFICEA WILLINGNESS TO KFMALN IN THE
RESERVE COMPUNENT AR TIME HEQUIRENENTS FOR PROFESS|ONAL DEVELOPMENT [NCREASE,
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MENDED SYSTEM

N AND TRAINING METHODS

_LICIES CONT.

POLICIES CONT.

T AND HON- QES}DBNT HlLl!ARY INSTRUCTION
N THEM CURRENT, YOGETHE

ARCH ASsOt1A
éuxrlkt1Vt No otnan
ONTINUE THIS

G ARMY RE
E PDOS CCB
8 SYSTEMS,
+

5E
!

oBOARU (AJB) TO CONDUCY THE 1985 SUMMER STuby G

ct ATIVES ARD THE CERL REPORY (PuLlcy

I\LBUUILD ok THE 1482 DSB SURMER $TUDY ON
i Abu M ST00Y,

JHE PD S EOUCATLON ARD IEAININO STRAIEgth AND
+

$50=1, ARMY TRAINING AND EDUCATIul SYsTEM

{l) DEVELOP OFFICER GECISION SKILLS Al ALL LEVELS
THE UNIT AND ORGANIZATION THROUGH THE FREQUERT
TAL EXERCISES AND IN SMALL UROU SETT;IOS Uk lhe
h COACH AND aulbE (REFER TO POLIcY 0BH
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RECOMMENDED SYSTEM
INDIVIDUAL ASSESSMENT

DEFINITION

POLICIES

Aunuuuc-ﬁuwu of the growth or dealine {n educational or skill attsinmant
het takeo

thu 11
tied to the

at not be us
etion pro

uver time in key learniog a

o
individual and reestibiratian of the system.

Svaluation=A ayatematic process of deterwining the effeativa
adunational andeave : in Light of evidenss. It {nciudes!

achievenant, diagmol

e of
vaionl of

s of learning and assasswent of progress, PONS

apasitically intends it to ba pict of either the formsl evaluation system

(ORR) or velestion precess.

P008 specifically intends
part of this formal evaluctiom eystem ZOER) vor
1co purpose is te provide fesdback to the

‘PRDFE S?O AL DEVELDPHENT OF OFF
j # P 0 1DE

DISCUSSION

tVE E AND [MPLEMENT AN lNDlV;BUAL ASSESSHENT PROGRAM FOR AL%
OFFlCERS AND CADE’* T0 RROVIDE FEEDBACK FOR ESSIONAL DEVELOPMENT, THE
PURPOSE OF THE INDIVIDUAL ASSESSMENT PI‘OOHAM 15 THREEFOLOY
1, PROVIUE FERDBACK TO THE INDIVIDUAL OFFICER TO ASSIST HIN IN WIS
PROFEale?AL SELF“DEVE|,OPMENT EFFORTS,
OVIDE THE E UCATION AND TRAINTHO SYSTEM WITH A UATA BASE WHICH
Ll TAYL DEVELOPMENT OF PROURAHS AND TECHNIQUES T2 ASSIST [ THE

CER
BASLS FOR THE DEVELOFMENT OF A KNUWLEDOE AND SKILLY

EVA Béf RAM,
loNATED TNE IND UAL AZSEUSMENT PROGHAM DEVELOPMENT ANU
I H%NTAY]ON COORDIHAT !Zég a Q § ENT A

AT LGRS it e s o,

SE3SMENT CONTROL WECHANISM, (UCSPER(P),TRADOC At ARY
SUP ARIDééEY 5; 8 114 Q ; A RA ;ﬁ ESSMENT
L SE S8l
fared axzaé;kéoﬂcsﬁgﬁ rfinoi ARTE 4P B5aT OhERYANC AfaPlsS
;: MICTTARY KNGW-EbGE
. AalLl!la
. aanaaAL SKILLY
' O%hJ;AﬁV BRILLS
0 pHavig AL Asscssucnr tnsTaNENTS M) "“?ciﬁf"ﬁuﬁﬂﬂ?fs“ﬁ'ﬁ‘r’ CATEGON £
HES GME 4
{EBESAERYASY RNBR" Xkl SUBRORT 2u§vas ? s '
Seon i hinents I oU_oh OREGE THEo ASSESSHENT
GATEGONIEs, b LSPE& ? 9&208@ V PﬁEng? 30;? ” quY90§ b
gND X:kuéxEDg‘YO TERHiN YH KlH T‘ F R AU aa it ghuUlRLHENt
EVRLOATION TR TRURENTS, E §Pﬁkf3§ ﬁ 00, AR BupéBR 2R BTEN 003
(1] 5EVELUP AND OEFINE THE (‘0?6" SK!LL KNNELL} Nb PR(’”ClkHL“’ ‘3 QUIRLD
OF AL OFFICERS AN CaucTs, | 1ODCS hR (ARADOC, ARL SUPLOKT (FYBY- gEvaD)
6 SELECT THE CRITICAL ESSMER RUMERTS TO BE USED TO PHUVIDE FEEDBALK
10 THE ANU;VI?UAL FFiCE nT t&fll ESSIONA& DEVELOPMFNT LEVEL,
(OnCEBERLB] ) TRABOR AR ibea 40-4GF Y91 )
0 ELNSURE THAT CUHKREH?T 0C lfNIEVLMhNY VES\&NU ”ROOHAH CO PLEMLNT& THE
INTTIAL INDIVIDUAL ASSCOSMENT PROGHA (TRADOC, LQFYYC, FYYl
0 DEVELOP AND IMPLEMENT REMEDIAL 'NA NING YQQ#A FuR Ua(‘. ]N GUNJURCTION WITH
THE INDIVIDUAL ADSESSMUNT PROGRAM, (1R DUC QFY40
0 DEVELOR AND {MPLEMERT AN JRDIVIDUAL ASSESSMENT PRUGRAH INFORMAT [ON l’}\‘“ tu
TEF??‘&N THE PURPQIE ARD SGOPE OF THE PROURAM TO THE UFFICEH CORPs, (1
0 IMPLEMENT THE [HDEIVIOMAL ASSESSHMENT PROGRAM,  CTRADOC 10FYYR)
gVAF}IXE‘I‘g:' VMdll:Alk ARL IMPLEMENY AW INDTVIDUAL RHOWLEDGE AND SKLLLY

O DETERMINE WHICH OF THE "CORE® SK[LL AN KNOWLENGE REQUIREMLNTS AND
TTOIARDY WILL BL EVALUATLD, "er& JPlat ¥ uQHlB

0 ASSESSMENT CELLS OW CENTER(S) wiLi RtCOHHENU WHEN ASSESSHENT [NSTRUMENTY
HAVE HEEN LE"ED JUFFICIEN'LV ACCURATE TO BE USED 10 VALIDATE SIANBARUS Ahﬁ

ARE SU[TABLE F us| THER THE EVALUATION OR SELECTION PROCESS (LUMPETLHGY
TESTING) s (TRADOC TG 95 N san) hon 0 X

AND REMED AL TRAIN P T 1 HOIYJOUAL EVALUAY LUK PHUGUKRAM.
(rnioo be% Ak aRaINING ROORAM 0 INCLUDL [NDIVIOUAL EVALUAI UK PRUGK
HPLENENT INOIVIUUAL EVALUATION PROGKAM, (TRADUC 4QFY9G)
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:COMMENDED SYSTEM P
JVIDUAL ASSESSMENT | A
POLICIES POLICIES CONT. ) ;

ATE AND TMPLEMENT AN INDIVIDUAL ASSESSMENT PROGRAM FOR ALIfHE

|
!
LADETS TO PROVIDE FEEDBACK FOR PROFESSIONAL UEVELOPMENT.
IRDIVIDUAL ASSESSMENT PROGKAM IS THREEFOLD!
FOVIDE FEEDBACK TO THE lNDlVlDUAL CFFICER TQ ASSIST HIM [N 1S l
BELF-DEVELOPMENT EFFORT
!

EOVIDE THE EDUCATION AND TRAINING SYSTEM WITH A DATA BASE WHICH
E DEVELOPMENT OF FROGRAHS AKD TECHNIQUES TO ASSIST 1N THE

DEVELOPMENT OF OFFICE
ROVIDE THE BASIS FOR THE DEVELOPMENT OF A KNOWLEDGE AND SRILLS

GRAH,
SlGNATED THE lNDIV DUAL ASé%SSHENT PROGRAM DEVELOPMENT AND

N COORD!NATOR.
[SS10N AND SCOPE HE DKVIDUAL ASSESSMENT PROGRAM,

TRADOC AR SUPPORT 1GFY86
ROGRAA Aséessnsur CORTROL MECMAN!SN. (UCSPERCP ), TRADDC AKD ARE

Bahar18
(oBcsﬁzﬁ rﬁin"*°”&%§°§u£3&a EPYALCAGoPRHESAL Asstsshent

RAL KNOWLE
TARY KNONLEDGE
IT1ES

| |

i |

[

RAL SKILLS : ; ’
| |

;ARV skiLLs

ASSESSMENT INSTRUMENTS AND PROCEDURES CURRENTLY BEING USED, OR
AYD GROUP UNDER GHE OR MORE OF THE GENERAL ASSESSMENT CATEGORIES,
RADOC, AR1 SUPPORT ZQFY89 4Qrye0)
CURRENT, OR PROPOSED, SK! LL, KNOHLEDGE un PROF [CLENCY
R STAN UAR?S AND_GROUD ? OF THESk ASSESSHENT
KODC"PFR(P TRADGC, AR SUPPOR1 ZQFYSO 40?

TcH nFEAg?555¢aN1 1n,rngghn;s Ao ADD[E DURES :!TH Rﬁguznenauts

TO DETERMiRE THE RLOUIR § 55
ST RURERTS cspﬁﬁ(P§. TR0 A1 Seeslt 20?359 L6rYad}
3 DEF THL rns CORL 5% LLs. KNOHLEDG AND PROFlCl ENCIES REQUIRED
Rs ANU CADETS, (ODCSPER(P), TRADOC SUPPORT 14 YBO-4GFYS0)
CRITICAL ASSESSMENT xus1nuneurs i BE us:u T0 PROVIDE FEEDBACK

WAL OFF JCER AT CAGH PROFESSIONAL DEVELOPMENT LEVEL.
TRADCC AR+ UPPORT 1QFYY0-UQFY9L)

t cuRENT TRADOC ACHIEVEMENT TESTING PHOGHAM CUHPLEHEN1§ THE
IUAL ASSESSHENT PROGRAM, (TRADOC, LQFYS0, HUFYYL)

) IMPLEMENT REMEDTAL TRA* Agn PYO?RAM FOR USE 1N CONJUNCTION WitH
L ASSESSMENT PROGRAM, (TR, [F1 34
3 IMPLEMENT AN TNDIVIDUAL ASSESSMENT PROGRAM INFORMATION PLAN 1O
JRPOSE AND SCOPE OF THE PROGRAM TO THE OFFICER CORPS. (TRADQC ‘

THE INDIVIDUAL ASSESSMENT PROGRAM, (TRADQC LOFYY2)
ALlRaYE AND TMPLEMENT AN JHDIVIDUAL KHOWLEDGE ANO SKILLS
OGH AN,

HICH OF THE "CORE" SKILL AN nnow EUGE REQUIREMENTS ANU |
ATARI AN LR A M ! ‘

CELLS OR CENTER(S) wWiLL naconHsz WHEN ASSESSMENT INSTRUMENTS L
HED SUFFXCIENYLV ACCURATE TO BE USED TO VALIDATE STANDARDS ANU '

IN ELTHER rns hVALuATlOH OR SELECTION PROCESS (LUMPETLHCV -
RADOC 1GFY95 noFYY5) {
iDdakY;“elNl“h FROGRAM T0 INCLUDE INDIVIDUAL EVALUAT{UN PRUGRAM. ; |

INDIVIDUAL EVALUATION PROGRAM, (TRADOC 4GFYY0)
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| RECOMMENDED SYSTEM
IMPLICATIONS FOR WOMEN QOFFICERS
DEFINITION RECOMMENDATIONS R

L PRO'ONENT! CONTINUE THEIR REVIEW OF CAREER PATTERNS FOR OFFICERS,
ES OR FUNCTIONAL AREAS WHICH DO NOT ALLOW MEN AND WOMEN TO HAVE THE
TIFIED AND ACTION TAKER TO DEVELOP YIABLE

A LTERNATIVES SHOULD SE FORMAL CAREER PATTERNS PUBLISHED A5 PART OF
THE PDOS RECOMHEN DED PROFESSIONAL DEVELOPMENT RCADMAPS

R200. ODCSPER nsvxeulnonxron OVER A TEN YEAR PERIOD THE ASSIGNMENTS OF TWO
YEAR GROUPS OF OFFJCERS TQ DETERMINE LK THE AREAS WHICH HAVE DIFFERENT
ASSIGNMENT PATTERNS nsz COMPETITIVE PATTERNS FCR BOTH MEN AND WOMEN® £,
SCHOOL SELECTION AND STAFF AND COMMAND n5S1GNMENTS SHOULD BE CONSIDERED

MRITY] 6!?8;; SHOULD BE CAREFULLY CHOSEN AND THE PERINDS MONITORED
SHOULD BEGIN AFTER WHEN THE WOMENS ARMY CORP5 WAS DISESTABLISHED.

R300, ODCSPER CONTINUE TO REVIEW THE DIRECT COMBAT PROBABILITY CODING (DCPC)
TC DETERMINE THE FOLLOWING!

1. TO WHAT DEGREE DOES THE DCPC POLICY PRECLUDE EITHER MEN OR WOMEN
FROM HAVING VIABLE CAREER PATTERNS?

2, [N LIGHT OF CURRENT TACTICAL DOCTRINE: SHOULD FEMALE ASSIGNMENTS
BE MADE BY FUNCT!ONAL AREA INSTEAD OF GEOGRAPHIC LOCAVION?

'y
DISCUSSION R40OO, ODCSPER gEVELoP A MARKETING PLAN WHICH CLEARLY IDENTIFILS WOMEN'S ROLES
lN RELAYION TO *WARRIOR SPIRIT*, MONITOR IMPLEMENTATION OF THIS FUNDAMENTAL
RINCIPLE TO ENSURE TMAT IT 1§ NOT MIS{NTERPRETED,
ARMY RESEARCH [NGTITUTE (AR1) CONTINUE TO ANALYZE PDOS SURVEY DATA T0

RSOO.
T TERMINE THE1R IMPLICATIONS FOR WOMEN SEsS DIFF ERENCES IN PERCEPTIONS BETWEEN MALE AND FEMALE OFFICERS (CUNTROL BY
E R RerenT F60§ THAT OPERATES TO THE LISADVANTAGE ADE AND BRANCI HE

ClES
é%klz ; Po*;ERE ING INHERENT iN
OF HOHEN QFFICERS,

S A B B0
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© i tn et .

[OMEN OFFICERS

\TIONS

RECOMMENDATIONS CONT.

CAREER PATTERNS POR OFF ICERS,
.LOW_MEN AND WOMEN TO HAVE THE
10N TAKEN TO DEVELOP VIABLE

t rATIERNS PUBLISHED AS PART ¢°
JADMAPRS,

ERICD THE ASSIGHNENTS OF Two
AS WHICH HAVE DIFFERENT

JR BOTH MEN AND WOMEN! E .G,
TS SHOULD BE CONS1DERED.

SEN AND THE PER{ODS MONITORED
WS WAS DISESTABLISHED,

1BAT PROBABILITY coping (DCPC)
Y PRECLUDE EITHER MEN OR WOMEN

INE, SHOULD FEMALE ASSIGNMENTS
o LOCATION

LEARLY IDENTIFIES WOMEN'S HOLES
;ENHHON OF THIS FURDAMENYAL
‘

) AHALYZE PDOS SURVE¥ DATA T0
A CONTROL BY

ND FEMALE OFF 1CENS
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RECOMMENDED SYSTEM
CONTROL AND COHERENCE

DEFINITION

POLICIES

CONTROL OF THE SYSTEM TO INSURE COHERENCE, UNIFORMITV AND STANDARDIZATION OF

THE OFFICER PROFESSIONAL DEVELOPMENT SYSTEM

DISCUSSION

070 ADD A FOURTH OBJECTIVE TO THE LEADERSHIP GOAL ENTITLED PROFESSIONAL
DEVELOPMENT SO AS TO EFFECTIVELY MONITOR PROFESSIONAL DEVELOPMENT IN THE ARMY
THROUGH THE PERFORMANCE MANAGEMENT ARMY PROCESS,

071  CREATE A PLOS GELL {N ODCSOPS To COORDANATE THOSE APPROVED PDOS EDUCATION
?N IN?ASING BOLICY FROORANS RELATED 1O THE ARMY SCHOOLS AND [NDIVIDUAL/UNIT
RAINING,

072 QDCSPER OYERWWATCH PROFESSIONAL BS;ELOPMENT A5 PART OF THE LEADERSHIP
GOAL, AND COORDINATE THOSE APPROVED P ATION AND TRAINING
POLICIES/RECOMNENDAT1ONS A gArEB g us MARAGEMENT OF OFF [CERS AND TO OTHER
RELATED STUDIES SUCH AS OP MS, TWOS AND THE WORK OF THE SLCC.

074 ODCSPER, TOGETHER wer NGB AND OCAR, EVALUATE TRE FEASTHILITY

PROVIDING COMPENSATION., FINARCIAL OR OTHERWISE, F OFF 1CERS uuo PURSUE

PROFESS IONAL DEVELOPHENT THROUGH PROGRAMS OF NON- RESIDENT INSTRUCTION,

091 THE R ang SYSTEM AS RECOMMENDED BY THE OPMS STuuy GROUP BE NTEGRATED
INTO THE Al SYSTEM,

092 THE ARSTAF PROFESSIONAL DRXELOPHENT PROPONENT WILL ENSURE THAT FUTURE
EVELOPHE T OF VEnggNS UF COURSES 1S A COMDINED EFFORT QF THE ARMY
AT NAL AND THE ACTIVE ARMY, [T MUST ALSU ENSURE TH

NCES lN HJECTI ES, SOOPE. LENGTH, AND OVERALL CONTENT OF A

EDUCATION OR TRAINING COURSES.

093 CLARIFY AND DEFINE ROLE OF THE REGIMENTAL SYSTEM IN OFFICER DEVELOPMENT
AND SPECIFICALLY DELINEATE ASSIGNMENT AUTHORITY OF THE REGIMENT,
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DED SYSTEM
D COHERENCE

CIES

POLICIES CONT.

RSN[P GOAL ENTITLED PROFESSIONAL
lpPRg;gSSIGNAL DEVELOPMENT IN THE ARMy

JORDINATE THOSE APPROVED PDOS EDUCATION
THE ARMY SCHOOLS AND INDIVIDUAL/UN]IT

T QF THE LEADERSHIP
TRAINING
FF ICERkLAND TO OTHER

ELOP
EDU
MANA
AND
£y

AS
{ W'
3
R
4
4

T
14l
ENT
E HORK OF THE
, EYALUATE THE FEASIBILITY OF

AERWISE, FOR RC OFF{CERS WHO PURSUE
5 OF NON-RLSIDENT INSTRUCTION,

8y THE OPMS STuby GROUP BE INTEGRATED

MEN
GAT
GEM

™

T PROPONENT WILL ENSURE THAT ¢ TURE
5 1S A COMBINED EFFORT OF THE
ARMy, 17 MUST ALSO ENSURE YH&E
H. AND OVERALL CONTENT OF ALL

TMENTAL SYSTEM IN OFFICER DEVELOPMENT.
UTHORITY OF THE REGIMENT,
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Annex B

Future Environment / Policy Impact Analysis

1. Purpose.

a. To describe significant events and trends
which will help to define and will impact on the
US Army between 1985 and 2025,

b. To describe the anticipated effect that
PDOS-recommended policy “packages™ will have
on officer professional development during 1985
through 2025.

¢. To describe a method by which the Chief of
Staff, Army can proactively “navigate” the
PDOS-recommended system through the years
which follow,

a. The Future Environment For The US Army -
1985-2025,

(1) General discussion of demographic
trends. See Appendix 1 for further details,

(a) Demographic developments constitute
a known reality of the future in that the colonels
and generals of 2025 are already born and we
know the size of the age cohort from which they
will be chosen. According to the Bureau of the
Census, the most likely population estimates for
the next 40 years show a significant increase in
population growth,

(b) While the overall figures seem
favorable for officer accessions and enlisted
recruiting, the reality is somewhat different, The
available manpower in the 18-24 year-old cohort
declines until the mid-90s and does not reach the
levels of the 1970s at any point in the next 40
years. This reduction in the size of the labor force
at the entry ages of Army officers will invariably
increase the competition between the Army, the
other services and the private sector for the most
capable young people.

(c) The median age of the US population
will rise over the entire perivJ 1985-2025. One of
the more pervasive population trends, the medi-
an age of the US population reached an all-time

high of 30.6 years in 1982, but this will increase
to 36.3 years by 2000 and to 40.8 years in 2030.
This means that the population will be constantly
growing older and will be increasingly dependent.
upon public services,

(d) One aspect of the demographic pattern
is favorable to the military. The typical iriangular
population pyramid is being replaced by a com.-
paratively cylindrical structure. Those in the pop-
ulation group which follows the “baby boom” co-
hort are likely to find that an aging population
decreases the promotional prospects of younger
workers in the civilian world. On the other hand,
with the military services’ emphasis on youth,
physical fitness and early retirement, chances for
advancement and challenging opportunities for
younger persons constitute an important induce-
ment for officer accessions if exploited by the
military services,

(e) Another derographic factor influenc-
ing the world of 2025, will be the tremendous
increase in world population, By 2000, there will
have been a 70% increase in the population of
lesser developed nations over what it had been a
mere quarter century earlier, The world popula-
tion will be 6.35 billion by then and aver 5 billion
will live in the lesser developed nations. For in-
stance, if Mexico's rate of growth continues much
longer, its population will exceed one billion
within the next century. The projected increase
in world population will have such an affect on
the global consumption of food, forest products
and mineral resources that it must be ranked as
one of the most critical international issues. The
result will be a veritable flood of people demand-
ing opportunities, resources, power, space and
prestige on a crowded planet,

(f) For the United States, this may mean a
tremendous increase in the rate of immigration,
The influx of people from Latin America and
Asia could increase in the next 40 years, radically
changing the ethnic structure of the Nation in the
way that the “new immigration™ from eastern




and southern Europe in the late nineteenth and
early twentieth century changed the mostly An-
glo-Saxon and African dominance of the conti-
nent that had come in the previous two and a half
centuries, There is little reason to assume that the
Nation cannot continue to absorb such ethnic
modifications while modernizing its economy,
adapting its values and modifying its institutions
without becoming wrecked by the racial, religious
and ethnic discord that has dominated most of
the world's pluralist communities,

(2) General discussion of events and trends.
See Appendix 2 for further details.

(a) The PDOS Futures Team conducted a
detailed search of the long-range planning and
futures literature to identify significant events
and trends which describe the future environ-
ment in which officer professional development
will find itself between 1985 and 2025. After cre-
ating approximately 110 event and 90 trend
statements, the Futures Team sought the expert
opinion of several long-range planners/futurists
throughout the Department of Defense and other
government activities as to the probability of oc-
currence of each event and the forecast of trend
level of each trend,

(b) This discussion presents the signifi-
cant consensus as to the event probabilities and
trend levels which the Futures Team used in their
computer simulations.

(1) The future environment is anticipat-
ed to be characterized as “technology intense”
with computer technology as the underpinning,
Fifth generation computers, artificial intelligence
and super-powerful hand-held computers will all
be part of the environment in which officer pro-
fessional development will find itself. The Army
will have installed an electronic data base which
will be available for all to use as an extension of
their information data base and for decision
making. The Army will have taken advantage of
communications-<computer based instruction
technology and will have instalied this technolo-
gy widely, Officers will be more conversant in
computer technologies; more officer positions
will require daily use of the computer; and, more
officers will have personal computers in their
homes.

(2) Officer professional development
will include a program of self-development and
assessment and formalized professional develop-
ment programs will be the norm throughout Ar-
my units and organizations.

(3) The Army will undergo another
modernization program similar to that exper-
ienced in the 1980s as new teciinologies make
current equipment obsolete.

(4) It is consids.vad un:.kei, that US mil--

itary forces will be combin. as is the Canadian
Army. Despite the anticipated increasc in the
sizc of the spanish-speaking population in the
US, officers wili not be required to have a second
language skill, Although it is possible that the
active component Army may very well be used to
control domestic rioting, it is not considered
probable that the Army will be used to protect
domestic facilities such as power plants, water
supplies and the like.

b. Policy Impact Analysis of PDOS Policles.
See Appendix 3 for further details,

(1) The data from the survey discussed in
paragraph 2a (2), above were loaded into a policy
impact analysis computer program known as IN-
TERAX, Many of the events, were they to actual-
ly occur, would impact on other events and on
many of the trends. Each of these impacts are
referred to as a “cross-impact.” These cross-im-
pacts were determined by Futures Team mem-
bers and were also loaded into the INTERAX
model.

(2) The Team then “ran” computer simula-
tions against which PDOS-recommended policies
were “tested” in order to determine the loug-term
viahility and robustness of these policies in four
specific environments, These scenarios show the
decision maker the maximum, minimum and av-
erage effect which t1ese policies could make on
the officer profc: .ional development system.
Graphs of the effects of the policies on the sys-
tem-wide issues are contained in Appendix 4.
The four environments simulated were:

(a) A “World-With-Wars” simulation in
which & variety of forms of conflict were permit-
ted to occur at specific times,

(b) A *Domestic/Internal Control* simula-
tion in which the Army received a varicty of
“protection” or “police” missions,

(c) An “International/Domestic Tranquil-
lity” simulation in which the Army had no war
nor domestic control missions,

(d) A “Free-Play” simulation in which all
events were allowed to occur at random (except
those professional development policies events
which were identified by the “experts” as nroba-
ble during the next 40 years but were not being
considered by the Study Group).
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(3) In all, nine multiple scenarios were run.
One multiple scenario was a “statistics run” to
verify the internal consistency of the data in the
computer. Two multiple scenarios were run
against each of the four environments described
above; one of thes¢ scenarios was run without
PDOS-recommended policies and the other was
run with PDOS-recommended policy. The results
of eight trends known as “system-wide issues”
were analyzed by the Team. The results were
presented to the Study Director for his delibera-
tions on PDOS-recommended policies. FIGURE
B-1 shows the results of the computer simula-
tions analyzed on the trend “Art and Science of
War” to help the reader in visualizing what an
effect looks like and to provide a flavor of the
INTERAX product, The results of these simula-
tions are as follows:

(a) Art and Science of War: This trend/
system-wide issue is the center piece of the entire
PDOS study. The data indicated that when Art
and Science of War is left to “grow and mature"
under current policies and in the absence of
PDOS-recommended policies the trend will grad-
ually improve in the “free-play” world, will im-
prove only as a result of war in the “world-with.
wars* world and will experience a decline from
its present status in the “internal control” and
“tranquillity* worlds. When PDOS-recommend-
ed policies are added to the computer simula-
tions, the improvements in this trend are dramat-
ic and in all cases experience a steady
improvement. FIGURE B-1 shows the results of
the simulations for Art and Science of War, The
upper series of graphs shows the four worlds
without policies and the lower series shows the
four worlds with policies.

(1) Along the y-axis of a given graph is
the relative level of the trend with “1,00" being
the value for 1985.

(2) Along the x-axis are the years of the
simulation (1985-2025),

(3) The upper line is the line of maxi-
mum values throughout the simulations (note:
no single scenario traces any one of the lines,

(4) The middle line 1s the line of aver-
age values throughout the simulations,

(5) The bottom line is the line of mini-
mum values throughout the simulations,

(b) Warrior Spirit: This trend/system-
wide issue receives very limited impact in the
absence of PDOS-recommended policies. This
seems to track correctly with the current state of

the nature of the warrior spirit concept. The initi-
ation of the PDOS-recommended policies on
warrior spirit sees improvement in all worlds
with the greatest impact being felt during times
of conflict,

(c) Self-Development: This trend sees the
institution of a professional value throughout the
officer corps. In the absence of PDOS-recom-
mended policies, this “officer corps-wide” value
is unknown, With the initiation of PDOS-recom-
mended policies, self-development is allowed to
become an “officer corps-wide” value. The effect
of this cluster of policies is immediate and posi-
tive throughout all simulated worlds,

(d) Leader-Mentor: This trend deals with
the amount of time available for leaders to devel-
op their subordinates under the philosophy asso-
ciated with this system-wide issue. In the absence
of PDOS-recommended policies, this trend sees
little movement from its present state, The only
times that this trend fluctuates positively is in the
presence of armed conflict—and then, only
slightly, In the piesence of PDOS-recommended
policies, this trend experiences dramatic shifts
during times of conflict and only slight improve-
ment during the “internal control” and the “tran.
quillity” worlds.

(2) Expert-Integrator; This system-wide is-
sue is closely associated with “Art and Science of
War* in that the policies cross-impacting both
are quite similar, The events which cross-impact
these two trends are nearly identical, with some
exceptions, The results with PDOS-recommend-
ed policies are, also, similar,

(H Decision Making Skills: This system-
wide issue is dependent, predominantly, on tech-
nological advances which are forecast to become
available after the year 2000. In fact, in the ab-
sence of PDOS-recommended policies, no im-
provement worth discussing is evident, With the
implementation of these policies, dramatic im-
provement in this trend is “felt” almost
immediately.

(g) Common Shared Operational Lan-
guage: This system-wide issue has no current pol-
icies which cause it to “improve.” In fact, in the
absence of PDOS-recommended policies, this
trend sees a steady decline over all simulated
“worlds" with only slight improvement during
times of contlict. Once conflict is over, the trend
returns to its depressed state. In the presence of
PDOS-recommended policies, the trend does im-
prove, with significant improvement during
armed conflict.
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(h) Professional Values: This system-wide
issue sees virtually no improvement nor decline
in any of the “without policy” simulations. With
the implementation of PDOS-recommended pol-
icies, this trend “experiences* immediate and
dramatic improvement which lasts throughout
the simulation—to 2025,

¢. Navigation of PDOS Policies for the Future:
Policy Impact Analysis Exercise for Senior Army
Leaders. See Appendix § for further details.

(1) The INTERAX process proved invalua-
ble as a decision support tool/aid in that it allows
the analyst and decision maker to hold a seem-
ingly unlimited storehouse of data, a means to
manipulate the data across a variety of alterna-
tive futures/scenarios and a rational system to
analyze policy impacts over time. It became evi-
dent, early in the study, that this technology
could be used by senior Army leaders to help
them “navigate” the officer professional develop-
ment system into the future, Additionally, it be-
came evident that the INTERAX process offered
a novel approach at thinking about planning for
the future by thinking in terms of “alternative
futures/scenarios” rather than thinking about one
“expected” future,

(2) One of the policies which was approved
by the Chief of Staff, Army is the institution of a
“Policy Impact Analysis” exercise for senior Ar-
my leaders, specifically newly-appointed briga-
dier generals and Senior Executive Executive
Service civilians, This policy seeks to address the
issue of “navigation” of the officer Professional
Development System by soliciting participants
observations on the state of the current system
and their recommendations on improvements to
the system as it responds to the challenges of the
future,

Appendices:
1 Background for Alternative Futures.

2 Significant Events and Trends in the
PDOS INTERAX Mode!,

3 Policy Impact Analysis of PDOS Policies,
4 Graphs from the Final Set of Simulations.

5 Policy Impact Analysis Exercise for Senior
Army Leaders,




Appendix 1 to ANNEX B

Background For Altermative Futures

1984-2025

An officer corps’ imeasure of worth to the Na-
tion is in its ability to deter aggression and in
leading troops to victory in combat. Because of
the increased complexity, lethality and accuracy
of modern weapons and because of the decrcased
preparation time this country has should a major
conflict appear likely, the human performance
required of the future soldier and officer de-
mands a mastery of weapons and support sys-
tems. Moreover, the system of officer education
and training must strengthen and fortify the will,
character and knowledge of those who lead the
soldiers. The process of education, training so-
cialization and assignments must develop an offi-
cer corps that can effectively lead an Army of
diverse backgrounds, values and skill levels and
efficiently manage its resources over the full spec-
trum of deterrence and conflict. To accomplish
these various goals, the officer corps must con-
stantly adapt to the changing social, economic,
political and technological challenges confronting
the United States and the world during the next
forty years.

In this Appendix, we examine environmental
Sactors which are the world and national environ-
ment in which Army officers of the future are
likely to operate. These environmental factors
are categorized into Social, Economic, Political
and Technology.

Social

Demographic developments constitute a known
reality of the future in that the cclonels and
gencrals of 2025 are already born and we know
the size of the age cohort from which they will be
chosen. According to the Bureau of the Census,
the most likely population estimates for the next
40 years show a significant increase in population
growth. (Sez Table B-1-1, below.)

While the overall figures seem favorable for
officer accessions and enlisted recruiting, the re-
ality is somewhat different. (See Figure B-1-1,
below.) The available manpower in the 18-24
year-old cohort declines until the mid-90s and

does not reach the levels of the 1970s at any .

point in the next 40 years. This reduction in the
size of the labor force at the entry ages of Army
officers will invariably increase the competition
between the Army, the other services and the
private sector for the most capable young people.

Table B-1-1: Population Trends, 1985-2030 (in thousands),

Total Black Hispanic 1824  18.24
Year Pop. Pop. Pop. Pop. % Pop.
1985 238,648 28,976 28,7390 120
1985 250,631 32,508 23,702 9.1
2000 287,955 53,763 20,300 24,601 9.2
2010 283,238 40,033 27,055 9.8
2020 200,597 44,175 46,600
2030 304,807 47,598 26,228 8.6

Source: US Bureau of the Census, Current Population
Reports, Serles P-26, Projections of the Population of the
United States, by Age, Sex, and Race; 1983-2080 (Washing-
ton: Government Printing Office, 1984}, The figures cited
above are those in the “middie series” of three population
projections used by the Bureau of the Census. (See Figure
B-1-1, below for ‘lowest' and *highest® series estimates.)
Hispanic tigures are from Leon F, Bouvier and Cary B. Davis,
The Future Racial Composition of the United States (Wash-
ington: Population Reference Bursau, 1962) are based on
an estimated net Immigration of 1,000,000 per year. It is
currantly estimated that 2,000,000 llegal immigrants enter
the United States each year.

Moreover, the median age of the US popula-
tion will rise over the entire period 1985-2025.
One of the more pervasive population trends, the
median age of the US population reached an all-
time high of 30.6 years in 1982, but this will
increase to 36.3 years by 2000 and to 40.8 years
in 2030. This means that the population will be
constantly growing older and will be increasingly
dependent upon public services.
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One aspect of the demographic pattern is
favorable to the military. The typical triangular
population pyramid is being replaced by a com-
paratively cylindrical structure. (SEE FIGURE B-1-
2,) Those in the population group which follows
the “baby boom” cohort are likely to find that an
aging population decreases the promotional pros-
pects of younger workers in the civilian world,
On the other hand, with the military services’
emphasis on youth, physical fitness and early re-
tirement, chances for advancement and challeng-
ing opportunities for younger persons constitute
an important inducement for officer accessions if
exploited by the military services.

Another aspect of this population trend is the
growing importance of Hispanics and Asians in
the American population pool and the decreasing
importance of those of European and African ori-
gin. If present immigration treads continue,
before the end of this century, Hispanics could
constitute the single largest minority group in the
country, If Hispanic college attendance rates do
not significantly increase in the next decades, this
will place considerable pressure on the military
to increase the number of officers from this eth-
nic group which currently constitutes only 1.2
percent of the officers. While Asians will not fig-
ure as numerically important as other ethnic

groups, they do constitute an upwardly mobile,
college educated segment of this polyglot nation
and should, therefore, become a more significant
portion of the officer corps.

Another demographic factor influencing the
world of 2025, will be the tremendous increase in
world population. By 2000, there will have been
a 70% increase the papulation of lesser developed
nations over what it had beer a mere quarter
century earlier. The world population will be
6.35 billion by then and over 5 billion wiil live in
the lesser developed nations. For instance, if
Mexico's rate of growth continues much longer,
its population will exceed one billion within the
next century. The projected increase in world
population will have such an affect on the global
consumption of food, forest products and miner-
al resources that it must be ranked as one of the
most critical international issues. The result will
be a veritable flood of people demanding oppor-
tunities, resources, power, space and prestige on
a crowded planet.

For the United States, this may mean a tre-
mendous increase in the rate of immigration. The
influx of people from Latin America and Asia
could increase in the next 40 years, radically
changing the ethnic structure of the Nation in the
way that the “new immigration” from eastern
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Figure B-1-1: Estimates and Projections of Total Population 1950 to 2080.
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and southern Europe in the late nineteenth and
early twentieth century changed the mostly An-
glo-Saxon and Airican dominance of the conti-
nent that had come in the previous two and a half
centuries. There is little reason to assume that the
Nation cannot continue to absorb such ethnic
modifications while modernizing its economy,
adapting its values and modifying its institutions
without becoming wrecked by the racial, religious
and ethnic discord that has dominated most of
the world's pluralist communities.

Besides the obvious climate of ethnic diversity
with which the Army has found itself in the past
half century, there emerges the continuing social
issue of the role of women, With the declining
number of available men, the Army could meet
its officer needs by raising the number of women
in its ranks. To accomplish this end, significant
attention will be paid to the issue of the partici-
pation of women in the Army. This involves
more than mere numbers and employment op-
portunities. The military social system may well
face such issues as the compatibility of assign-
ments of dual-officer households, the obligations
of employed spouses, growing numbers of single
parent officer households, fraternization between
officers and enlisted personnel and a host of oth-
er problems.

A related issue is the spouse employed outside
the Army, The “two-breadwinner” family is now
the norm in the United States. In fact, the growth’
in the employment of women may be the most
significant social phenomenon of the twentieth
century. The Army is caught on the horns of a
dilemma in these situations., On the one hand,
the spouse employed outside the household
desires and sometimes demands that her employ-
ment be a serious consideration in any family
move. The Army may have to assume an increas-
ing obligation in finding such employment for
reassigned officer spouses or may need to consid-
er not moving the officer. We may have to devel-
op a whole new career pattern involving long-
term assignments in order to satisfy the needs of
Army families. This is increasingly becoming the
case among American corporations. On the other
hand, the demands of military service often re-
quire moves in order to meet national obliga-
tions. An increasing problem involves efforts to
reduce the problems of military families through
provisions for such things as spousal employment
opportunities, child care centers and counseling
services. Currently, one of the most critical social
issues facing the modern military is the adapta-
tion of the service requirements to the familiar
considerations of a twenty-first century society.

A final social factor is the continued trend to-
ward ethical relativism and situational ethics
which have dominated intelle: tual thought for
the last several decades and which may continue
well into the next century. Embodied in this
gradual erosion of traditional values is an appar-
ent de-emphasis on guilt, increased tolerance of
plurglistic behavior patterns, disenchantment
with traditional institutions and values, a decline
in public civility, a growing sense of immediate
gratification and entitlement without being
obliged to follow the traditional “work ethic,”
and, particularly important to the soldier, an in-
crease in international terforism and low-intensi-
ty warfare by groups and would-be nation-states
that totally disregard the iraditional norms of
watrfare. The development of such factors consti-
tutes an important ingredient in the value system
that officers and enlisted personnel bring with
them into the military and also looms large in the
value system of those whom the US government
must face in international confrontations in the
future,

At the same time, this trend will periodically
be challenged by a significant counter-trénd to-
wards “traditional values” embodied in world-
wide religious movements like the Christian fun-
damentalists, the Muslim fundamentalists and
various Oriental-based communitarian and cultic
movements. Such revivalism is a natural reaction
of societies to rapid social and economic change
and constitutes a series of forces that will impact
upon the military in a variety of internal and
external ways during the next four decades. The
year 2000 will become a particularly important
time in Christian millennial ideology.

Economic

Several economic factors affecting the US mili-
tary future will impact upon professional devel-
opment of the officer corps in the next 40 years,

First, there is the relative high cost of energy
which impacts considerably upon training and
other military activities in the short run. In the
early part of the next century, we may find some
alleviation of this cost factor due to technological
developments. Second, in a national security
sense, there is the continued dependence upon
international trade for critical raw materials, not
just oil, but also minerals such as cobalt and
manganese. A third characieristic is the shift in
employment patterns from heavy public service
and industry to the service and information sec-
tors, These white collar jobs will attract the grow-
ing women portion of the labor force but will
leave out of the market many of the minority

B-1-4

¥
H
*




| ¢kt i Sieaseie. e

youths who lack the educational skills to compete
in this highly literate growth area. For the mili-
tary, these potertialities may rcsult in significant
problems in accessing women officers in the
forthcoming ‘era of reduced numbers in the age
18-24 year cohort. Fourth, as the Nation becomes
increasingly involved in the information econo-
my, its industrial base will decline as there
emerges even more global manufactuiing interde-
pendence. The long-term strategic implications
of this industrial interdependence may be more
important than energy and mineral dependency.’

Other factors critical to the economic develop-
ment of the Nation in the next four decade’ -
the rate of worker productivity, the degree c; -
novation, workplace automation, capital invest-
ment and plant modernization, the impact of
multi-national corporations upon the availability
of jobs, international debt to the First World and
taxation levels,

Two previously mentioned demographic devel-
opments impact also in the economic arena. The
declining labor pool reaches its low point in the
next decads but does not reach levels comparable
to that of the 1970s during the next four decades.
There will be a rising incidence of aged depen-
dents whose demand upon the public purse for
care will increase through the era under consider-
ation and particularly after 2010, when the “baby
boomers™ begin to retire.

What most hope are short-term economic
problems could become chronic thorns in the
American economic scene and be of considerable
consequence to the long-term best interests of the
military. These involve the high federal budget
deficit, the growing imbalance in our internation-
al trade deficit and high interest rates, A Kkey
component in our national security policy is a
robust economy. Without it our ability to finance
the necessary military expenditures cannot he
sustained. Therefore, our national economic de-
velopment policy as carried out through both fis-
cal and monetary policies on the one hand and
world-wide commercial intercourse on the other
constitutes an important ingredient in military
preparedness. :

Political

Political instability has characterized the last
thirty vears of American history and may well
continue into the future, Undoubtedly this has
resulted both in the shorter terms of presidents
since Eisenhower and the declining influence of
parties in the political process. Under such cir-
cumstances we will find executive and legislative
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indecision and reconsideration of public policies
which will impact upon the military, Unless a
major political revolution occurs, and we may be
due for a new party system like that imposed by
the Jackson, Lincoln and Roosevelt revolutions,
political consensus may be hard to obtain, espe-
cially when the national legislature and the exec-
utive continue on their divergent paths as they
have for the past five presidencies. For the mili-
tary and its professional officer development, the
uncertainties in budgetary allocations will consti-
tutc an important given with which it must deal.

A particularly gnawing factor affecting Ameri-
can political development is the splintering of
American politics. Inherent in this is a decline in
party discipline in Congress and the state legisla-
tures and the rise of media consultants to replace
the party professionals who helped to shape party
consensus and a common legislative agenda. This
fragmentation also manifests itself in single-issue
groups and candidates that circumvents tradi-
tional pluralistic parties. We also see¢ this devel-
oping in the Sunbelt versus Snowbelt conflicts
that increasingly find the latter region becoming
anti-military. Part of this anti-militarism is the
consequence of continued withdrawal of military
instaliations from the area,

In comparison with other nations, American
political instability could seem enormously sta-
ble. The population explosion in the lesser devel-
oped countries and the economic stagnation in
much of Europe most probably means political
confrontation in much of the world.

Throughout the world there is a growing mis-
match between demands of various components
of a nation-state and the capacities of its institu-
tions to respond in effective ways to the problems
confronting it. The next four decades may be
characterized by a variety of political conflicts
resulting from pressures either to change the ca-
pacity of institutions to meet those demands or
to alter in some way the kind and level of de-~
mands being placed on political, legal and social
institutions. Can the complexities of the future
be managed so that they are kept within the
bounds of understanding by the society’s citizens
and their representatives in government?

Several international problems loom signifi-
cantly on the horizon during the next four de-
cades. The relative influence of both the Soviet
Union and the United States upon their alliance
partners in Europe may decline. Increased eco-
nomic ties between the nation-states of the conti-
nent will naturally lead to decreased political ten-
sions. A probable consequence could be a
declining role of the US in NATO.
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These changes may well be minor ones in a
world faced with the demographic and economic
events described earlier. A major furce in the
developed world could be a conservatism that
will seek to improve the lot of its own citizens at
the expense of the lesser developed nations, We
may find in the coming decades the United
States and the Soviet Union cooperating to main-
tain the peace in particularly volatile sections of
the globe as we seek to avoid nuclear holocaust.
On the other hand, both superpowers may well
exploit social and economic dislocations to their
advantage by encouraging low-intensity conflict
throughout the globe. The United States could
vacillate between “isolationism” or
“interventionism,”

Particularly threatening to international stabil-
ity will be the ptoliferation of nuclear, biological
and chemical weapons and delivery systems
throughout the globe. The key to the Pax Ameri-
cana or Pax Sovietica, depending upon one’s ori-
cntation, has been the unwillingness of the nucle-
ar powers to risk self-destruction in a quest for
world dominance. The possibility of a designing
and desperate national leader risking such a holo-
caust on behalf of national, religious or personal
goals is not out of the question. For both super-
powers, the limit of the spread of these weapons
constitutes a mutually beneficial diplomatic en-
terprise. Such issues also may cause a dramatic
increase in pressures for arms reductions and
disarmament,

For the Army, the political future may cause
some significant reassessments of force distribu-
tion and structuring as well as missions, If the
geostrategic threat of conflagration in Europe de-
clines then the active component’s commitment
to that region may be reduced. In its place we
might increasingly rely on the reserve compo-
nents as the basis for reinforcing the high-intensi-
ty conflict in Europe—a strategic consideration
which will place considerable emphasis on the
training and equipping of the reserve forces,
Moreover, if the great European peace since 1945
continues much longer, we may find that peace
taken for granted, deterrents may weaken, and
the likelihood of war might imperceptibly in-
crease, It is one of those ironies of history that
success may foster failure; safety might promote
danger. While the debate over defense costs and
risks continues in the body politic, we must con-
tinue to remind the nation and the world of the
cost should the peace betwesn the major powers
break down. Deterrence is one of the most diffi-
cult of all messages to inculcate in a nation whick
has not known the costs of total war and whose
memory of the last major conflict is too much
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embodied in movies like Patton, and TV series
like “Hogan's Heroes” rather than the realities of
Omabha Beach, Dresden, Tarawa and Hiroshima.

If this strategic deterrence mission is given to
CONUS-based reserves, a larger proportion of
the regular forces could be committed to combat-
ing low-intensity ceuflicts in the Third World.
Such a restructuring of forces and missions could
well mean greater emphasis on tailoring our com-
bat and support forces to smsll, flexible, mobile,
light and technologically modern units.

Achieving success in the future requires a de-
cided emphasis on the rapid acquisition, process-
ing and analysis of military and political intelli-
gence and a willingness to act decisively when a
situation warrants action, This necessitates both
the will to create such forces and a will to use
them at appropriate times. Finding this political
will in the multifaceted political environment of
the United States and its allies and friends is
likely to be more difficult now and by 2025.

Technology

The impact of technological change on the mil-
itary has been and is likely to continue to be
immense, probable no area may cause more im-
mediate change on officer professional develop-
ment than this one.

Three basic areas are particularily important in
the Army's adaptation to such change. First,
chemicals and biotechnology could offer every-
thing from better techniques for treating battle-
field casualities, to new and cheap chemical and
biological weapons and to the introduction of
learning techniques that could increase basic in-
telligence levels and learning capacities, Second,
advances in basic sciences and applied technolo-
gy across a spectrum that includes everything
from optics to physics could find both sides in
any major international conflict with improved
weapon accuracy, speed of employment and le-
thality. Third, improved computational, infor-
mational and robotic science techniques portend
massive changes in the speed, accuracy and
quantity of information avaiiable to the com-
mander and the individual soldier, At the high
end of the spactrum of conflict robotic devices
may reduce the risk to frontline casualties and
the demand for manpower in a variety of combat
and combat support missions.

On the one hand, these improvements may re-
duce overall educational costs since training in
one's home may replace some to the resident
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schooling we traditicnally rely upon. On the oth-
er hand, the potentiai information overload an-
ticipated¢ by these dovices foreshadows major
problems in command and control, Storage of
massive amounts of information for decision
making will be necessary which may require the
need for artificial intellipence and fifth genera-
tion computers, We must by able to distribute the
right information to the right dccision makers at
the right time so as to assist them in using the
best information at their disposal.

All of these require both enormous expendi-
tures and a massive educational program to fully
implement them into the military environment.
The rapid obsolescence of weapons, counter-
weapons and advanced technological equipment
as well as the diverse options in de¢sign and pro-
curement that confront the military constitute
particularly critical problems in the future. We
can expect user friendliness in various techniques
to continue such that the short-run need for com-
puter literacy will become the accepted norm in
the same way that “automobile literacy” became
a national norm in the early Twenti¢th Century,

The education and training of the future of-
ficers should include a professionalisin that de-
mands self-training, role modeling and effective
i:entoring by superiors while encouraging subor-
dinates to maximize the time necessary to stay
current, even ahead, of the tremendous changes
that technology imposes on military leadership in
the Twenty-First Century. The accelerating rate
of technological change requires the military to
avoid auquiring too many soon-tosbe obsolete
specialists to the detriment of an officer corps
with broad enough backgrounds to adapt.

Several authorities argue that the technological
displacement of military personnel combined
with the declining manpower pool will prescribe

a smaller, more efficient active Army. There is no
doubt that a critical requirement will be the abili-
ty of the active component to attract and retain
highly qualified personnel.

At the same time, the Army may find that its
potential missions in low-intensity conflicts may
not require a significantly differant level of com-
bat skills than presently exists within the mili-
tary. The key to success in low-intensity conflict
will be improved communication, intelligence
and movement, but not in novel tactical technol-
ogies, Too great a reliance on technology to re-
place the physical and mental toughness to close
with and engage the enemy could be particulariy
detrimental to combat effectiveness,

Moreover, no amount of technological exper-
tise can replace the ethical elements of leaderhip
which build on soldierly qualities so essential to
baitlefield success. There exists an intense need
for a command and senior staff cadre of well-
educaied officors with broad backgrounds and a
concerned awareness of the inter-relationahips
between economic, social and political realitles
and the application of force.

Conclusions

This discussion of general factors influencing
the next 40 years predisposes that World War 111,
in either a conventional or thermonuclear mode
does not occur, Should that happen, the social,
political, economic and technological conse-
quences that could arise out of such a conflagra-
tion make these generalizations about the future
obsolete. Given this caveat, we can now look at
such alternative scenarios and assess the impact
of various trends and events upon the policies
that forge the officer professional development
system from 1985 to 2025,
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Appendix 2 to ANNEX B

Significant Events and Trends in PDOS Interax Model

In preparation to conduct computer-assisted
policy impact analysis, the PDOS Futures Team
asked selected experts in long-range planning for
their opinion as to the cumulative probability of
occurrence of approximately 110 events and the
forecast of trend level of approximately 90 trends
which could potentially define and impact on the
officer professional development system from
1985 to 2025,

This appendix presents the significant consen-
sus as to event probabilities and trend levels for
those events and trends which appear in the “fi-
nal” PDOS INTERAX model.

The “cumulative probability” for events is the
probability that the event could occur by 2025,
The “forecast of trend level” for trends is the
“2025” deviation for that trend from an assumed
“1985" level of 1.00.
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Cumulative Probability of Ocourrence by 2028
" of Most Probatie Events

Cumulative Event
Probabllity  Number Event Statement

90 . 29 Army 21 is adopted.

99 33 Army establishea minimum en-
trance requirements for of-
ficers.,

Electronic data base Is instaited
throughout the Army.

Army instails Communications-
Computer Based Instruction for
use in schools, units and the

Salae t toati

-assessment teating program
Is installed for officers at Army
schools.

Super-powerful hand-held com-
puters are developsd arid made
available to all officars, free.

Requirements are established for
all oftioers to receive military
schooling &t most ranks,

Rapid Inorease in modernization
of squipment ocours similar 1o

+ 1980's Increass.

Army combat units have TOE po-
sitions calling for other Barvice
MOSs; other Services sssign
their personnel to tham,

Additional electronic wargames
fielded for training.

Formalized officer profsssional
'c.lo':':‘ljopmont program is estab-

shed,

" 42
99 48
29 48
9 I .
R 84
09 9

8 2




Cumulative Probability of Occurrance by 2026

Forecas: of Trend Level by 2025:

|
[
|
|
j of Least Probable Events Most Dramatic Decreases/Least Dramatic Increases
I Cumulative Event Forecast of Trend
,: Probabllity  Number Event Statemant Trend Level Number Trend Statement
; 01 8 Unauthorized nuciear launch by .80 7 Percent officers deficient in basic
| US Army fisld commander oc- skills at entrance into ovficer
: curs, corps.
.08 61 US military forces are combined. 85 83 No. officers in Active Component
A5 84 Two languages required of ali of- ‘“TDA" Army.
ficers, 97 19 Gap between US arid USSR tech-
A5 86 Army protects domestic facilltes. nology.
20 87 Permanaent international military 1 .00 72 US national will to support military
force is established. operations.
21 50 Renervas assignad total US mill- 1 .03 82 No. enliated parsonnel in Active
tary commitmant to NATO. Componaent Army.,
21 2l Sth generation computer is devel- 1 .03 67 Abllity of junior offioers to replace
oped by Japan. senior officers.
21 78 Educational deficiencies are elimi- 1 .08 55 No. Active Component officars in
nated. “TOE" Armv,
.26 77 50% drop in univarsities partici- 1 .08 7 Congressional support for the mil-
pating in Army ROTC, itary (a measure of Congres-
28 30 US withdraws from NATO, sionsl will),
28 35 Maxico turns communiat, 1 .28 81 Lisutenants’ average skiil/aptitude
26 a7 France rejoins NATO, level upon entry on active duty.
i .30 Commanders' ability in mid- to
high-intensity combat,
Forecast of Trend Level by 2026:
Most Dramatic increases
Foreocastof  Trend
Trend Level Number Trend Statement
15 .0 3 Percent officers with ability to use
computars etfectively (read
forsoast as 15 times today's
trend level—what evet it may
10 .0 2 Percent officer positions requiring
/ computer use.
4 0 44 Percant officers with computer
iorminale at homs.
2.0 20 Officer retraining requirsments
:mo to their skills being obso-
ote.
1 96 20 Percent of Joint/Combined opera-
tions involving Army units,
1 .88 48 Rate of modernization of Army
equipment, )
1 .88 34 Coat of PCS moves due to training
and education requirements.
1 .50 4 Percent women in the Army.
1 .80 1 Loas of officers to civillan sector.
1 40 47 Gap between capatilities of re-
serve and active duty officers.
¢
I
i
%
I
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Appendix 3 to ANNEX B

Policy Impact Analysis of PDOS Policies

Section 1. Futures Team Task.

1. The Futures Team took as their task, to ana-
lyze the impact of the Officer Professional Devel-
opment System (OPDS) and Professional Devel-
opment of Officer Swudy (PDOS)-recommended
policies between the years 1984 through 2025.

2. The methods used to accomplish this task
included:

a. A detailed analysis of futures literature,

b. The creation, administration and analysis
of an opinion survey on likely events and trends
during the period under analysis,

c. A detailed review of the PDOS-recom-
mended policies and

d. The running and analysis of computer
simulations of future events and trends and their
cross-impacts.

3, The resources available 1o the Futures Team
included:

a. DOD and Army literature which is of in-
terest in a future tense,

b. Individuals whose military/civilian duties
are in the long-range planning and futures analy-
sis arenas and

c¢. The INTERAX cross-impact computer
model from the Center for Futures Research at
the University of Southern California,

4, The Futures Team task arose from an at-
tempt to answer some questions which principal
Army decision makers would ask when con-
ducting an @ priori analysis of their poli-
cies—referred throughout this report as policy
impact analysis. The questions the Team kept in
mind were:

a. Will this policy make a difference?
b. Will this policy be useful?
¢. How useful?

d. How long will this policy last before it
makes no difference or actually gets in the way?

¢. How much “policy management” will be
required to make the policy work?

f. Will the policy 1nake the decision maker's
responsibilities easier?

5. The analysis of the impact of policy into the
future is a difficult process, at best, Typically,
this process concerns itself with, only, two to
three years with at most a seven year window
filled with very dark glass. The process selected
by the Futures Team attempted to provide a de-
liberate determination of variables which would
impact on the Army in the future and stretch the
assumptions upon which decision maxking is tra-
ditionally carried.

Section 2. Futures Variables and Interactions.

1, The INTERAX computer program requires
the analyst to enter data relative to EVENTS
which may/will impact on the system under anal-
ysis, the TRENDS and PERFORMANCE MEA-
SURES which the analyst will use to monitor
progress of the system through time and the
CROSS-IMPACT of e¢ach event on all other
events and of each event on all the trends and
performance measures. This portion of the report
describes how the Futures Team got the data to
enter into the INTERAX computer model.

2. The start point for the Team was to read
extensively in literaturc associated with Army
long-range planning and other literature associat-
ed with the impact of the future on the current
context of the world. See Annex II for a complete
descripiion of those sources. The Team next de-
veloped event and trend statements and asked
experts in long-range planning throughout the
Department of Defense to estimate the cumula-
tive probability of occurrence of the events and
the forecast of trend level for the trends during
the period 1984-2025. The results of this exercise
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were placed in the PDOS INTERAX computer
model.

3. Throughout the period of the study, Futures
Team analysts studied the data from a variety of
points of view. In some cases, data from the
opinion surveys were modified to conform to
more enlightened information gained later in the
study. Events and trends were added, others de-
leted or modified. If an event or trend was added,
Futures Team analysts developed nominal data
based on the best available, unclassified informa-
tion. To be “true” to the data, follow-on work
with PDOS INTERAX data should begin with a
re-certification of the data by a panel of experts,

4, The final data to be a part of the PDOS
INTERAX process is the cress-impact model.
The creation of this model was accomplished by
Futures Team members, A description of the
cross-impact model is at Appendix 6, Annex I1.

5. The data in the INTERAX model is made
up totally of human judgment, There is nothing
in the model per se which is traditionally referred
to as objective fact, Every piece of information
which is in the PDOS INTERAX model was
placed there based on human judgments and de-
cisions, The following recapitulation of the num-
ber of decision/data points in the PDOS INTER-
AX model shows the extent of the subjective
nature of this form of process:

a, ' 1300.. Nominal Trend Forecasts-
(65 Trends X 20 Indexes),

b. 1580.. Nominal Event Probabilities-
~ (79 Events X 20 Probabili-
ties).

c. 6162 .. Event-on-Event Hit/Miss Deter-
minations-
~ (79 Events X 78 Events),

d. 5135.. Event-on-Trend Hit/Miss Deter-
minations-

- (79 Events X 65 tends).

e. 2275.. Event-on-Event Cross-Impacts-
-~ {325 Cross-Impacts X 7 Inter-
nal Decisions).

f. 3816.. Event-on-Trend Cross-Impacts—-
~ (477 Cross-Impacts X 8 Inter-
nal Decisions).

8. 20268 . . Total Decision Points.

Saction 3. Computer Simulstiona Using
INTERAX,

1. Computer simulations using INTERAX can
produce two distinct types of information for the
decision maker. The simulations can create:

a. Single scenarios against which a decision
maker can conduct detailed long-range planning,
A scenario shows the decision maker a possible
alternative future which may confront his organi-
zation, The terms “scenario” and “alternative fu-
ture” may be used interchangeably. The Futures
Team analyzed ten scenarios, selected three for
in depth analysis and provided them to the rest
of the PDOS study group (see Appendix 8, Annex
I1, for details).

b. Multiple (or composite) scenarios against
which potential policies can be “tested.” This
technique was used in order to determine the
long term viability and robustness of the PDOS-
recommended policies in a variety of environ-
ments, These scenarios show the decision maker
the maximum, minimum and average effect
which his policies may have on the PDOS IN-
TERAX model and potentially on the decision
maker's organization, The Futures Team ana-
lyzed, in depth, four multiple (or composite) sce-
narios across eight trends and provided the data
to the PDOS Study Director and to the Vice
Chief of Staff, Army.

2. This discussion presents the Muitiple (or
composite) scenarios technique as this technolo-
gy was used to make PDOS policy impact
analysis:

a. Nine multiple scenarios were run for the
final data which was presented to the Study Di-
rector and the Vice Chief of Staff. As a result of
these two meetings, further work was done to
improve on the quality of the data in the model
and the final product which was prepared for the
Chief of Staff"s decision briefing,

b. Each of the nine multiple scenarios was a
composite of 25 alternative futures—this was a
total of 225 alternative futures. The nine simula-
tions were separate “stories” about the future
which a decision maker could encounter. Four of
the simulations were computer “runs” without
PDOS-recommended policies and four simula-
tions were computer “runs” with PDOS-recom-
mended policies. This was done to show the ana-
lyst and the decision maker what would happen
to officer professional development when left
“unmanaged” and what the effect would be with
PDOS-recommended policies. One yun was a
“statistical computer run” used to verify the in-
ternal consistency of the data in the PDQOS IN-
TERAX model. The four scenarios are briefly
presented here. See Annex 11 for further details.
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(1) A “World-With-Wars” simulation in
which a variety of forms of conflict were permit-
ted to occur at specific times. See below for the
forms of conflict and the years of occurrence,

(2) A “Domestic/Internal Control” simula-
tion in which the Army received a variety of
“protection™ or “police” missions.

(3) An “International/Domestic Tranquil-
lity” simulation in which the Army had no war
nor domestic control missions,

(4) A “Free-Play” simulation in which. all
evenis were allowed to occur at random (except
those professional development policies events
which were not being considered by the Study
Group). “

Section 4, Pollcy insights.

Computer simulations were run using the “four
worlds" and data were analyzed across eight
trends. Those trends came to be known as “sys-
tem-wide issues” by the Study Group. A descrip-
tion of these results follows and graphs which
assist the reader in visualizing the effects are at
Appendix 4

1. Art and Science of War: This trend/system-
wide issue is the center piece of the entire PDOS
study. The data indicate that when Art and Sci-
ence of War is left to “grow and mature” under
current policies and in the absence of PDOS-
recommended policies the trend will gradually
improve in the “free-play” world, will improve
only as a result of var in the “world- with-wars”
world and will experience a decline from its pres-
ent status in the “internal control” and “tranquil-
lity” worlds. When PDOS-recommended policies
are added to the computer simulations, the im-
provements in this trend are dramatic and in all
cases experience a steady improvement,

2. Warrior Spirit: This trend/system-wide is-
sue receives very limited impact in the absence of
PDOS-recommended policies. This seems to
track correctly with the current state of the na-
ture of the warrior spirit concept. The initiation
of the PDOS-recommended policies on warrior
spirit sees improvement in all worlds with the
greatest impact being felt during times of
conflict.

3, Self-Development: This trend sees the insti-
tution of a professional value throughout the offi-
cer corps. In the absence of PDOS-recommended
policies, this “officer corps-wide™ value is virtual-
ly unknown, With the initiation of PDOS-recom-
mended policies, self-development is allowed to
become an “officer corps-wide” value. The effect

of this cluster of policies is immediate and posi-
tive throughout all simulated worlds.

4. Leader-Mentor: This trend deals with the
amount of time available for leaders to develop
their subordinates under the philosophy associat-
ed with this system-wide issue. In the absence of
PDOS-recommended policies, this trend sees lit-
tle movement from its present state, The only
times that this trend fluctuates positively is in the
presence of armed conflict=—and then, only
slightly. In the presence of PDOS-recommended
policies, this trend experiences dramatic shifs
during times of conflict and only slight improve-
ment during the “internal control” and the “tran-
quillity” worlds.

5. Expert-Integrator: This system-wide issue is
closely associated with “Art and Science of War”
in that the policies cross-impacting both are quite
similar. The events which cross-impact these two
trends are nearly identical, with some exceptions.
The results with PDOS-recommended policies
are, also, similar,

6, Decision Making Skills: This system-wide
issue is dependent, predominantly, on technolog-
ical advances which are forecast to become avail-
able after the year 2000. In fact, in the absence of
PDOS-recommended policies, no improvement
worth disoussing is evident, With the implemen-
tation of these polivies, dramatic improvement in
this trend is “felt” almost immediately,

7. Common Shared Operational Language:
This system-wide issue has no current policies
which cause it to “improve.” In fact, in the ab«
sence of PDOS-recommended policies, this trend
sees a steady decline over all simulated “worlds”
with only slight improvement during times of
conflict. Once conflict is over, the trend returns
to its depressed state. In the presence of PDOS-
recommended policies, the trend does improve,
with significant improvement during armed
conflict,

8. Professional Values: This sysiem-wide issue
sees virtually no improvement nor decline in any
of the “without policy” simulations, With the im-
plementation of PDOS-recommended policies,
this trend “experiences” immediate and dramatic
improvement.

Section 5. Policy Recommendations.

After computer simulations were “run,” policy
recommendations were made by the Futures
Team to the Study Director and were also made
to the Vice Chief of Staff during an In-Process
Review, The recommendations were:
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1. Once policies are installed, they need to be
continuously monitored by the ARSTAF. Inten-
sive decentralized and “self” management were
intentionally built int- the model. For the actual
or real world results to mirror the simulated re-
sults, this form of management must be part of
any professional development program.

2. The MQS testing and CCBI packages of pol-
icies seem 1o be the most powerful, This seems to
“track” with “real world” expectations. Individu-
als tend to do best at things for which they are
held accountable and for which they are evalu-
ated. These policies should be executed.

3. The “assessment strategy” is the next most
powerful set of policies. Initiatives should be un-
dertaken or continued to sce this set of policies
installed,

4. The PDOS INTERAX process should be in-
stalled within the ARSTAF, The data should be
revalidated, kept current and used to assist senior
Army decision makers in the navigation of the
officer professional development system into the
future,

Section 8. Methodology Comments

. INTERAX provides the analyst with an aid
in organizing his thinking. The model holds a
large amount of data which could not be handled
without the aid of a computer. INTERAX can
conceivably hold in its memory and can manipu-
late the following subjective decisions:

¢. Event-on-Event Hit/Miss De-

terminations (100 Events X

99 Events): 9900
d. Event-on-Trend Hit/Miss

Determinations (100 Events

X 85 Trends): 8500
e, Maximum Allowable Cross-

Impacts: 1s 3000, Can be ei-

ther Event-on-Event or

Event-on-Trend. Conceptual-

ly, there are 9900 Event-on-

Event Cross-Impacts (100

Events X 99 Events) and

8500 Event-on-Trend Cross-

Impacis (100 Events X 85

Trends). 3000 allowable

Cross-Impacts X 8 Internal

Decisions: 24000

f. Subjective decisions possible; 46100

There were 20,268 subjective decisions made to
create the PDOS INTERAX model—38971 are
retained in the memory of the program and 11,297
decisions are retained “off line” of the program,
It is also possible to integrate objective data with
subjective. Actually, this tends to model the deci-
sion-making strategies of anyone—cne combines
objective and subjective data together when mak-
ing decisions of whatever magaitude.

2. The print-outs provided from INTERAX
provide a large amount of data for the analyss,
Additionally, the program can run interactively
providing the analyst with year to year data in

%lzbjie?ﬁ"e the single scenario mode.

, ecuions 3. The INTERAX process helps the decision
a. Probability Estimates of 100 maker to manage \what he can hypothesize about
Events Over 20 Periods of the future, helps him to provide consistency to
Time: 2000 pis decisions and helps him to overcome the
b. Forecasts of Trend Level of human frailty of holding only a small amount of
85 Trends Over 20 Periods of information in the shortterm memory of his

I'ime: 1700 brain.
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Appendix 4 to ANNEX B

Graphs From the Final Set of Simulations

|. Purpose.

To present the graphs from the final set of
simulations,

a. Pages B-4-2 through B-4.10 show the graphs
from the final set of simulations. Page B-4-2 out-
lines what is seen on pages B-4-3 through B-4.10,
In the upper left-hand corner is the name of the
system-wide issue analyzed in each of the

_“worlds.” Each “world” is a composite of 25
alternative scenarios. There is a brief description
of the nature of the system-wide issue. There are

( eight graphs for each system-wide issue. Four

graphs depict the nature of the syctem-wide issue

1

b
=

&

1

throughout the four “worlds” without policy and
four graphs depict the effect of PDOS-recom-
mended policy within each “world,” Within each
graph are:

(1) Along the y-axis is the relative level of the
trend with 1,00 being the value for 1985.

(2) Along the x-axis are the years of the
simulation,

(3) The upper line is the line of maximum
values throughout the 25 simulations (note: no
single scenario traces any of the lines).

(4) The middle line is the line of average
values throughout the 25 simulations.

(5) The bottom line is the line of minimum
values throughout the 25 simulations.
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Appendix 5 to ANNEX B

Policy Im

ct Analysis Exercise for Senior Arm Leaders:

Subcourse on Uncertainty Management In Strategic Decision Making

This sub-course is recommended by the PDOS
Study Group to be a part of the General Officer
and Senior Executive Service Civilian Transition
Course. This sub-course is a a two and a half day

_ exercise in uncertainty management for the se-
nior executive in the Army. The course takes the
student through the literature on “perceived en-
vironmental uncertainty,” “decision making
under risk,” “futures research,” “cross-impact
analysis” and “policy impact analysis” with the
theme of the Officer Professional Development
System as approved in concept by the Chief of
Staff, Army on 21 Decernber 1984,

Read-ahead materials: - To Be Determined,

AGENDA

15t Day:

0800-0815 Introductory remarks — objec-
tives, introductions (if not done

earlier).

0815-1000 A quick review of the decision
making literature; with hand-
outs, patterned after McCrim-
mon and Taylor in the Handbook
of Industrial and Organizational
Psychology (1976) with up-dated
versions, Heavy initial reliance
on Stout (1983) in Leadership in
Organizations published by US-
MA,

1000-1020 Break.

1020-1120

1120-1200
1200-1300
1300-1430

1430-1450
1450-1700

2d Day:
0800-1530 *

8-8-1

Presentation/discussion on the
constructs of “uncertainty,” “en-
vironmental uncertainty* and
“perceived environmental uncer-
tainty,” Resources are the litera-
ture on uncertainty found in the
disciplines of Industrial and Or-
ganizational Psychclogy and
Management,

Discussion.
Lunch.

“Management of the Future.” A
discussion of futures research
and how it fits into decision mak-
ing and the management of un-
certainty, Heavy reliance on the
work of Alvin Toffler, John Nais-
bett, et al, aud literature from the
ARSTAF, eg., Log 21, PA 2002,
TAP/EAP, OPMS—Look into
the Future, OPDS—Policy Im-
pact.

Objective: To develop, for the
attendee, a sense of the futures
work done in the Army and what
that work means in the manage-
ment of uncertainty,

Break.

The Officer Professional Devel-
opment System-—1985-2025.

Presentation and discussion of
significant events and trends
which define the environment of
the officer professional develop-
ment system,

]




Objective: To develop, for the at-

tendee, a senr- of the richness of

the environ:ucat in which officer

professional development finds

itself. To “bring-up-to-date,”

based on student input, the nom:

inal event probabilities and nom- 1030-1200
inal trend projections used in the

.INTERAX computer program.

Revised data will be entered into -
the INTERAX for use during ex-
ercise on the 3d day.

* Note: Break at 1000-1020 and lunch at
. 1200-1300.

1530-1700 Presentation and discussion of 1200-1300
policy impact analysis, INTER-
AX and the alternative futures 1300-1400
process,

3d Day: 1400-1630

0806-0900 Presentation and discussion of
policy impact analysis for PDOS
using INTERAX.

0900-1030 Alternative  futures  analysis
based on student input entered '
into INTERAX overnight. 1630-1700

B-3-2
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Objective: To present policy im-
pact analysis with INTERAX us-
ing student data. To prepare in-
put for CSA on the navigation of
PDOS.

Sub-group discussion of the re-
sults of the INTERAX computer
simulations, Break taken en route
to sub-group discussion,

Objective: To prepare a position

paper for the CSA on any recom- -

mended corrections to the cur-
rent direction of the officer pro-
fessional development system,

Lunch.

Presentation and discussion of
sub-group solutions,

Consensus on sub-groups solu-
tions and preparation of position
paper for the CSA on recom-
mended corrections to the cur.
rent direction of the officer pro-

“fessional development system,

Closing remarks,
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Annex C

Glossary of Terms, Abbreviations and Acronyms

Active Duty Guard/Reserve: Guardsmen and
Reservists' on active duty solely to provide full-
time support to the Reserve Components and
who are paid from reserve personnel appropria-
tions of the Department of Defense Military
Service.

Alternative Future: A computer generated sce-
nario which includes a list of randomly selected
events along with their year of occurrence and a
list of all trend values as modified by the cross-
impacts of the randomly selected events or as
modified by the “non-occurrence” of events
which are, in fact, expected to oceur,

Artificlal Intelligence (AI): In general, is the
science of giving human-like learning and think-
ing qualities to machines, Specific sub-fields are
knowledge acquisition (“learning”); knowledge
retention (“memory”™); application of knowledge
(“common sense,” logic, complex cognitive pro-
cesses), language and speech recognition; and
voice synthesis. The major focus of the PDOS
education and training methods analysis is on the
use of Al for knowledge acquisition and retention
and the application of Al to provide a new level
of speed and simplicity to the decision making
process.

Amsessment: Measure of the growth or decline
in education or skill attaininent that takes place
over time in key learning areas. PDOS specifical-
ly intends that assessment not be used as part of
this formal evaluation system (i.e., OER) nor tied
to the selection process. Its purpose is to provide
feedback to the individual and re-calibration of
the system.

Assessment Cell: Administered at each propo-
nent school for ease of control and administra-
tion of assessment program.

Assessment Center: Where identification of
officer potential and a diagnosis of individual
officer development needs and training require-
ments are determined.

Assessment Data Control Center: Where the
data from individual learning instruments can be
synthesized into a composite that represents the
profile of the Army officer at various ranks.

Attribute: Any belief, value, ethic, character
trait, knowledge, or skill possessed by a person.
(FM 22.100)

Audacity: The willingness to take reasoned but
enormous risks,

Beliefs: Assumptions or convictions that a pet-
son holds to be true regarding people, concepts or
things. (FM 22-100)

Certify: To confirm that an officer has com.
pleted (i.e., validated) all requirements establish-
ed by the applicable Military Qualification Stan-
dard (MQS) and is qualified in that specialty at
that lovel,

Character: The sum total of an individual's
personality traits and the link between a person’s
values and his behavior. It allows a person to
behave consistently according to individua! val-
ues, regardless of the ciroumstances, (FM 22-100)

Coaching: A form of teaching that involves
communicating detailed instructions and on-the-
spot feedback in a way that helps one learn a skill
or accomplish a task. (FM 22-100)

Cohesion: The mental, emotional and spiritual
bonding of unit members that results from re-
spect, confidence, caring and communication. It
is intertwined with discipline and is necessary for
a unit to work as a smoothly functioning team.
(FM 22-100)

Company Level Branch Qualification: Point in
a Captain's career when he is considered to be
fully qualified to assume any company grade
branch position, e.5, completion of OAC and
successful company command or equivalent
branch experience.

Common Core: The set of officer skills, attrib-
utes, knowledge and proficiencies, based on the
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Fundamental Principles of Officer Professional
and Leadership Development that extends
through all levels of professional development,
The common core provides officers with a pro-
fessional development guide for what he must be,
should know and should be able to do.

Communication: The exchange or flow of in-
formation and ideas from one person to another.
The process involves a sender transmitting to a
receiver an idea, information, or feeling, (FM 22-
100)

Communication/Control Model: A relatively
new education and knowledge model which seeks
to add an interdisciplinary and computer tech.
nology dimension to the existing widely used ed-
ucation theories, For further details, refer to the
works of Dr, Doreen Steg referenced in the
bibliography.

Computer Assisted Instruction (CAI): Any in-
struction which uses a computer to manage, gen-
erate or deliver instruction. In the PDOS desired
system it {s intended that CAI include;

“a. A data base which is common to and ac-
cessible by doctrine developers, combat develop-
ers, instructors, units in the field and individuals.

b. Instructional packages which provide to
the student an in-depth knowledge or may pro-
vide information at a refresher or familiarization
level,

c. Testing packages.

d. Toeaching aid packages for unit develop-
ment programs,

¢. Authoring systenis
f. Menu-driven access to above packages

Computer-Communication Based Instruction
(CCBI). The elecironic methods component of
the overall PDOS education and training meth-
ods strategy. CCBI places an emphasis on the
following electronic technologies:

a. Computer Assisted Instruction (CAl) and
Interactive Video Disk (IVD) systems,

b. Computer simulations (wargames).
¢. Computer teleconferencing.
d. Artificial intelligence,

e. Strategic planning/futures policy impact
analysis tools/aids.

f. Information storage and decision tools/
aids.

g. Knowledge bases,

The overall aim of CCBI is to increase the tem-
po of prudent, sound officer decision making
under stress. The intermediate aims are to teach
officers to learn faster and smarter, overcome
combat skill obsolescence, enhance knowledge
and skill retention and make computers a natural
extension of the officer in peacetime and wartime
workplaces.

Computer Literacy: The knowledge of what a
computer is and the functions it may perform,
One who is computer literate has the ability to
apply computer-related terms, concepts and ca-
pabilities to one’s job. Computer literacy skills
equate to oral and reading skills, The concept of
computer literacy in an education setting is not
simply learning to manipulate a word processor
or spread-sheet nor is it learning how to program
a computer. Those tasks are skills-based which
are learned through training, Within an educa-
tional context, computer literacy refers to the ca-
pability to use the computer as a tool for gather-
ing, processing and communicating information
related to the learning process. In an organiza-
tional setting, it refers to using it for intelligent
application and amplification of learned knowl-
edge and skills,

Coordination: Bringing into a common action,
movement or condition; regulating and combin.
ing in harmonious action, (FM 22-100)

Counseling: Talking with a person in a way
that helps that person solve a problem or helps to
create conditions that will cause the persen to
improve his behavior, character or values. (FM
22.100)

Courseware: This term came into use as com-
puter assisted instruction grew in order to pro-
vide a distinction between the software programs
that control the hardware devices and the soft-
ware tailored to providing instructional interac-
tions, As it has come to be used, courseware re-
fers to the materials of instruction that constitute
applications programs administered by computer
delivery systems,

Courseware, “Smart”: Refers to computer
courseware aimed at enchancing officer decision
making capabilities, Such courseware will enable
students to work smarter and faster by providing:

a. Good access to relevant knowledge.
b. Ease of computation.

¢. Ability to simulate situations that are too
oxpensive, dangerous, or impossible to observe
directly.

o T
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As a result of using “smart” courseware, of-
ficers can focus on concepts, theories, models,
problem solving and decision making rather than
on clerical tasks. They can achieve mastery of the
art and science of war rather than just becoming
familiar with it,

Cross-Impact: A decision (i.e., a human judg-
ment made by an analyst) that an event, were it
to occur in a computer simulation, will cause a
¢hange in the probability of the occurrence of
another event or a change in the forecast of the
trend level for a trend. The analyst makes pair-
wise comparisons of each event on all other
events and on all trends to determine if the first
event in the pair-wise comparison would cause
some sort of change in the second event or trend
in the comparison. The cross-impact of an event-
on-another-event has the effect of increasing or
decreasing the probability of the occurrence of
the impacted event should the impacting event
actually occur in a computer simulation, The
cross-impact of an event-on-a-trend has the effect
of increasing or decreasing the level of the trend
line should the impacting event actually occur in
a computer simulation. The cross-impact data
are entered into the INTERAX computer model
along with event probabilities and trend levels,

Cumulative Probability: The increasing
probability that an event will occur prior to a
given year—as opposed to an “interval probabili-
ty” which is the probability that an event will
occur during a specific year.

Defense Language Attitude Battery (DLAB): A

‘test which determines if an individual bas the

ability to learn a Foreign Language.

DELPHI: A technique used to obtain collec-
tive opinion among a group of experts while at
the same time attempting to prevent forceful
group metnbers from dominating the discussion
and stifling the contributions of other group
members, A decision maker sends a question-
naire or set of issues to experts; they respond;
they return their responses which are consolidat-
ed at a central location; and the analyst returns
the aggregate of responses to the experts for a
second round of responses. This process contin-
ues until the decision maker who is asking the
questions is satisfied with the responses. The
DELPHI technique employed by the PDOS Fu-
tures Team involved two rounds: A “question-
naire” round (see Appendix 3, Annex 1I for a
copy of the DELPHI questionnaire), and a “con-
ference” round at which respondents were of-
fered the opportunity to change their original re-
sponses after there was group discussion on those
questions for which there was large disagreement,

c-3

Development Period: A phase in an officer’s
career, bounded usually by promotion, during
which he acquires a given set of cognitive skilis,
operates within specified bounds of authority,
bears a certain level of responsibility and con-
tends with some degree of complexity and uncer-
tainty. The development period represents an en-

velope of assignments during which we can

identify general and branch or functional area
specific attributes, skills and performance stan-
dards for officers to attain based on the range of
positions they are likely to hold.

Discipline: The prompt and effective perform-
ance of duty in response to orders or the taking of
right action in the absence of orders. A disci-
plined unit forces itself to do its duty in any situa-
tion. (FM 22-100).

Education: This involves how to think and de-
cide and the learning of new concepts. The result
is the development and growth of the mind, A
product of education is the acquisition of in-
sight—an understanding of the meaning of con-
cepts; an understanding of how to articulate one’s
intent and frame of reference; an understanding
of contexts, The distinction between training and
education is important in that it permits a com-
parison of present with future needs for the Ar-
my. This distinction underlies the general thrust
of Annex P,

Education and Training Methods: Those meth-
ods which should be emphasized in order to sup-
port the individual officer, units and organiza-
tions and unit and school mentors in performing
their professional development roles during each
development period,

Esprit: The spirit, soul and state of mind of
the unit, It is the overall consciousness of the unit
which the soldier identifies with and feels a part
of. (FM 22-100).

Ethics: Rules or standards that guide individu-
als or groups to do the moral or right thing. A
code of ethics is a set of moral principles or val-
ues, (FM 22.100).

Evaluation: Judging the worth, quality or sige
nificance of people, ideas or things. (FM 22-100)
A systematic process of determining the effec-
tiveness of educaticnal endeavors in light of evi-
dence. It includes appraisal of achievement, diag-
nosis of learning and assessment of progress.
PDOS specifically intends evaluation to be part
of either the formal evaluation system (i.e., OER)
or the selection process.

Event: A statement that something occurs at a
specific point in time (as opposed to a “trend”
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which is a statement that something has specific
direction or suiovement). In the INTERAX pro-
ness, an event has a set of cumulative probabili-
ties 01" occurrence throughout the length of the
model. For each event in the PDOS INTERAX
model, there are 20 cumulative probability esti-
mates for each year from 1984 through 2025,

Frame of Reference: The otficer’s breadth of
perspective, a measure of his capacity to under-
stand things and to assert control over them, The
frame of reference is the sum total of an officer’s
understanding of himself, his role, his organiza-
tion, his subordinates and the cause and effect in
the flow of events around him, all of which deter-
mine his capacity for proactive control of his en-
vironment, his ability to deal with uncertainty
and complexity and his perspective in terms of
time.

Futures Research: A discipline concerned with
the study of alternative {utures. It treats long-
teqn forecasting as an open-snded analytic prob-
lem and seeks to better understand the issues, the
stakeholders and the uncertainty of the future
from both controllable and uncontrollable forces.
Some key features of the futures research ap-
proach are:

a. It is a learning process.
b. It explicitly includes uncertainty.

c. It always includes time as an explicit
variable.

d. It seeks “robust” solutions {ones which
remain favorable over prolonged periods and
under a wide variety of scenatios).

¢. It is always part of a continuing procesa.

Gestalt Based: A school of thought which af-
firms that responses to experiences are based on
an unanalyzable whoie rather than on specific
clements of a situation.

Human Nature: The common qualities of all
human heings. (FM 22-100)

liapression/Behavior/Role Modets: Thcoretical
education and knowledge models which form the
basis for 2 myjority of the Army’s post-commis-
sioning service school training.

Insight: Ideas and thoughts derived internally
from an ability to see and understand clearly the
uature -f things. A necessary part of making
judgments, of deciding, of “putting it all togeth-
er,” “of being awace,” of wisdom and far-sighted-
ness. Answers the question: What does this

mean? What is important in tAis situation? In-
sight cannot be taught directly, but can be in-
duced by well educated, experienced faculty, us-
ing appropriate teaching methods, Generally, a
product of education rather than of training.

Insight Madel: Another education and knowi-
cdge model which has been widely used in some
education situations but not in general in the
American education system.

INTERAX: The acronym for the futures re-
search process developed by Selwyn Fnzér, PhD,
Associate Director, Center for Futures Research,
University of Southern California. The acronym
INTERAX stands for “Interactive Analysis for
Strategic Planning.” INTERAX includes three
parts:

a. A “system model” defined by the universe
of events and trends and their nominal data,

b. A “cross-impact model” defined by the
cross-irnpacts of events-on-events and events-on-
trends.

¢. A “policy analysis” componert which are
the action-responses by decision makers or ana-
lysts to the “flow” of events and trends in a com-
puter simuiation, :

INTERAX Process: A term used throughout
this document to describe the collective use of
the components of INTERAX.

Knowledge: !aformation, data, facts, theories,
concepts. The factual basis of any course of learn-
ing. Answers the question: What shzuld I know?
May be achieved by many learning methods.
Knowledge is highly perishable if not used
routinely.

Leadership That Implements: Cominunicating,
coordinating, supervising and evaluating. (FM
22-100)

Leadership That Motivates: Applying the prin-
ciples of motivation, teachini, coaching and
counseling, (FM 22-100)

Leadership That Provides Direction: Goal set-
ting; identifying, analyzing and solving problems;
decision making; and planning. (FM 22-100)

MEL 4 Distribution Plan: A distribution plan
developed at HQDA which defines a specified
minimum allocation of officers possessing a Mili-
tary Education Level (MEL) 4, or Command and
Staff College level education, commensurate with
established priorities.

Mentor: A lcader involved in developing
(through education, socializing and training) an
individual by being for that individual a role
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model, teacher, coach, advisor and guide. A
school faculty mentor has the additioral respon-
sibilities of writing doctrine and developing
courses and courseware.

Military Leadership: The process by which a
soldier influences others to accomplish the mis-
sion. He carries out this process by appiying his
leadership attributes (beliefs, values, ethics, char-
acter, knowledge, and skills), (FM 22-100)

Military Qualification Standards (MQS): An
Army-wide officer training system that identifies
the skills and knowledge which officers must ac-
quire in order to perform his duties effectively. It
involves the officer, his commander and the serv-
ice school in his professional development.

Military Technician: Excepted service employ-
ees of the Reserve Components who provide full-
time support to units of those components and
who must be members of the supported RC unit,

Miliisry Tasks: Those tasks and skills in
which an officer must be proficient during his
career. They describe standards one must attain
to be able to perform successfully now and in the
immediate future,

Monte Carlo: A technique for randomly select-
ing whether an event occurs or does not occur in
a trial run of a computer simulation. In the com-
puter program of the INTERAX, this process 0¢-
curs to detertnine which set of events are picked
in order to create an alternative futures scenario.

Morale: The mental, emotional and spiritual
state of an individual, It is how a soldier
feels—happy, hopeful, confident, appreciated, or
worthless, sad, unrecognized, depressed. High
morale strengthens courage, energy and the will
to fight. (FM 22-100)

Motivation: The combination of a person's de-
sire and energy directed at achieving a goal. It is
the cause of action. Influeiicing people's motiva-
tion means getting them to want to do what you
know must be done. (FM 22-100)

MQS I: Provides the officer with the military
skills, knowledge and cducation which are re-
quired of an officer to embark upon a successful
career in the TS Army. Performed at pre-
commissioning,

MQS II: Provides the officer with the skills
and knowledge for initial branch qualification
and to continue to broaden and deepen his pro-
fessional military education performed at the
licutenant level.

MQS III: Provides the officer with the skills
and knowledge to qualify those officers in his
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specialty at the intermediate level and to contin-
ue the broadening and deepening of his profes-
sional military education; performed at the cap-
tain level.

MQS IV and V: Provides the officer with the
skills and knowledge to acquire the fundamentals
of Army and Joint staff procedures and expand
their basic knowledge of the doctrinal basis for
combined arms employment; performed at the
major and lieutenant colonel level, ‘

MQS Manuals: Common or specialty task
manuals. They provide a set of standardized
tasks, common and branch specific, that explain
the “why, what, who, where, when and how” for
each task.

Multiple (Composite) Scenarios: A set of sce-
narios run during a s.ngle computer simulation
generated from a single random number. The
PDOS Futures Team: ran nine sets of multiple
(composite) scenarios each of which contained 25
scenarios. The resulting graphs of the trend lines
show three lines for euch trend: an outline of the
upper-iimit which a single scenario (of the 25
scenarios) could have¢ taken, an outline of the
lower-limit and an outline of the average.

Nominal Data: The cumulative probabilities
for events and forecast of trend levels for trends
generated by the “experts” and placed in the IN-
TERAX model. The nominal data i3 referred to
as the “system model” in the INTERAX (see the
definition for INTERAX, above).

OPMD Manuged Officers: Officers who are
managed by the Officer Personnel Management
Directorate, US Army Military Personnel Center,

Performance Measures: Trends in an INTER-
AX model which are considered as measures of
the performance of the decision maker’s system/
organization/future.

Physical Confidence and Health: Vigorous, de-
manding physical activity, physical well-being
and the self-confidence engendered by rogular
physical activity regardless of age. Physical confi-
dence also enhances the self-image.

Policy: A set of events in the PDOS INTER-
AX model which reflect the specific implementa-
tion of PDOS-recommended policies.

Policy Impact Analysis: A systematic way to
examine possible future impacts of policies and
their interactions.

Practiced, Practical Judgement: An ability to
determine the vital from the unimportant, the
immediate from the casual and truth from decep-
tion. It is improved by experience.
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Professional Army Ethic: The basic profession-
al beliefs and values that should be held by all
soldiers: loyalty to the ideals of the Nation, loy-
alty to the unit, personal responsibility and self-
less service. (FM 22-100)

Professional Development (PD) ROADMAP:
Describes and provides guidance for the officer’s
professional development.

Professional Development Periodicsi: Pub-
lished news and policies affecting all officers to
include policy changes, board dates, zones of
consideration and changes in the “Common
Core.” ‘

Professional Military Education (PME): A
portion of MQS I which requires an individual to
complete one undergraduate course from each of
the following designated fields of study: Written
Communications, Human Behavior and Military
History. Also, it consists basically of a reading
program composed of selected items from vari-
ous sources,

Random: Of or designating an event having a
relative frequency of occurrence that approaches
a stable limit as the number of observations of
the event increases to infinity. A random number
generator is used by the INTERAX computer
program to determine if an event has. occurred
during 4 given time period. If the random num-
ber is equal to or greater than the probability of
the event, the event is deemed to have occurred
by the computer.

Reserve Components: Army National Guard of
the United States and the United States Army
Reserve.

Scenarios: Alternative futures generated by the
INTERAX computer model.

School Year (SY)/Academic Year (AY): A peri-
od normally incompassing two semesters or
cquivalent, Vacation periods and summer ses-
sion are not normally included.

Simulation: An INTERAX computer run
which generates cither single or multiple scenari-

- os (alternative futures).

Single-Minded Tenaclty: An imaginative, driv-
ing intensity to accomplish the mission using
everything that was available or could be created,

Single Sconarlo: A single alternative future
generated by the INTERAX computer model
which lists events and the year in which they
occurred plus a list of trends as modified by the
occurrence or non-occurrence of eveits during
the simulation. The scenario may also contain a

narrative of the sirnulation a8 interpreted vy an
analyst,

Skills: Abilities which can be developed and
are manifested in specific levels of performance.
They may not be manifested in the “potential” to
do other or higher levels of performance. Are
developed through learning so as to manipulate
factual knowledge. Answess the question: What
should I be able to do? Categories of skills
include:

a, Information-retrieval skills—reading, re-
searching, hearing,

b. Communication skills—writing, speaking,
using languages.

¢, Technical and tactical skilis— perform-
ance within a specific activity; e.g., map reading,
marksmanship,

d. Human relationship skills—the ability to
work effectively as a group member and to build
cooperative efforts within a team,

¢. Leadership skills (e.g., counseling).

f.  Analytical and conceptualization
skills—problem identification, problem solving,
decision making, planning, estimating the situa-
tion, synthesizing, inducing, structuring, systems
analyzing, These skills vary at different cognitive
levels,

Soldier: A man or woman serving in an army;
member of an army; a person of military experi-
ence or military skill; a person who works for a
specified cause; a skilled warrior; a militant lead-
er, follower or worker,

Stress: Pressure or tension; any real or per-
ceived demand on the mind, emotions, spirit or
body. (FM 22-100)

Suppress: To prevent an event from occurring
during an INTERAX computer simulation,

System-Wide Issues: The name given by the
PDOS Study Group to a concept (e.g., “warrior
spirit,” “art and science of war”) that was not
peculiar to a particular Development Period
(e.8., Development Period: Captain). The analy-
tis of these issues provided the threads to weave
the fabric that ties the desired Officer Profession-
al Development System together. A specific sys-
tem-wide issue was treated as a trend (specifical-
ly, a performance measure) in the INTERAX
model. The nominal trend value was given as
“1.00" from 1984 through 2025 by Futures Team
analysts and was cross-impacted by selected
events,
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Supervision: Keeping a grasp on the situation
and ensuring that plans and policies are imple-
mented properly, (FM 22-100)

Teaching: Creating the conditions that cause
someone to learn and develop. Coaching, coun-
seling, rewarding and taking disciplinary mea-
sures are all part of teaching, (FM 22-100)

Terrain Sense: The ability to quickly, almost
intuitively, tactically judge terrain,

Trait: Any distinguishing quality or character-
istic of a person, A person demonstratés that he
possesses a trait, such as moral courage, by con-
sister.tly behaving in a morally courageous way,
regardiess of the situation, For a trait to be devel-
oped in a person, the person -must first believe in
and value that trait, For example, before a person
can have moral courage, he must believe in and
value moral courage. Therefore, moral courage
must be a belief and a value for a person before it
can become a trait of that person, (FM 22-100)

Training: Yields skills for performing duties in
specific work assignments, Teaches individuals
how to do something, Learning some specified
pattern of behavior, It transmits past experience
or “known” knowledge.

Transition Pofnt: The time between develop-
ment periods when an officer, having completed
one phase of duties, prepares for the next in
which his frame of reference must be broader if
he is to porform successfully. Transition points
imply the need to expand an officer's frame of
reference through intensive education or training
before he enters the new development period,

Trend: A statement that something has specif-
ic direction and movement (as opposed to an
“event” which is a statement that something oc-
curs at a specific point of time), In the INTER-
AX process, a trend has a set of forecasted levels
which indicate a shift from an assumed value for
1984 (in the PDOS INTERAX model). The val-
ues can be numbers from real data (e.g., popula-
tion figures); they can be a “multiplier” which
can be used later when real data can be found
(e.g., “1.00" for 1984 and shifts from 1.00
throughout the rest of the years in the model); or
they can be set as an “index” of 1.00 throughout
the entire model and then cross-impacted by se-
lected events to show shifts as a result of those
event occurrences or non-occurrences (¢.§., Army
esprit de corps is a trend in the PDOS INTERAX
model which has a nominal forecast of 1.00
throughout the model; it is, however, cross-im-
pacted by selected events and would appear as
shifted in a given scenario).

Troop Program Units: Organized units of the
ARNG and the USAR,

Values: ldeas about the worth or importance
of things, concepts and people. They come from a
person’s beliefs. (FM. 22-100) Includes attitudes
toward professional standards such as duty, in-
tegrity, loyalty, patriotism, public service, taking
care of one's subordinates, accomplishing the
mission, Answer the questions: What do I be-
lieve? Where do I draw the line? Values, like
insights, must be derived by the individual, per-
sonally, if values are to have meaning, Values
may be derived, induced or precipitated by
knowledge about values, their importance to pro-
fessionalism and the statements and behaviors of
others (specifically mentors) about personal com-
mitment to values,

Validate: To verify that the desired goal and
objective have beeni achieved.

Validating Officer: The officer designated by
the certifying officer that validates specific re-
quirements of MQS, This is usually the officer’s
commander or immediate supervisor,

Warrlor: A person engaged in or experienced
in war, warfare or battle; a fighting man; soldier,
serviceman, military man; brave fighting man,
legionnaire, man-at-arms, rifleman.

Warrlor Spiritt  The state of mind and
preparedness required of each officer which
blends all the physical, mental, moral and psy-
chological qualities essential for an officer to suc-
cessfully lead the Army in its mission of protect-
ing the Nation,

Abbreviations:

AC: Active Component,

ACS: Advanced Civil Schooling.

ADP: Automatic Data Processing.

AFSC: Armed Forces Staff College.

AG: Adjutant General Corps.

AGR: Active Duty Guard/Reserve,

AMSP: Advanced Military Studies Program.

ARNG: Army National Guard.

ARPERCEN: Army Reserve Personnel
Center,

ASI: Additional Skill Identifier.

ATR: Annual Training Requirement,

AV: Aviation Branch,

CAL: Computer Assisted Instruction,

CAS3: Combined Arms and Services Staff
School.

CGSOC: Command and General Staff Of-
ficers Course.

COMP: Comptroller.

CM: Chemical Corps.
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CSA: Chief of Staff, Army.

CSC: Command and Staff College; a broad
term used to describe Command and General
Staff College and institutions which produce a
Military Education Level 4 status,

EAC: Echelons Above Corps.

EPMS: Enlisted Personnel Management
System.

EPDS: Enlisted Professional Development
System,

FAO: Foreign Area Officer,

FI: Finance Corps,

Field Grade Officer: The grades of major and
lieutenant colonel.

FD: Force Development,

FTS: Full-Time Support.

IMA: Individual Mobilization Augmentee,

INV: Inventory.

IRR: Individual Ready Reserve.

LEDC: Logistics Executive Development
Course, ,

MEL 4: Military Education Level 4; comple-
tion of the Command and General Staff College
orequivalent,

MI: Military Intelligence Branch.

MILPERCEN: Military Personnel Center.

MP: Military Police Corps.

MQS: Military Qualification Standards.

MUSARC: Major Umted States Army Re-
serve Command.

NGB: National Guurd Bureau,

NUC WPN: Nuclear Weapons.

OCAR: Office of the Chief Army Reserve.

OD: Ordnance Corps. A

OAC: Officer Advanced Course.

OBC: C cer Basic Course.

OPDS: .) ficer Professional Development
System.

OPMS: Officer Personnel Managernent
System.

OPSEC: Operations Securiiy,

ORSA: Operations Research and Systems
Analysis.

OTEA: Operational Test and Evaluation
Agency.

OTRA: Gther Than Regular Army.

PA: Public Affairs.

PD: Professional development.

PDOS: Professional Development of Officers
Study.

PER MGMT: Personnel Management,

PMC: Program Manager Course,

PPBES: Planning, Programming, Budgeting
and Execution System (UJS Army version of
PPBS).

PPBS: Planning, Programming and Budgeting
System (DOD System),

P & P: Procurement and Production.

QM: Quartermaster Corps,

Quality: A trait or characteristic of a person
(FM 22-100).

RC: Reserve Components (i.¢., US Army Re-
serve and National Guard).

RETO: Review of Education and Training for
Officers.

SC: Signal Corps.

SIGSEC: Signa! security.

SP OPNS: Special Operations.

TC: Transportation Corps, '

TDA: Table of Distribution and Allowances;
generally, organizations designed by field com-
mands to perform specific functions,

THS: Transient, Holding, School,

TOE: Table of Organization and Equipment;
generally refers to “line” units; field units; units
with a wartime mission.

TPU: Troop Program Unit,

TWI: Training With Industry.

USAR: United States Army Reserve.
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