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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 STAFF

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 arofessional avelopment of _Officers
(PDOS) study team has delved into every area of officer professional
dAV4elopment with particular concentration on education, training and roles of

'1 the major players in the professional development process. We deliberately
decided to return to the fundamental question of what an officer is, construct

7 a statement of the fundamental principles of officer professional and
leadership development, and tailor strategic goals to focus our efforts. The
scope of our study ranged from pre-comissioning to general officers and
included a detailed look at the significant development periods traversed by
both active and reserve component officers during an Army career.
Concurrently, we were able to closely evaluate the effect of several
"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 ye can better develop and employ mentors, broaden our
understanding of the art and science of war and competence 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 cystem is not in need of major overhaul, it must be
transitioned to an education and training strategy which will more effectively
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 best 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 DCSOPS and DCSPER in seeing this accomplished
as a joint effort.
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DACS-PDOS 21 February 1985
SUBJECT: Letter of Transmittal

4. 1 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 define. 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 meet
the complex challenges facing Army leadership in the coming decades.

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

CHARLES W. BA:Z4BL
Lieutenant General, USA
Director, Professional Development

of Officers Study Group
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CHIEF OF STAFF

** A upum31 January 1985

Memorandum o 84-15- 13
LU. S. ARMY

DAT9 30 May 1984

SUBJECTi Professional Development of Officers Study R11L. 381 Study

ACT1O1 OPFICeov/gw

LTC Ferguson/51071

MEMORANDUM FORt HEADS OF ARMY STAFF AGENCIES

1, PURPOSE* This memorandum establishes The Department of the Army
Professional Development of Officers Study Group ax an ad hoc committees The
study group will conduct a professional development of officers study and
furnish recommendations to the Chief of Staff, Army (CSA).

2. BACKGROUND.

a# On 31 August 1977 thetCSA directed that a study be conducted. This
study was known as the Review of Education and Training for Officers (U1O),
Its purpose was to determine education and training requirements based on Army
missions 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 were
approved; some approved recommendations are still being implemented.

b, On 1 August k983 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 were needed to designate
officers in the right numbers and skills to satisfy Army requirements.

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

c, On 14 February 1984, the Chief of Staff, Army, stated that there was a
need to initiate a study on the professional development of the Officers 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.

V
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SUBJECT: Professional Development of Officers Stady

3. COMPOSITION.

a. The Office of the Chief of Staff, Army (OCSA) will sponsor the study. J1

b. Lieutenant General Charles W. Bagnal will serve as the ýtudy d1iector
and report findings and recommendations to the CSA.

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

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

4. DIRECTION AND CONTROL.

a. Documentation and reporting requirements are contained in AR 5-5,
Chapter 3.

b. 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.

c. The study director is granted tasking authority, as necessary, to
complete the study effort.

d. Enclosure 1 outlines the charter and Enclosure 2 outlines the milestone
schedule.

e. The study director is authorizu# to release the members when It is

determined that their expertise is no longer needed.

5. RESPONSIBILITIES.

a. The study director vill-

(1) Direct the study and furnish final recommendations to the CSA by 15
December 1984, with a final report to follow.

(2) Schedule the necessary in-process reviews.

(3) Identify in conjunction with the Deputy Chief of Staff for Personnel 25
highly qualified active duty commissioned and warrant officers for detail to the
study group. These officers will 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.

40

W1

.....

.............-



SUBJECT: Professional Development of Officers Study

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

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

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

(7) Coordinate all requests for Army resources other than those provided by
OCSA vith the DM.

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

c. The Chief, Administrative Division, Executive Services Office, OCSA,
Will--

(w ) Furnish administrative and logistical support to the study group as

required.

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

(3) trocess officer efficiency reports under AR 623-105 for the study group
members.

d. The Director of Management will--

K(. C1) Serve as the Army Staff point of contact and as the overall coordinator
with the Army Staff and MACOMs for Army resources requested by the study
director.

(2) Assist the study director in initiatinS 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
Army resources committed.

(5) In coordination with the study director determine the necessity of
establishin&, upon completion of the study, a cell within the Army Staff to
implement/monitor recommendations throughout the duration of implementation
milestones.

e. Army General Staff agency heads will provide names of points of contact
to DM (LTC Ferguson, DACS-DMC, room 3D641, AV 225-1071) not later than 1 June.

V11
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SUBJECT: Professional Development of Officers Study

f. The Chief, National Guard Bureau, will provide one officer as a member
of the study group 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 LTC Ferguson not later than 1
June.

&. The 'Iief, Army Reserve will provide one officer as a member of the
study group 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 LTC Ferguson not later than 1
June.

h. The Deputy Chief of Staff for Operations and Plans will--

(1) Provide liaison points of contact for institutional and unit training
issues under provisions of paragraph 5a above.

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

i. The Deputy Chief of Staff for Personnel will-

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

(a) Officers identified who are currently assigned in the NCR or on PCS
orders to th6 NCR will remain assigned to their parent organizations while , .A
detailed to the study group.

(b) Officers tdentified who are PCg to the NCR without a final assignment
will be carried against the US Army Military Personnel Center and OCSA while
detailed to the study group.

(c) The study director is the only member authorized to be in a TDY status
within 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 5e above.

(3) Furnish interim and final results and reports on the OPHS study to the

study director as they become available.

6. TERMS OF REFERENCE.

a. Scope.

hvI,
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SUBJECT: Professional Development of Officers Study

(1) This study will encompass all aspects of the professional education and
training of the Army commissioned 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 comnissioned 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. The study will be used to draw from and build
upon the OPNS studies conducted by HQDA and TRADOC, In recognition of the close
association and overlap between OPHS' 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-coamission,
warrant officer, company &rade, field grade, and general officer training and
education, Joint and intraservice education will be examined where applicable.

b. Objective. The study group will evaluate the officer professional
development system in light of the Army's needs. The group will focus on
professional military training and education in Army schools and units; identify
systemic strengths and weaknessesl and develop findings and make recommendations
for the CSA.

c. Time frame. The study group will consider recommendations that would be
applicable during the period 1985-2025.

d. Assumption. The bedrock of the Officer Corps must be officers of the
arms and services expert in the tasks of those arms and services; at the very
core of their expertise must be the ability of these officers to fight.

e. Essential elements of analysis. The professional development of
officers study wl1 involve, maintaining a focus of analysis consistent with its
approved scope and objective. It will Involve building on the efforts of other
study groups--adoptiug 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. Within this framework, the essential
elements of analysis shown below will be addressed.

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

(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 missions (i.e., course
content)?

Ix
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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, resoarces, quality of instructions)?
Do we capitalize enough on technology to help with Instructions (eog., use of
remote terminals for instruction from central computer)?

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

7. TEFERENCES.

a. AR 5-5, Army Studies and Analyses.

b. AR 5-14, Managing Analytical Support Services.

c. AR 350-1, Army Training.

d. AR 351-1, Individual Education and Training.

e. DA Pamphlet 5-5, Guidance for Army Study Sponsors, Sponsor's Study
Directors, Study Advisory Groups, and Contracting Officer Representatives.

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

g. CSR 690-11, Appointment of Experts and Consultants.

8. LITERATURE SEARCH.

a. Primary sources are-

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

(2) Army Training Roles and Responsibilities Study, Final Report, 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 ABJG Federal Recognition Standards
and Procedures and Promotion Procedures for Reserve Component Officers, 29
December 1967.

/ ,'
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SUBJECT: Professional Development of Officers Study

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

BY DIR.ECTION OF THE CHIEF OF STAFF:

2. Ends Ir

Lieutenant General, GS
Director of the Army itaff

CF:
SAAA
SAMR
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CHARTER ?OR TE DVUARTlENT Of THE ARMY
fOflSSzONmAL o/PZ kinT 07 orie~s STUDY

1. Name of Com Dittee epartment of the Army Professional Development of

Officerf Study Group.

2. Date Established. 15 June 1984. 44

3. Date to be Torntueeed. 11 Januoxy 1985.

4. Sh yELand Type of Committee. Intra-Army departmental ad hoc consittee.

S. fIeTojf and Purmes, To evaluate the officer and wtrrant officer

pro sp~o¶•Lol devil@p t .3yst Xn I light of the Army's needs durLar, the posiod
1905-2025. To focus on professional military training and education In Army
schools and unite to identify systemic strength& and weaknesses. To furalsh
the Chief of Staff, Army, recemendationa to ensure that out education and
training system and philosophy will provide the professional development of
officers and leadership needed for the future.

6. Direction and Control. Lieutenant Central Charles W. &S&gal. Deputy
Coommndi4 eertal, Tra aim& &ad Doctrine Comsnd, will serve ai the study
director and report findings and recomendationa to the CSA.' The study group
Is authorLsed direct &*cosa to the Secretariat, AM, Staff agenlee, major
Army commends and field activities to obtain qforation and suppcrt relative
to the study. The study director vwil have tasking authority. as necessary,
to complets the study effort. lepotting requirements art outlined in AS 5-5,
Chapter 3.

7. Authority. by Direction of the Chief of Staff.

. dainisrstive Suport and Staff Arram&mento. The Administrative
Division of ecutV ; SRviCO& Olfice, •A, =iVI Provide and coordinate all
administrative and logistical support including funds for any travel, per
di•e, overtime, consultants, and surveys, and proceds officer efficiency
reports under AR 623-103 for the study group members.

9. Composition.

a. Lieutenant General lagnal will serve as the study director and report A;
findings and recommendations to the CSA.

b. The study director will head approuima-tly 25 active duty commissioned
and warrant officers and two reserve component officeus. These officers will
be detailed to the study group gs determined by the study director in
conjunction with the Deputy Chief of Staff for Personnel. and. approved by the
DAS.

TENTATIVE HILESTONES

may 84 - Designatr study group members.

Kid-Jul 84 - Conduct Initial 1Yl for DAS and Staff principals
on methodology end milestone adjustments.

21 Aug 64 - Suimer Commanders' Conference. Protest paper and
briefing on study objective and methodology.

Late Sep 84 - Conduct IPR for CSA on study progress.

9-13 Oct 64 - Present information brief for Army Commanders'
Conference. A

Kid-Nov 64 - Conduct 111 for VCSA. lequest VCrA's approval.

15 Dee 64 - Present decision briefing to CIA on study results and 11C

Jan 65 - Present fial rmta rt (actual date to be

determlned).

. ~Xll
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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 factors 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 lead
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 Scieuce 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 a 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 events, and to know how to impact on or gain control 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 leaders 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 of 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." All officers go through
the schooling (either resident or non-resident) at the beginning of each period to shift th'eir
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 exercises,

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 in active dully 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 though 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 principles 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, equipment, doctrine or force structure.

The efforts of the study group have provided the Army:

I. 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
develepment 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. lt

4. The ability to determine how to 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 has 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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Chapter I

Genesis and Organization
of the Study

1. Background. gave rise to The Professionlal Development of Of-

a, It has been almost seven years since the Ar- fcr td PO)
my concluded the Review of Education and b. The study concept and terms of reference for
Training for Officers (RETO) Study. Many of the the study were approved in May 1984. See Fia-
recommendat ions-such as the Combined Arms UR3 1-.4
and Services Staff School (CAS3) course-have
been in practice long enough such that a prelimi- 9. Objective Of The Study.
nary assessment can be made as to their impact
on the officer corps, Accordingly, the Chief of a. Chief of Staff Memorandum 84.15-13, dated
Staff determined in February 1984 that it would 30 May 1984, subject: Professional Develop-
be useful to examine officer developmeit~to seeif ment of Officers Study directed the study group
the education, training and development objec. to evaluate the commissioned and warrant offi-
tives -are mound, clearly understood and being cer professional development system In light of
pursucd vigorously, as well as resourcefully, This the Army's needs during the period 198542025;
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to focus on professional military training and ed- (4) Is the education and training system or-
ucation in Army schools and units; to identify ganized the right way to keep officer training cur-
systemic strengths and weaknesses; and to fur- rent and effective?
nish recommendations to ensure that our educa-
-lion and training system and philosophy will pro.
vide the professional development of officers and 3. Composltlon, Dhwction And Control.
the leadership needed for the future. (NOTE: The a. Lieutenant General Charles W. Bagnal wu
warrant officer portion of the mission was subse- appointed Study Director by The Chief of Staff.
quently transferred to the Total Warrant Officer The members of the study group were selected
Study (TWOS) in September 1984), because of their diverse backgrounds and unique

b. The Chief of Staff tasked the study group to qualifications. Once the methodology for the
look at the entire Army and to make recommen- conduct of the study was developed, the group
dations for officer professional development out was organized to best implement the evaluation
to year 2025. The study group decided to review concept (see Chapter II).
all aspects of officer professional development to b. PDOS milestones are depicted at FIouRt I-
inzlude not only development throuih education 3.
and training, but also through socialization with.
in the Army and assignment experiences in units
and organizations, 4. Aoknowledgments.

c. Those critical issues to be addressed by the This report is in every sense of the word the
study group included the following (see Figure I. product of the insights of the entire Officer
2): Corps, For example, more than 14,000 officers

took the time to complete and return surveys.
(1) Does the cducation and training system Over 3,000 commissioned officers provided writ.

provide officers with the professional develop- ten remarks for consideration in the survey. Let-
ment they will need for the future? ters and reports of various categories were pro-

i (2) Does the education and training system vided by more than half the serving general
provide the leadership the Army will need for the officers. Three hundred thirty-three eneral of-
future? ficers addressed a number of tough issues role.

vailt to officer professional development in a spe-
(3) Does the education and training system cially, designed survey. Countless officers,

teach the right things in light of the Army mis- noncommissioned officers, soldiers and civilians
sion? At the right time and place? Or well provided brieflnp and valuable insights into our
enough? development system, In addition, an interactive
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teleconference net provided fast feedback from describes this system in more detail across seven
an interdisciplinary group of 51 active partici- officer professional development periods, Those
pants as a means of working critical subjects. system-wide issues that apply to more than oneSThis study could not have been conducted in the development period are presented in Chapter VI

relatively short time provided without these and topics of special interest are highlighted in
thoughtful and significant contributions. Chapter VII. Finally, the report concludes with

the Chief of Staff, Army decisions and a discus-
5. Organizatlon Of The Report. sion of the implementation strategy.

a. This volume is organized to provide a broad
overview of the PDOS study effort. Every at- b. The detailed annexes contained in oubse.
tempt has been made to ensure that the reader quent volumes support the various elements of
has both the content of the recommendations as the report and provide the depth of understand-
well as an understanding of the context within ing necessary to fully understand the group's in-
which the group decision process functioned. Ac- tent and how to apply the study groiup's recom.
cordingly, the chapters progress from a brief in- mendations which have been approved in
troduction designed to explain the genesis of concept. Accordingly, the volumes progress from
PDOS (Chapter I) to an overview of the method- an overview of the entire study group effort (Vol-
ologies employed (Chapter II), The combined in- ume 1) to a presentation of the detailed Imple.
sights into the strengths of and challenges facing mentation Plan (Volume .11). The third volume is
the officer professional development system are a compilation of annexes that describe both Sys-
presented in Chapter III (the focus of the report tern-Wide Issues and Special Topics of Interest.
to this point is on the "here and now"), Chapter The Seven Officer Development' Periods to in.
IV explains the theoretical basis developed by the elude Reserve Component Issues are presented in
study group for designing the desired system for detail in Volume IV followed by the annex dedi.
educating and training officers and Chapter V cated to the Policy Impact Analysis.
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Chapter II

Methodology

'saction 1. Introduction. corps. The system Is education and training for of-
ficers and the process involved is officer profession.

1. Successful evaluation efforts have one thing in al development from Pre-Commissioning through
common-a system perspective. This means that General Officer, This study group existed to pro-
the study focus is not on Just the component subsys- vide feedback to the Army so as to make changes to $1
tems, but also on how the subsystems interact with the system, as necessary,
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. 2. The methodologies employed by the study
tem Interacts with its environment and produces a group to evaluate officer professional development
product. In this study, the product is, the officer are presented in this chapter, A general
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walk-through of the evaluation procedures used receiving a series of information briefings, the
is in Section 2. The remainder of the chapter study members agreed that an appropriate, sys-
explains the various componentt of the evalua- tematic way to ovaluate the officer professional
tion process identified during the walk-through. development system was to first define funda-
The detailed results of the evaluation efforts are mental principles of officer professional and
in Chapter III. leadership development to serve as the bench.

mark in the design and measurement of the Ar-
Section 2. Overview Of Methodology. my professional development system across time.

From these principles would evolve the strategic
1. Group members spent three days at an off- goals of the desired system which would then be

site conference in June 1984. The end products used to develop those system-wide issues that
of this effort were: must be addressed in the evaluation effort. Sec-

a. A consensus of what subsystems were in- tions 3 and 4 of this chapter present a discussion
volved in officer professional development, of fundamental principles and strategic goals,

b. A series of approvod definitions to pro- 3, At the same time the process described
vide a common understanding of the task at above was occurring, a data collection effort was
hand, underway (Fnouaa 11.2) from which a needs anal.

c. The framework for what was to grow and ysis would evolve, From a theoretical base, data
become the Fundamental Principles of Officer were gathered through the study of the current
Professiornal and Leadership Development. system and other previously conducted studies,

Information was also generated from field trips, ad, A draft survey and a concept for under- commissioned officer survey, a general officer
standing the evaluation task at hand, survey, a teleconference network and an impact

2, Figure 11- 1 depicts the overall study method- analysis of potential policies on the capabilities
ology, After carefully studying the charter and of the officer corps In various future scenarios,
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Chapter III of this volume provide the results of and received his approval are depicted in FIoukE
this needs analysis. 11-4.

4. The observations and insights emerging 2. A discussion of the fundamental principles
from both the Principle-Goal-Issue process and follows:
the needs analysis contributed to the design of
the desired system for officer professional devel- a. The goals of the: Officer Professional De-
opment. The desired system focuses on the com- velopment System is to strengthen and fortify the
ponent elements of officer and cadet/candidate will, character, knowledge and skills of those who
development and integrates the key components lead and support soldiers. Its fundamental princi.
(eg., active, reserve, the education and training ple is that officers develop a vision of the nature
institutions, the individual officer, the unit and of future warfare, expect it and personally pre-
organization, the education and training technol- pare themselves and their subordinates to fight
ogles and methodologies, etc.) within and across and win on the battlefield, In the final analysis, it
the system comprised of seven development peri- is the requirement to meet the demands of com-
ods from pre-commissioning through general bat that defines the value of the officer corps.
officer, b, Our capacity to defend our Nation and

5, Alms, major thrusts and recommended poll- preserve the vitality of the Army of tomorrow
cies were next developed for each of the seven depends on the state of officer development to.
officer professional development periods which day. Therefore, through a sequential and progres.
support the strategy to achieve the desired sys- sive system of education, training, cocialization
tem. Concurrent with this iterative process, the and assignments, the officer corps continuously
base policies were analyzed for robustness using a develops to effectively lead the Army and effi-
computer based model that generated a range of ciently manage its resources across the full spec.
potential future scenarios, trum of conflict,

6, Aggregated policy costs were then developed c. Underlying this development process is
for PDOS recommended policies (see FIGaUE II- the foundation that all officers:
3) and these costs were* keyed to 1985 baselinefigures. in conjunction with this resource feasibil. (1) Are Professional. Officers personally

adopt, model and instill in their subordinates theity check, recommendations were adjusted to values that form the basis for a distinct lifestyle
achieve maximum impact for minimum reasona- and code of behavior, They are worthy of special
ble cost, trust because their character and integrity are

7, The recommended system which emerged above reproach. They command confidence and
from this process was briefed to the Chief of Staff respect for excellence in their profession; are loy.
on 21 December 1984, Policies which have been al to the Nation and the Army; are self-disci.
approved in concept are presented along with plined to ensure that their own moral and ethical
resourcing data, a phased implementation plan well-being are maintained; and exh;bit selfless
and an integrated information plan in Annex E, service to the Army and the Nation in all of their
Implementation Plan, actions so as to ensure that they accomplish their

responsibilities with no thought of taking unfair
Section 3. Fundemental Principles. advantage and with the least costs in terms of

lives and national resources,
I. The Fundamental Principles of Officer Pro- (2) Have A Warrior Spirit. Officers accept

fessional and Leadership Development became the responsibility of being entrusted with the pro-
the benchmark in the design and measurement of tection of the Nation; prepare physically and
the Army officer professional development sys- mentally to lead units to fight and support in
tem. They were developed, updated and refined combat; maintain skill in the use of weapons,
in an iterative fashion, They began as a list of tactics and doctrine; inspire confidence and an
philosophical guiding principles, phrases, key eagerness to be a part of the team; have the abili.
words and thoughts and were then hammered, ty to analyze, the vision to see, the integrity to
molded, shaped, refined and polished during the choose and the courage to execute,

study by using input from surveys, personal in-
terviews, the teleconference net, briefings and In- (3) Progressively Master The Art And Sci.
Process Reviews with senior Army leaders. More ence Of Warfare, They personally pursue techni-
than 200 general officers provided extremely cal competence through the education, training
helpful correspondence on this matter. The set of and mentors available to them; build on the fun.
principles that was briefed to the Chief of Staff damentals of the profession by increasing their
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knowledge and skills in tactics, strategy, the ap- (6) Develop A Broad Base Of General
plication of technology, logistics, military histo- Knowledge. Officers understand our own nation-
ry, the human factors of war and establish a pur- Wl heritage, potential enemies and the environ-

suit of remaining current in and consider the ment-political, economic, technological, demo-potential future consequences of events and envi. graphic, geographic and cultural-in which the

ronmental factors so as to gain an understanding Army must effectively operate now and in the
of the nature of future war. future.

(4) Are Leaders. They build cohesive d. Above all, Army officers are patriots who

teams by developing subordinates through coach- possess a sense of pride in our Nation and a de-
ing, teaching and providing advice and guidance termination to preserve the values of freedom
so as to train, mobilize, deploy, fight and sustain upon which it was founded.
Army units that win in combat, They create a
command climate which encourages subordinate
initiative and fosters their satisfaction in serving Beotlon 4. Strategio Goels.
the Nation in the company of other equally dedi-
cated professionals. They personally care for 1, The strategic goals of the desired system for
their subordinates and accept* the responsibility officer professional development were derived
for ensuring their welfare and morale while im. from both the fundamental principles and the
buing them with the values, knowledge and skills needs analysis (Chapter III), These goals provide
of the profession-of-arms, the long term objectives of the desired system as

well as the coherence and direction required in
(5) Are Action-Oriented In Their Thought resource decision making. When emplaced over

Processes. They have the intellectual agility to time, these goals will ensure that the Officer pro-
thihk, plan, assess and apply Judgment in making fessional Development System will produce the
timely decisions; expand their cognitive skills leaders that meet future Army requirements.
which foster innovative and creative thinking
while retaining their ability to take bold and deci. 2. The eight strategic goals of officer profes-
g sive action. sional development are:

/ -. I I . II II I[. . ._

Figure 11-4: Development Fundamentals,
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a. Basis for the System. The overriding prior. h. Responsibility. Officer professional devel-
ity of the Officer Professional Development Sys- opment is a responsibility shared by the individ-
tern (OPDS) is to develop officers to meet dy. ual, the unit and Army schools. Of paramount
namic Army requirements by anticipating and importance is the sense of responsibility and per-
planning for change. Within this priority, OPDS sonal commitment each officer has for profes-
will nurture and take advantage of individual sional self-development. Army schools assist
skills and professional development desires. units, organizations and each individual officerin the development process.

b. Standards for Commissioning. The Army

commissions as officers only those individuals
who attain established prerequisites, are of good $uotlon 5. Teleoonforenoe Net.
character and are worthy of the special trust
placed in those charged with the protection of the 1. T4sk.
Notion.

a, The PDOSNET was established to pro-
c. Sequence of Development. vide a forum tbr substantive group discussion, to

assist in decision making and to exchange(I) The OPDS ensures that all officers are messages and information relative to the profes-
initially developed to be branch qualified. sional development of officers. The study group

sought to involve as many participants as were(2) Opportunity for further development willing to contribute to the analysis of how best
is weighted with regard to the individual's poten- to professionally develop Army officers.
tial for continued service and the Army's require.
ments for In-depth experts in warfighting and b, The Study Director personally selected all
technical fields as well as for officers capable of general officer net participants. Others requesting
integrating complex weapons systems and net participation were granted access after a care-
organizations. ful examination of their expertise and potential

d. Focus, for contribution, See Annex Y, PDOS Computer-
Based Teleconferencing Network, for a list of

(1) Long-term, The OPDS •stresses long- participants.
term coherent development to establish founda.-
tions in values distinctive to the profession of 2, Proces,
arms, the warrior spirit, expertise in the art and
science of war, capacity, The system reinforces a, The particular system used by the PDOS
"these at each level to maximize the officer's effec- group was CONFER which is available through
S tiveness in future assignments. the US Army FORUM and operates on theMichigan Terminal System (MTS) at Wayne

(2) Short-term, To sustain current readi. State University, Detroit, Michigan,
ness, the OPDS ensures that officers are fun-.tionally prepared for each assignment, b. The capabilities of the CONFER system

were rigorously employed in support of the study.

e. Scope of Development, The OPDS devel- The PDOSNET had items on the system with 51
ops officers to meet the requirements of the Ar- different participants involved in discussion and
my with sufficient regard for the need to raise, comments during the course of the study. There
maintain and sustain the force giving priority to were 1,653 individual uses of the system, totaling
the Army in the field, 14,326 aggregate minutes. 'There were 266

messages sent, 22,301 items displayed, 292 re-
f, Development Priority, The OPDS ensures sponses made and 3,772 sets of responses sent.

that all officers fully develop as leaders and pre-
pare to assume command and leadership posi- c. PDOSNET contributed most significantly
tions when called upon to do so. to the development of both the Fundamental

Principles of Officer Professional Leadership De-
g, Mentor. Every officer is a mentor and, as a velopment and Strategic Goals. The lengthy and

leader, has the fundamental responsibility to de. lively debates over these topics were extremely
velop subordinates as a means of increasing his helpful in hammering them into final form. Par-
organization's effectiveness and, as a faculty ticularly lucid comments were provided about )
member, has the responsibility to rminforce and the "warrior ethos" concept. These comments
expand the learning experieuce of student served as a primary source of data for what later
officers, came to be called Warrior Spirit.
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ScItlon S. Surveys. (2) The 93 survey questions (plus 12 dem-
ographic items) focused on the status of the cur.

I, Task, rent system. Survey topics included: develop-
meat of officers for current assignments, military

Sa. Two surveys were developed to identify schoolN, civilian education programs, officer

the strengths of, and challenges to, the current preparedness and professionalism, unit and or-
officer professional development system. One ganization assignment experiences and other is-
survey was sent to commissioned officers, lieu- sues that influence the development of officers.

tenant through colonel. The other was sent to all (3) As of I October 1984, surveys had
serving general officers. The survey development been received from 14,046 officers (51% compa-
process began prior to the June off-site session of ny grade, the remainder field grade), Fifteen hun-
the study group and included reviews of the two dred surveys had been returned as "non-delivera-
surveys by all study group members, review by ble," All grades, branches and year groups were
the Soldier Support Center Survey Review Panel adequately represented in the group of
and pilot testing of both surveys on a representa- respondents.
tive sample of officers in the field. b. General Officer Survey,

b., The major findings from the survey are (1) The 1984 Professional Development
presented as a portion of the needs analysis in of Officers Study General Officer Survey was
Chapter 11, mailed to 436 serving general officers during the

first week of August 1984.
2. Process. (2) .The 139 questions (plus 11 demo-

graphic items) ask the tough questions that must
a. Commissioned Officer gurvey, be addressed in order to consider the direction

which the Officer Professional Development Sys,
(1) The 1984 Officer Professional Devel- tern must take to meet the needs of the fu-

opment System Survey was mailed to 23,000 ran- ture-out to and including the year 2025. Topics
domly selected commissioned officers, lieutenant addressed include: professionalism and readi.
through colonel, during the first week of August ness; officer preparedness; weakest areas of offil-
1984. cer preparation; assignment preparation; military
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schools, development for gcneral officer assign- b. The extended impact of major profession-
mert; issues for the futurw; general officer gui- al development initiatives mu%t be considered
dance; and a number of open-ended, subjective when developing policy recommendations. After
questiins. carefally developing Fundamental Principles and J I

Strategic Goals, conducting a needs analysis and
(3) A% of I November 1984, surveys had deriving the key issues to be addressed, the next

been received from 333 general officers. All major task that needed to be completed was to
grades and categories of general officers were ad- develop an approach for measuring the effective-
equately represented. ness and robustness of the officer professional

development system across time and in a variety
S 7, Altemav Putures and olicy Ira- of situations or scenarios. A methodology for

pact Analysis Maodo . measuring this efectiveness and robustness,
called policy Impact a'aalysis, was developed.

1. Task. FRouas 11-5 on previous page depicts the futures
impact analysis conducted by PDOS.

a. PDOS was chartered to examine the cur-
rent system and design a desired -system that c. Existing forecasting models which are ap-
would produce the leaders for the twenty-fiast plicable to the study group's areas of interest are
century. The study focus was from 1985 through not able to provide reliable Information beyond
2025. To attempt to define the exact nature of approximately two to seven years (see Figure 11-
the world 40 yeirs into the future is not a worth- b). As the PDOS charter extended to 2025, the
while endeavor and could be considered crystal group needed a process to manage the "gap" be.
bail gazing, However, the study group believed tween the early 1990's and 2025. Two major
that an opportunity existed to do some innova- challenges faced the group. The first was the de-
tive work with regard tu developing alternative gree to which such long range futures work had
futures scenarios that could assist professional become a "scientifically acceptable" process and
development decision mRkers in identifying the second was the extremely short time in which
plausible environments w that long-range plan. alternative scznarios had to be developed if they
ning could take place, were going to have utility while the group was
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still in session. A conscious decision was made to and futures research using the DELPHI tech-devote a major effort to developing a rational nique in order to further develop the most influ- .way to manage the uncertainty associated with ential events and trends in officer professional

• the extended time "pp." In general, it was de- development through 2025. Next, a detailed re. J
cided that the only other alternative to a major view of potential PDOS recommended policies
effort was to gather a group of "experts" in a was conducted to identify those whose imple."smoke-filled room" to generate alternative sce- mentdtion was judged most critical to the design
narios. This option was discarded as it was be- of the desired system. These policies were then
lieved that the output from such a process would "cross-impacted" along with the model events
not be accepted nor actually used by decision and trends in the INTERAX model to graph the
rmakers, impact, over time, of the PDOS potential policies

with the greatest system impact. A sampling of2, Process. the output is contained in Chapter VIII and in

Annex B, Future Environment and Policy Impacta. Interviews were conducted with a number Analysis. A detailed description of the entire IN.
of Army Staff and Strategic Studies Institute TERAX process is presented in Annex II, Policy
long-range planners in order to determine a way
to proceed. A review of options launched the Impact Analysis
PDOS Futures Team on a process which covered
the steps indicated in Fiouit 11-7. J. Unknown Territory.

b. The process chosen was to use an auto- a. Throughout the entire operation, PDOS
mated mithodology based on a simulation model charted unknown territory-i&e., the INTERAX
named INTERAX. First, events and trends were model was so new that it had not yet been fully
identified through a detailed search of futures implemented nor tested on the scale PDOS was I,
literature. Second, a survey was develope.i and attempting. Such work had never been pursued
administered to experts in long-range planning in thiz form before by any military agency. Three
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technical consultants assisted in the project, how- Section 8. Organization Of The Study Group To

ever none were completely knowledgeable on the Implement The Methodology.
total implementation process-a project of this
magnitude had not yet been undertaken (nor in I iue1- n al lio h olwn
so short a span of time). pages depict the study group organization to im-

b. This ambitious effort did not achieve plement this methodology.
fruitful utility until the final weeks of the study.
Developmental constraints were very challenging
and time consuming, However, one critical factor 2. The study, group organized into five teams
became very clear-the PDOS Futures Model for day-to-day efforts, The group also applied a
provides a unique and potentially useful vehicle matrix design, when necessary, and assembled
during implementation to assist in modifying subject-matter expert task forces tu tackle partic-
policies over time. While contributing some de. ular issues and provide valuable insights, "Oper-
gree to the overall viability of the PDOS effort, ations officers" were identified within each team
the greatest contribution of the process to the to accomplish the necessary cross-fertilization
Army lies with its potential utility for navigating among the teams to achieve a systems perspec-
toward the desired PDOS system by assessing the tive, The operations 0ficers participated in the
impact of many variables on major PDOS initia- "vertical analysis" conducted by their own teams
tives. For a further discussion of policy manage- as well as the "horizontal analysis" across the
ment implications refer to Chapter VIII, Annex entire system to confront the issues of continuity
B, Future Environment and Policy Impact Anal- and consistency as well as specific issues identi-
ysis and Annex II, Policy Impact Analysis. fled by the needs analysis,
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Chapter III

Needs Analysis

Seotion 1. Introduction.. other recent studies say about officer education
and training is presented in Section 4 and the

I. General. This chapter presents the results of current system is contrasted with that of other
the PDOS analysis of the current system for de- armies in Section 5, Highlights of the results of
veloping officers. The data discussed here rep- the PDOS surveys are in Section 6. Additional
resent a synthesis of findings evolving from team insights into the current system are identified in
visits, information briefings and a review of oth- Section 7 and conclusions are listed in Section 8.
er studies, The two PDOS surveys provided a
wealth of information and policy impact analysis kton 2. The Challeng.
tested the robustness of recommended policies.
Accordingly, this chapter presents the highlights I. Genera.
of the PDOS analysis and paints a "where we are
now" picture, The remaining chapters describe a. The topic of officer professional develop-
"where we need to be" and how the Army should ment has never been more important than it is
proceed in order to get there, today. Recent articles and books have criticized

the current state of the officer corps, Additional-
2. Overview. There are many challenges in edu. ly, the world environment within which the At-

cating and training officers. A description of the r4y is charged to carry out its many missions is
disturbing environment facing the officer corps is becoming ever more disturbing. For example,
presented in Section 2 and the components of the while potential adversaries grow stronger, the
existing Army Education and Training System United States is confronted with the need to im-
are described in Section 3. A synopsis of what port much of its strategic minerals and materials

HE WORLD TODAY 0
Figure 111-1: The Complex, Dangerous, Changing World Today,
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from Third World countries which are often sur- Strait, Soya Strait, Tsupru Strait and the Kusile
rounded by choke points and potential flash Islands. Potential flash points surround many of
points. Accordingly, the complex issues associat- these choke points: Nicaragua, El Salvador, An-
ed with the Army's transformation to meet future gola, Morroco, Libya, Korea, the Middle East,
needs are most challenging, the Sino-Soviet border, Cambodia etc.

b. The challenge to educating and training (2) The United States lacks self sufficien-
officers who "Aill lead the Army into toe next cy in a number of strategic materials: manganese,
century is to develop the knowledge, skills and cobalt, bauxite, chromium, asbestos, nickel and
abilities which will provide them the v'pabillty zinc, Key U.S. strategic mineral and metal
to be flexible-to innovate, think and adept to sources are in the Third World--often in close
the demands of a fast paced, highly stressful, rap. proximity to potential flash points, For example,
idly changing environment. The American ofil- Latin America produces columbium, strontium,
cer is faced with a disturbing environment. There manganese, tantalum, bauxite, alumina, tin, anti-
is a dramatic increase in the rate of advance in mony and graphite, The Middle East, Africa and
weapons systems. The world today is complex, Southwest Asia produce mica, titanium, manga-
dangerous and changing, nese, chromium, cobalt, platinum, asbestos,

2, Challenges Facing Today's Officer. graphite and diamonds. Asia produces columbi-
urn, tantalum, tin, titanium, antimony and

a, The World Today, graphite,

ta (1) Major global choko points and poten- (3) The US, is more than 50 percent de-

tial flash points exist around the world. Choke pendent on foreign sources for 23 of 40 critical
'I points in oar own hemisphere are the Panama materials essential to its economy and national

Canal and the Straits of Florida, Near the north. security. In contrast, the Soviet Union is inde-
em flank of NATO lie the Danish Straits and the pendent of foreign sources for 35 of these same
Greenland-Iceland and United Kingdom Gaps 40 critical materials,
To NATO's- south is the Straits of Gibraltar and
to the east are the Turkish Straits, the Suez Ca- (4) At the time when U.S. dependence on
nal, the Strait of Hormus and Bab el Mandeb; foreign sources for strategic materials is increas. )

p,. further south are the Mozambique Channel and ins, it is simultaneously confronted with a grow-
the Cape of Good Hope. Southeast Asia has Its in& projection of Soviet power (see FIoUaz 111.2
own choke points: the Strait of Mallaca, Korea and FIouai 111-3).
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b. The Army in Transition. Abbreviations and Acronyms). The average offi-
cer has two to three jobs per assignment. Junior

(1) Today's officer serves in an Army officers are "force fed" into higher level posi-
characterized by transition-programs are in tions. The command climate associated with
place to bring a out changes in organization. doc- such a turbulent environment tends to focus
trine, equipping, manning and training. The more on immediate tasks and less on develop-
changes, while building a more effective Army, mont, so there will be consistent shortfalls in
present officers with leadership challenges the long-range and strategic planning, This in turn
magnitude of which have never been faced increases the burden on the school system to pro-
before. The Army continues to rely on the Re. vide functional skills to make up for shortfalls in
serve Components. Combat divisions are being experience and the corresponding decrease in op-
restructured to maximize the effectiveness of portunity for leaders to assist in the development
new weapons and new battlefield doctrine. Major process. As a consequence, the individual officer
new weapon systems and equipment, all of them frequently finds himself assigned to a key posi-
technologically complex, are being introduced at tion for which he may not be adequately
unprecedented rates (e.g., the Abrams tank, Brad. prepared.
lay fighting vehicle, MLRS, AAH-64, DIVAD,
Patriot, SINOCARS and improved munitions). c. New Battlefield Challenges,
Soldiers today are of the highest quality on re. (1) Changes in doctrine and equipment
cord-they demand and deserve excellence in reflect the new, battlefield challenges facing the
leadership. American officer. As described in FM 100-5, Op.

(2) Today's Active Army is also character- eratlons, distinction between front and rear lines
ized by a steady state in its size (780,000 ceiling), will be blurred. The scope and complexity of op-
a heavy reliance on the Reserve Components and orations will be greater than seen to date, Because
much of the Army in the TDA (see Annex C, of the nuclear threat, forces will be required to
Glossary of Terms, Abbreviations and Acro- rapidly disperse and reconstitute, The chemical
nyms), Recent decisions add two light infantry threat is increased as demonstrated by the will-
divisions to the active force structure by 1990 ingness of potential adversaries to use chemical
and the COHORT and New Manning System ini. weapons, Communications will be disputed and
tiatives continue to evolve, A significant portion command and control made more difficult due to
of the Army is overseas and continued personnel the disruptive effects of electronic warfare. Be-
turbulence exists in key leadership positions, cause of the global nature of the threat and the

wide ranging environments within which Ameri-
(3) The average captain has only one tour can forces may fight, supply lines will be long and

in a TOE unit (see Annex C, Glossary of Terms, vulnerable.
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(2) The enlarged battlefield perspective in 2030. This means that the population will be
required at all levels will be accompanied by both constantly growing older and will be increasingly
higher stress on American forces and by an in- dependent upon public services.
creased demand for thinking skills and initiative
at more junior levels than seen previously, Mid- (d) One aspect of the demographic pat.
dle and top level decision making will be charac- tern is favorable to the military, The typical tri-
terized by a lack of complete information, multi- angular population pyramid is being replaced by
ple and conflicting objectives, high levels of a comparatively cylindrical structure. Those' in
uncertainty, turbulent environments and deci. the population group which follows the "baby
sion outcomes that tend to be both costly and boom" cohort are likely to find that an aging
long-range In their implications, Senior leaders population decreases the promotional prospects
will continue to rely heavily on critical thinkini of younger workers in the civilian world, On the
skills as they integrate the various levels of con. other hand, with the military services emphasis
rnand, creating the conditions necessary to make on youth, physical fitness and early retirement,
those commands work well together while at the chances for advancement and challengijng oppor-
same time developing subordinate leaden capa. tunities for younger persons constitute an impor-
ble of the innovative and creative action de. tent inducement for officer accessions If ex-
manded by the future battlefield, ploeted by the military. services,

d. The Future Environment For The US Ar. (e) Another demographic factor influ.
my-1985-2025. A wealth of data is available encing the world of 2025, will be the tremendous
from the Bureau of the Census and'from futures increase in world population. By 2000, there will
researchers which can be extrapolated to make have been a 70% Increase in the population of
inferences about the future environment for the lesser developed nations over what it had been a
Army. This paragraph discusses demographic, mere quarter century earlier. The world popula-
technological and other system changes which tion will be 6,35 billion by then and over five
Army leaders can anticipate. I billion will live in the lessor developed nations.

For instance, if Mexico's rate of growth continues
(1) General discussion of demographic much longer, its population will exceed one bil-

trends. See Appendix i to Annex B, Future Envi- lion within the next century. The projected in.
ronment and Policy Impact Analysis, for further crease In world population will have such an of.
details, feet on the global consumption of food, forest

(a) Demographic developments consti- products and mineral resources that it must be
tute a known reality of the future in that the ranked as one of the most critical international
colonels and generals of 2025 are already born Issues, The result will be a veritable flood of peo-
and we know the size of the age cohort from pie demanding opportunities, resources, power,
which they will be chosen. According to the Bu- space and prestige on a crowded planet.
reau of the Census, the most likely population (0 F the United States, this may
estimates for the next 40 years show a significant mean a tremendous increase in the rate of immi-
increase in population g'owth. gration. The influx of people from Latin America

(b) While the overall figures seem and Asia could increase In the next 40 years,
favorable for officer accessions and enlisted radically changing the ethnic structure of the Na-
recruiting, the reality is somewhat different, The tion in the way that the "new immilration" from
available manpower in the 18-24 year-old cohort eastern and southern Europe in the late nine.
declines until the mid-90a and does not reach the teenth and early twentieth century changed the
levels of the 1970s at any point in the next 40 mostly Anglo-Saxon and African dominance of
"years. This reduction in the size of the labor force the continent that had come in the previous two
at the entry ages of Army officers will invariably and a half centuries. There is little reason to as-
increase the competition between the Army, the sume that the Nation cannot continue to absorb
other services and the private sector for the most such ethnic modifications while modernizing Its
capable young people. economy, adapting its values and modifying its

institutions without becoming wrecked by the ra-
(c) The median ale of the US popula- cial, religious and ethnic discord that has domni

tion will rise over the entire period 1985-2025. nated most of the world's pluralist communities,
One of the more pervasive population trends, the 0
median age of the US population reached an all. (2) General discussion of events and trends.
time high of 30,6 years In 1982, but this will See Appendix 2 to Annex B, Future Environmentincrease to 36.3 years by 2000 and to 40.8 years and Policy Impact Analysis for further details.
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(a) the PDOS Futures Team conducted a 3, Criticisms
detailed search of the long-range planning and
futures literature to identify significant events a. A number of authors and journalists in

and trends which describe the future environ- recent years have criticized the officer profes.

ment in which officer professional development sional development in the Army. Much of the

will find itself between 1985 and 2025. After cre- criticism is unwarranted and cites examples tak-

ating approximately 110 event and 90 trend en out of context. On the other hand, some of the

statements, the Future Team sought the expert observations strike close to home and merit fur-

opinion of several long-range planners/futurists ther examination. Some of the criticism ad.

throughout the Department of Defense and other dresses problems that the Army is working to

government activities as to the probability of - correct. All of the comments show that societyat-
curience of each event and the forecast of trend large is aware of and concerned about the officer
level of each trend. corps, These criticisms all accomplish one thing

that should have positive results-they make us
(b) This discussion presents the signifl- think. When matched with a healthy desired to

cant consensus as to the event probabilities and achieve a more combat ready officers corps, the
trend levels which the Futures Team used in-their thought so generated should result in a very
computer simulations, much improved product,

I, The future environment is anticipat- b. The officer corps perception of the recur-
ed to be characterized as "technology intense" ring critical themes are revealed in the PDOS
with computer technology as the underpinning. Officer Survey is portrayed at FMouaz 111-4.
Fifth generation computers, artificial Intelligence 4. The Problem,
and super-powerful hand-held computers will all
be part of the environment in which officer pro. a. The increasing tempo of change within a
fessional development will find itself. The Army disturbing world environment challenges not on-
will have Installed an electronic data base which ly the individual officer, but also the education
will be available for all to use as an extension of and training system charged with developing of-
their information data base an for decision mak. ficers who possess the characteristics and caps.

I;Ing, The Army will have taken advantage of corn- bilities needed to meet the challenge.
mue.Scations-computer based instruction technol- b. The orchestration and synchronization of
ogy and will have installed this technology warfighting assets has become too complex to ig-
widely, Officers will be more conversant in com- nore. We must develop officers:
puter technologies; more officer positions will re-
quire daily use of the computer, and, more of- (1) Who know how to think, rather than
flcers will have personal computers in their only what to think about:

S....homes, homs,(2) Whose decision skills include an abili-

2, Officer professional development will ty to conceptualize, to innovate and to synthesize
include a program of self-development and as- information while under stress;
sessment and formalized professional develope- (3) Who are able to adapt to the unexpect-
ment programs will be the norm throughout Ar- ed and, like Chamberlain at Little Roundtop (see
Smy units and organizations, Military Review, Feb 83, pp. 62-66), are able to

3. The Army will undergo another mod- temper an understanding of doctrine with the
ernization program similar to that experienced in willingness to take reasoned, measured risk when
the 19801 as new technologies make current necessary to wrest victory from certain defeat.
equipment obsolete. c. The task of developing officers in suffi-

4. It is considered unlikely that US mill- cient numbers who possess these characteristics
tary forces will be combined as is the Catadian will not be easy.
Army. Despite the anticipated increase in the
size of the spanish-speaking population in the US eoon 3m. The Iducaltlon And Training -ystem.
officers will not be required to h3ve a second
language skill. Although it is possible that the I. General. This section describes the current
active component Army may very well be used to school system and provides a summary of its
control domestic rioting, it is not considered component parts. The genesis for today's military
probable that the Army will be used to protect school system rests with the 1978 Review of Edu-

domestic facilities such as power plants, water cation and Training for Officers (RETO) study.
supplies and the like. Prior to RETO, the Army training structure for
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officers consisted of an Officer Basic Course (12- course, while the numbers of officers staying at
16 weeks), an Officer Advanced Course (26 Fort Leavenworth to complete COSOC would be
weeks), a Command and General Staff College drastically reduced. Additionally, a Pre-Com-
(10 months) and an Army War College (10 niand Course (PCC) was initiated for those of-)j
months). The system as it has evolved is do. ficers selected for battalion and brigade
scribed below. command,

2. RETO 3, Post-,RETO Officer Training Structure, The
system that has emerged since RETO is depicted

a. The RETO Study Group conducted a in FIGURE 111-5. I *t is important to note that the
thorough analysis of the officer education and system which exists tod1ay is not exactly the same
training program, The recommended initiatives as the system recommended by RETO.
covered a supportable training structure designed
to fill training voids and meet the Army's future a, Military Qualification Standards (MQS)
training needs for increased bpecialization in the System.
face of changing technology and weapons sys. (1) This is a system which qualifies each
tems, Specific RETO recommendations includ. officer to perform the duties required of his
ed: Initiation of a Military Qualification S tan- branch at a particular grade and to integrate the
dards (MQS) system, an expanded Officer Basic trainn n dcto fot fteofcr h
course (OBC), replacement of the Officer Ad. commgander enduction eArtyschof sythem offcroth
vanced Course (OAC) with job specific function- pcommander ndn thermyg schoo sytemt yerom
al courses-, initiation of a Combined Arms and perviemisoigtrug h et ero
Services Staff School (CAS3); a Command and srie
General Staff Officer Course (CGSOC); and Se. (2) There are currently three levels of
nior Service Ccllrge (SSC). MQS: MQS I, Pre-commissloning;, MQS 11, Ba-

b. The original education and training Sys- since Course through lieuteaintMSI d
tem proposed by RETO included recommenda&. ne ous hoghcpan
tions for reduction in student load and manpow- (3) each MQS is divided Into two compo-
or requirements with little increase in dollar nonts; Military Skills and Knowledge-those im-
costs, Phased Implementation was designed to mediate skills and knowledge which an officer
provide resources for ex.,andned OBC and func- requires to perform successfully In his
tional courses through, in effect, an elimination branch-and Professional Military Education-
of OAC. CAS3 was to be field grade officer the broader knowledge, skills and insigh~ts which

corpworateH wmecuave than waringrio~~rs. o arai

o.ombat.

"a Career development for iodividual cificers is aecon-iary
to the otod for the Army to We~nd the country arid detmr
war.

o The bo1.u, nrigiinAl, creative 0#4icer r.;.nnjt srivey

LM today'% Army.

end not on, 01141.aariuau.

hay-n the sasoaning and pokomrt.Lal to be the besnt wartime ) /
Figure 111-4: Recurring Themes from Recent Critical Literature.
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form the basis for an officer's continuing profes- program stage with full implementation pending
sional development. The MQS philosophy calls Chief of Staff approval.
on each officer to be responsible for his own (c) MQS HI is still on the drawing
qualification. The Army school system is respon- board, but will require proficiency in a mix of
sible for stating clearly what must be learned and tasks common to captains and unique to the cap-
for providing necessary training and materials. tain level of a particular branch. Tho professional
The commander is responsible for providing the education component is a directed reading pro-
opportunity, guidance, example and Inspiration gram with certification verified currently by the
to learn and become qualified. A brief descrip. unit commander v

tion of each MOS follows:untcmadr
b.Officer Basic Course (OBC).

(a) MQS I requires a certification upon (1) OBC Is currently under review for pos-
commissioning that the officer possesses the skill sible revision in the near future, The branch
and knowledge requitements necessary for newly schools have considerable latitude in varying the
commissioned lieutenants and that the officer structure and content in their branch OBCs, but
participated in college level courses in written all are TDY cotirses and most are approximately
communications, human behavior, military his. 20 weeks in length. Many of the schools are struc-
tory, national security policy and management, tured to include common military subjects and

branch common training within the 20 weeks
(b) MQS II applies to lieutenants and with special functional courses designed to pre.

consists of a directed reading program with certi- pare lieutenants for opecific duties following the
fication completed in the unit, The purpose is to 20 week OBC. The primary purpose of all OBCs
provide the officer with the skills, knowledge and is to prepare lieutenant's for their initial assiln-
proficiency for branch qualilication and to con- ment as an officer, The POls at each branch
tinue to broaden and deepen his professional mil- school provide a mix of training and education in
itary education, to date MQS II is still in the pilot leadership, ethics, tactics, training of soldiers,

PRE.RETO OFFICER TRAINING STRUCTURE

12-1o WgIEM 21-27 WEEKS S MONTH W1 MONINS

issassi| Ilatiat $11fI I I

pOST:RETO QFFICER TRAINING STRUCTURE

PUiCOMMISSIONING LIVTINANT$' YRAINIMS CAPTANV' TRAINING FIELD GRADI TRAINING
MQS IV

HQS V

112-19 WEEKS 6A if 11 1 WOtKI 9 MONTM 4 ItWEEKSI MOTH

~~e telllllt

L i 7NJ =WD LM

Figure 111-5: The Officer Training And Education System
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equipment maintenance, unit logistics and The content of the common core includes leader-
branch-specific subjects designed to branch-qual- ship, training and training management, force in.
ify the lieutenant. tegration, military justice, military history, physi-

cal fitness, combined arms and written and oral
(2) For the Reserve Component officer, communications. The branch component in-

two options for completion of the OBC now cur- cludes specific information required of all cap.
rently exist. The officer completes either the reg- tains in the branch. If an officer's next assign-
ular approximately 20 week OBC or a specially ment after OAC does not require specific
designed RC-OBC which consists of an eight training, the officer leaves the school after 20
week resident phase with a pre- and post-corre- weeks; otherwise, he will attend add-on modules

spondence phase. designed to prepare him specifically for skills re-
quired in the next assignment, The numbers and

(3) FicuREs 111.6, 1i1.7 and 111-8 depict type of modules will be determined by
the restructured OBC, proponents,

(2) For the Reserve Component officer, J
c. Officer Advanced Course (OAC) four options currently exist for. completion of

OAC. The officer may complete the regular 20
(1) The newly revised OAC is a 20 week wiek resident OAC, a 12 week resident RC-OAC

PCS course with an approximately six week core (15 weeks at the Engineer School) or a two year
curriculum common to all of the branch schools, program which combines correspondence courses
In addition to the six week military common or USAR School classes with a minimum of two
core, each branch school will develop a branch- 2-week resident phases.
specific component to be completed by all of-
ficers attending the course. An additional six (3) rioua 11I-9 depicts the revised OAC.
weeks of OAC may include modules designed to d. Combined Arms and Services Staff School
prepare captains for their follow-on assignments, (CAS3).

LIEUTENANTS' TRAINING
OFFICER BASIC' COURSE

!A COURNS G TH RESTRUCTURED
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Figure 1114-6 Lieutenants Tralning--OSO Restructured I.
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(1) CAS3 is a nine week TDY course de- (1) COSOC is currently a 40-week course

signed to provide training for captains in staff designed to prepare officers for field grade corn-
skills required at brigade, division and installa- mand positions and for duty as principal staff
tion level and serves as a transition to in-depth officers at brigade and higher echelons. During
staff operations and procedures. The course em.- the first three weeks of the course, officers must
phasizes staff interaction, thinking skills, prob. pass a competency exam demonstrating profi-
lem analysis, decision making and defending de- ciency in a number of subject areas which are
cisions. Course content includes logistics, prerequisites for material covered in CGSOC.
training management, budget mobilization, de- The first term of the course is devoted entirely to
ployment and command and staff operations. All core classes. The second and third terms both
instruction takes place in small, 12-person groups include 90 hours of core subjects and 120 hours
S led by an experienced lieutenant colonel who of elective classes, Instruction concentrates on

command and staff skills required to plan and
serves as the instructor, team leader and mentor, conduct the AirLand Battle at division level and
The teams upend nine intensive weeks working above and on skills needed for high level TDA
on a series of interrelated, scenario-driven assignments, Non-resident programs include two
problems, Completion of a non-resident phase options: a correspondence course program of 17
and an exam are prerequisites for entering the subtourses designed to be completed over a peri-
resident phase for CAS3, When CAS3 is fully od of 36 months and a three year resident/non-
implemented, all captains will attend (approxi- resident USAR school program.
mately 4,500 each year),

(2) For the RC officer, in addition to these
(2) Currently a USAR School version of options, one additional option for completion of

this course is being developed. Although original. COSOC exists: an 18 week RC-CGSOC course.
ly recommended by RETO to be an entry level This coursq is actually Phase I of the 40 week
field grade officer course, as implemented it is a resident course,
course for captains.

(3) Selected officers may also attend Com-
e. Command and General Staff Officers mand and Staff College (CSC) level schooling

Course (COSOC). with other services and in foreign countries.

REVISED OFFICER ADVANCED
COURSE ADD-ON MODULES

OAC (20 WEEK) (S WEEK)

CORE MODULES" " " "

,,gggg~g,,,.um.qmtU*~IOg~gg IS6 **fdge, ,,,,s,,,I,,,,.,,.,, ,,,~,mm""' r '""i "-
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Figure 111-9: Revised Officer Advance Course,
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f. The Advanczed Military Studies Program training, personnel and logistics m'anagement
(A..SP). and doctrine. The course phases include self-

(wstudy, two weeks at Fcrt Leavenworth and up to(1) ANISP is a 48 week follow-on to CG- thewekatarnhsho.

SOC designed to produce future division and three weeks at a branch school.

corps staff officers and branch chiefs on major
command and Depart' ý,ent of the Army staff or Section 4. Other Studies.
their equivalent. The purpose of the AMSP is to
provide a broad, deep military education in the 1. General. This section reviews q-nme of the
art and science of war at the tactical and opera- previous studies which have evaluated officer
tional levels that goes beyond the COSO course training and education needs. Conclusiors sug-
in both theoretical depth and practical applica- gest that Army education and training institu-
tion. The course focus is on operational planning tions can and must do a better job and that new
skills and on developing sound military judgment methods and a new c.-ientation by the faculty are
across the entire spectrum of present and futire required.
US Army misions in the preparation for and
conduct of war. While COSOC teaches doc-trine, :. S . I O E I n.
AMS? teaches the ideas behind the doctrine, the a, Dr. Lawrence J. Korb, Assistant Secretary
way to get the most out of current and future of Defense (Mwipower, Reserve Affairs and Lo-
fIghting systems, the effects of battlefield condi- gistics) hosted a symposium on officer education
tions, the human dimension in warfare, leader- aL the National Defense University, Fort Me-
ship challenges and operational planning. A two- Nair, Washington, DC, in February 1982. The
man team of experienced lieutenant colonels purpose of the symposium was to provide a fo-
leads each 12 student group tl'.roujh the 48 week rum to bring, together those Department of De-
curriculum of military theory and historical case fense personnel responsible for planning and con-
studies punctuated by battle/campaign simula- ductin2 Mfcer education and others (inside and
tions, exercises and field trips. Each student must outside DOD) who could provide informed criti-
research and author a masters degree level thesis cisms and suggestions for Improvements in offi-
on an Army problem. There were 12 graduates in cer education systems. The symposium focused

Sthe 1983-84 pilot program. The size of the course on mid-career education. Participants included
is scheduled to increase to 96 students in order to representativer from OASD (MRA & L), the Mil-
optimize the benefits to the Army relative to stu- itary 'Department Secretariats, the Service staffs,
dent costs. Students must volunteer, be screened as well as heads of War Colleges, Command and
for potential by MILPERCEN and be selected by Staff Colleges, the Naval Post Graduate School,
the Commander, CAC. the Air Force Institute of Technology and the

(2) There are no plans for a non-resi- Defense Systems Management College,

dent version of this course. b. Dr. Korb noted in his closing remarks that

g. Army War College (AWC). The AWC is the Services have no philosophy for officer edu-

currently & 44 week course r imposed of a core cation and consequently do a poor job of demon-
course plus student electives. The primary pur- strating why the kind, amount and cost of this
pose of the AWC is to prepar. ý,fficers for senior education is necessary. He called for a review of

leadethlp positions in the Army and other De- "what the military education system teaches and

fnse and Defense-related agencies. The vourse how it teaches, in terms of the values [agreod]
content focuses on national security affairs with upon and In terms of results the teaching produc-

emphasis on the development of military forces es." He suggested that the time was ripe to again
in land warfare. The non-resident course is corn- review the use made of educated officers.
joecd of 12 snbcourses completed over a two c. The report from this symposium stimulat- p

year period and includes two 2-week resident ed PDOS members a grat deal. The Fundamen-
phases. Selected officers may also attend; Senior tal Principles, Strategic Goals and a coherent
Service College (SSC) level sLnuoling with other strategy to reach them that ;ire described in
services or in foreign countries. Chapter II provide the Ar, y a response to Dr.

h. Battalion and Brigade Pre-Command Korb's primary criticism- ..that the Services lack
Course (PCC). The PCC is Aor lieuttuant colonels an education philosoph)an ooeswoatn prior to terasstmp- 3. Evaluation Of CG$OC Curriculum.
tion of command. The course provides refresher

training ir selected functions and duties and en- a. Major General G. S. Meloy, Director of
sures 'ommon underctanding of current Ar•my Training, ODCSOPS was tasked by the Chief of
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Staffrt, 'evaluate Leavenworth as a training/edu- making process be taught thoroughly in CAS3
cation institution" and assess the validity of Gen- and CG!OC; the development of alternative
eral Marshall's 1933 criticisms to MG Heintzel- courses of action be encouraged at COSOC;
man and determine how well the curriculum at faculty turbulence be decreased at COSC; the
CGSOC responds to Lhe needs of those criticisms COSOC environment be made more conducive
pertinent in toduy's environnient, Following a to the development of logical, ir.novative think-
January 1982 visit to Fort Leavenworth, MG ing; and Armed Forces Staff College or other
Meloy concluded that many of General Mar- "equivalent" schools not be considered
shall's criticisms were still valid. equivalent to C'ISOC for Army planners because

• b, Although noting a general improvement in they do not provide the necessary bAckiround in
rcvkiculum, MG Meloy found faculty quantity, Army combined arms operations,

quality and stability to be surprisingly poor. He 5, Problems Of The Army School System.
indicated that the Deputy Commandant job is
little more than a revolving door and believed a. Lieutenant General Richard 0. Trefry,
thait the student population is coupled with an The Inspector General, sent a memo to the Chief
ineffective student evaluation system that pro. of Staff in August, 1983, covering a proposal to
moaIo teaching form more than substance. The i.- r,-ove Army schools. This memo presents his
diversity of the ,;.ollege material allows for little views in a thought provoking, systematic ftshion
more than superficial treatment of any given sub- on the entire officer development program from
ject and the course purpose is neither sharply commissioning to retirement.defined not understood 'by stud,:nts or
deinedntudt or b. LTG Trefry noted that school assignments
instructors,

are no longer perceived to be desirable and that
c. To remedy this situation, MG Meloy rec- the Army School System has declined in quality

ommended that: the Deputy Commandant and prestIge, To remedy this he recommended
should be a major general with three to four years that: officers be msiged directly to units for
tenure; the faculty be filled to, ODP levels with training ruther than' attending a basic course; 26
only those assigned as Instructors who possess weeks is insufficient time to teach officers the
appropriate levels of hands-on experience with a principles of command, leadership and manage-
"rigid three year tenure policy, the evaluation pro- ment at the advance courses; OAC standards
gram be modified or eliminated; the course pur- should be raised; all officers should attend CAS3
pose be clearly articulated; and the College mis- (it is commended as a model course); the window
sion be limited to the achievable, of eligibility of attendance at COSC be extended

to include from 8-18 years of service; and COSC
4. Planners Study. class size be reduced to 450 with an 18 month

a. In 1982, the Strategic Studies Institute at curriculum plus attendance at Armed Forces
the Army Wkr College was tasked to examine the Staff College so as to provide an exacting and
effectiveness with which operations planners are detailed education. Similar recommendations are
developed. This study, "Operation Planning: An made to provide both depth and breadth for the
Analysis of Army Planning," recognized Army War College,
problems or serious difficulties in all Joint and
Amry planning systems. 6. Army Staff College Level Training Study.

b. Specific deficiencies are noted in identifi- a. Colonel Hub& Wass de Czege, a 1983 Re-
cation, education and development of operation search Associate at the Army War College, un-
planners. It especially noted the inadequate dertook this study at the request of the leadership
teaching and use of planning logic and other asao- at Fort Leavenworth. He presents an nnalysis of
elated frameworks (e.g., the military decision the Command and General Staff College's ability
making process, the Commander's Estimate, to train and educate the officers corps now and
etc.). A strong case is also developed for the need examines what needs to be done to increase its
for a highly experienced faculty in Army schools effectiveness to meet the challenges facing the US
with sufficient time to guide students toward Army as we approach the year 2000.
meaningful alternative solutions to problems. b, COL Was de Czege argues that an "edu-

c. The study recommends that: CGSC and cation training gap" exists between where we are
AWC coordinate the establishment of the Army and where we need to be with an effective Army
planning system; a thorough understanding of the military education system. Dysfunctional factors
Estimate of the Situation be emphasized at all include: the reduced time available for officers
levels of Army schooling; the military decision to learn on the job; the exponential increase in
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the technical complexity of modern war; the dif- b. The critical role of the Reserve Compo-
ficulty in achieving effective combined arms in- neat forces i.1 fully reflected in the evolved corn-
tegration; the need for American officers to do position of Army force structure over the past ten
more with less; and rapidly changing technologies years. This reflects a deliberate shift to expand ,
"which make training in today's methods a tran- the role of the Reserve to deter war or fight if
sient goal. deterrence fails. RC officer training becomes

c. Better training and more education is more important than ever before.

* COL Wass de Czege's recommendation. Specifi-cally, he stresses the need to develop a system of c. The study concludes that: While the resl-
calyhestrssesuctheoneed toi devhuelop -te dent Active Component officer basic course is

officer education which emphasizels "how-to"
training based upon an education in the theories preferred for all lieutenants to accommodate the

unique constraints of the RC officer an alterna-and principles of warfighting, This Is cited as the rive basic course is needed; -major shortcomings
only way to develop an adaptive officers corps, tie asic course tred;mao sortcomengs
To fill the education training gap, the military eisinteavcdcoreriigfrRsreTo fll he eucaiontraiingppthe iliary Component officers with an overreliance on the
education system must develop officers with bet- Army Correspondence Course Program; andter military judgment. To achieve this end, he Arm doesnotdno l sg role intreo m nsNt a A 3beep ne4a ail CAS3 does not now play a significant role in the
"Irecommends that CAS3 be expanded as rapidly rfsinl eeomn fReev opnn
as possible to begin training all senior captains
and that COSOC build on the foundations of officers.
CAS3 and evolve into a much more rigorous and -d To address these Issues TRADOC has un-
appropriately •weighted curriculum, taught with
more appropriate methods, to a less heterogene- dertaken a number of recent initiatives. For ox-
ous student body, by a first rate faculty in ade- ample, an alternative three phase basic course
quate •iumbers, will be implemented at the service ichools be-tween FY 84 and FY-86based on branch training

7. Tr•,i•ing Needs for OAC Curriculum Study, requirements. To reduce the challenges facing the

a. This 1984 study by the Arpy Research Army Correspxondence Course Program, all non-resident officer advonced courses, will be recon-
Institute (ARI) for the Behovioral and Social Si l resde offcer seo d cuarses wilde rb figured by the second quarter FY 85 to Include aences was conducted on behalf of the Training minimum of two 2-week resident phses with a
and Doctrine Command (TRADOC) to assist n goal of completion of the appropriate branch re.
the development of a core curriculum for the re- lated OAC as a prerequisite for battalion level
cently revised 20 week OAC, As a part of this oaed OA C isiteso bation levelber
process, current students, faculty and recent otmatRA I s aloeing a number
graduates were interviewed with particular em. of alternatives in developing a USAR school pro

hasi on the training needs for leadership relat. gram of Instruction for CAS3. As a minimum,

edhcurris tai g ecompletion of CAS3 will eventually be required
for captains selected for full-time manning

b. As the interviews progressed it became positions,
evident that challenges existed on a number of
fronts, For example, captains firmly b~elieve that: 9. Functional Study Of The Officer Personnel
an OAC instructor assignment is not career en- Management System (OPMS).
hancing; OAC inst.ructors lack the requisite grade
and A-levant experiences to be credible to the a. The task of the OPMS Study Group was to
students; and more experiential training is conduct a systematic review of the Officer Per-
needed with simulations that force students to sonnol Management Subtem to determine if it is
apply "school-knowledgo" Wo real world currently doing what it is intended to do and to
situations. recommend adjustments needed to meet future

, 'rAADOC Support Of Reserve Companern Anny requirements. The final report was pub-
Tra IDini O Study. lished in October 1984,

a. TRADOC, with the help of FORSCOM, b. The OPMS Study Group conducted a re-
N(3B and OCAR, completed a review of'Reserve view of education and training of the ccmmis-
component training and distributed a "White Pa- 0.oned officers corps, The results and recommen-
per" on the subject in June 1984. The review dtions weie provided to PDOS for
assesses the current approach to RC training, consideration. The complete list of OPMS Study
identities weaknesses and prescribes remedial ac., Group recommendations related to education
tions. That portion which is applicable to officers and training are at Annex Z, OPMS-PDOS
is described below. Crosswalk.
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c. Of the 21 recommendations forwarded to and future training challenges. Highlights from
PDOS, 15 were found to support the implemen- this presentation follow,
tation of PDOS alms, major thrusts and base pol-
icies. Accordingly, they have been incorporated b, To support additional "hands-on" field po
as recommended PDOS policies. The six policies training for leader, TRADOC is moving to pro-
that PDOS judged should not be implemented its vide for more integration of ANCOC/PCC/OBC/
recommended by OPMS have been modified and OAC exercises and enhance training w' •.)ort to
a re displayed below in FMous III-10. the Infantry and Armor Schools.

c. TRADOC -anticipates an.-increase in theI0. TR.4DOC Commander Presentation At The € RIO niiae nI~eei hA oT ADO CommndrPrnesentatioAth Ranger School annual training requirement. To
AmC.... c. expand and improve the Ranger course,

a. General William R. Richardson addressed TRADOC forwarded a resourcing and imple.
the Fall 1984 Army Commanders CUnferenoe. mentation plan to support proposed expansion
Thi'presentation included both force -structure and improve the instructor~tostudfnt ratio from
changes and recent slid/ot proposed TRADOC 1:1 S to 1:9 as well as increase the ratio of officer.
initiatives to enhance leader effectiveness. to-NCO instructors from 1:13 to 1:6.
TRADOC is aggressively improving the training d. The Commander, CAC is revising the Pre-
and education system for officars with an applied Command Course. The initial emphasis is on the
and practical emphasis on leader competence. Leavenworth phase with branch school revision
Gieneral Richardson talked to a wide range of to follow. The revision will retain two weeks at
issues and presented a number of actions, either Leavenwort• with itsfocuson "how to fight" and
proposed or recently initiated. In so doing, he "how to command." The Leavenworth phase
demonstrated that the Army system of officer de. will' be taught prior to the branch phase,
velopment is a "living" system-it does not exist
in a vacuum and self-correcting mechanisms are e, To enhance Reserve Component trainins,
at work to transition the Army to meet current an eight week resident officer basic course phase

FOOS NOODFICATION Of oPM8 RICOOIEND9D POLIOIEE ON

OFFICIeR IeDUCATION AND TRAINING

OPHI FOOS

1. Complete CA83 Phase I in oAn. 1. CAS3 Phane I will be OAC
follow-on mod for OCONUS/54e steef,"NO own" iO n 15 mod for all others.

2. Delay OAC to 5 105 due to 2. GAC at promotion to OFT.Resimental system.

4. Doefr 0A13 until promotion to 4. CA1S during Csptain Development
MqAJ, Period (5-8 105).

5. cGIs faculty criteria consider 5. Distribute officers so ts to
qualifications, not promotion risk. provide balanced cells of quality.

4. Adjust Casa window from 1L-13 a. CasC at Kajor-Lieutenant Colonel
VO0 to 12-17 YOU. Development Period. ANAP after pro-

motion to A.

15. iAC policy should require troop 15, Utilisation tour will follow Am85
as$snuent after education, then
utilisation tour.
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was tested at the Armor and Field Artillery the proper issue to address is the level of educa.
Schools in 1984; three more will begin in FY 85 tion and not the time spent in schools, it is useful
with the remainder to follow in FY 87. The RC to at least be aware of this time difference in
OAC will mirror the Active component 20 week philosophy,
course mandated by the Chief of Staff; the
branch-immaterial core will be by the Army Cor. 2. Table Ill-I contrasts the various education
respondence Course Program and by USAR and training programs for officers.
School IDT (inactive duty training), Two 2-week
ADT (active duty training) periods at service g5m I. PDOS Aseesementa,
schools provide branch unique subjects. Also the
OAC is to be rescheduled earlier in a career and I. General.
ideally will occur prior to or during company
level command, CAS3 is being developed as a a. PDOS designed two -survey question.
USAR school pilot to include four weeks ADT. naires to assist in collecting information that the

study group could use to evaluateofficer profes-
f. To enhance the professional development sional development. The data gathered in this

of Army leaders, TRADOC established a School fashion are perceptual in nature and may or may
for Professional Development at Fort Leaven. not be indicative of fact, However, the sample
worth. This school provides advanced military size for both the commissioned officer survey of
education and training for leaders and covers all lieutenants through colonels and the general offi.
TDY courses at Fort Leavenworth with the ex- cer survey Is such that a great deal of confidence
ception of CAS3, Student, attendance, at ROTC can be placed in the results, fi&., the data are truly
Instructor training, conducted at Fort Benjamin representative of the perceptions of the officer
Harrison, Indiana, will be increased from two to corps (Active Component only),
three weeks. The additional week will cover
teaching techniques, lesson planning, inst'uction- b. In addition to the two surveys, PDOS re.
al methods/medis, evaluation and counseling, lied heavily on a telecommunications net and
Sixteen classes are projected in FY 85 which will general officer correspondence to help shape the
increase the student population from 660 to Fundamental Principles of Professional( 1,060 for each year, Theoretically, ROTC cadre Development,
will attend while en route to their school assign-

/ ment, Additionally, four CUSOC refresher 2. PDOS Surveys: Mjor Trends,
courses are to be added for the RC, Other ex-
isting or developmental courses include Force In. a, General, Presented here are the higlights

tegration, Command Team Seminar, General Of- garnered from these two surveys,
ficer PCC and Leadership/Management courses. b, Officer Professional Development
Total annual student loads projected to increase Strengths,
from 4,363 in FY 84 to 5,189 in FY 86, Courses
and schools being considered for transfer to Fort (i) The officer corps is the strongest it has
Leavenworth include the Warrant Officer Senior been in the memory of serving general of.
Course, the Organizational Effectiveness Center ficers-the system is not perceived to be
and School and Mobilization Development/ "broken,"
Planning. (2) Duty satisfactioi, across all grades is

high.

ectOUh 5. Other Armies. (3) The individual officer considers him-

I. The US Army does considerably less resi- self to be professional.
dent education and training of its officer corps (4) A mentoring style 6f leadership is ac.
than do other armies, In a detailed comparison cepted and desired by most survey respondents,
with five other nations, only officers of the Cana-
dian Army spend less time in school than their (5) The school system Is generally effec-
American counterparts. Army officers from the tive-it enhances readiness and development;
United Kingdom, West Germany and East Ger- the timing of school attendance during a career is
mar -" spend significantly greater amounts of generally "about right" and schools are judged to
tins, 'tary education and training institu- have an appropriate amount of technical, tactical
tions. mip, icantly, our potential adversaries in and leadership content (however, see "chal-
"the Soviet Union enjoy a 2,7:1 ratio over the lenses" below); CAS3 is being implemented with
American officer in time spent in sc tool. While "high grades."
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(6) The Advanced Civil Schooling pro- things that are going well within our Army and
gram is becoming necessary-it enhances skills officers should be proud of them. However, there
and helps retention, are also some areas that need work.

S(7) The unit and organization experience 2. Strengths.
is recognized as the key to the development pro.•, cana, TRADOC is aggressively pursuing pro-

grams to tamp up leader effloctiveness. Fort Leav.
(8) The role of tht individual in his proac enworth is rapidly evolving toward becoming the

tive pursuit of development opportunities is rc. "Army University,"
Sognized, b. The current system is reasonably flexible.

(9) The overall selection system is seen as Changes in the force structure, doctrinal changes
working well,. and the Department of Army training priorities

may be operationalized with the current Armyc. Offi car Professional Development Chal. Sho~le tcua eili ihn•ail
Schdool SYstM utrttural design.' Within tessiblelenges. tolerances, the current system can react to correct

(1) There are challenges to optimizing the unexpected shortages of trained personnel for a
development of officers, particularly with regard range offunctional areas,
to officer preparation and warfighting skills. c, The functional trainingeopportunities our-

o (2) Basic'education skills are a problem rently available in the school system generally
for too many. meat today's documented training and skill

needs.(3) School experiences currently occur
"too late" for many captains, d. The Military Qualification Standards

(MQS) system currently under development and,(4) There is room for improvement in fielding is particularly sound in concept and of
instruction cauality and methodology at the basic great utility to the officer corps.
and advanced course levels,

e, The current system provides a resident
(5) Unit experiences represent a key to transition from civilian to'officer. The officer ba-development, but there are many. interruptions sic courses provide the experience which impartsand unit development programs need work, the requisite skills and cognitive frame of refer.

(6) Leadership is critical-but too many ence essential for officers' formative years,
officers perceive they do not have mentoring fE The system provides a branch assignment
leaders and schools do not contribute as effec- for experiential development following the OBC
tively as they might in this regard, experience for most officers. (NOTE: Although

(7) A formal short course development the schools generally occur at the right time,
program for general officers is desired, there are some challenges associated with the

general education and training strategies current-(8) There is a need for central direction ly used within the schools, particularly at the
and coordination of the Officer Professional De- OAC level)-
velopment System at the Army staff level,

g. CAS3 provides the model that all ArmyJ. Corraspondence, PDOS received a signifi. schools should try to mirror, It receives consist.
cant amount of correspondence from the field. ently high grades in methodology, content and
Over 200 generals sent letters, Almost 4,000 quality of instruction.
commissioned officers provided letters or wrote
remarks on their surveys, Fifty.one respondents h, Active Guard and Reserve (ACR) officers
participated in an electronic teleconference net, are available in the Reserve Components for pro.
For details refer to Annex Y, PDOS Net, fessional development to the same degree and

standard as active duty officers, With appropri.
ate emphasis, this could contribute to readiness

Seotlon 7, Additional Strengths And Ohal- of the Reserve Components,
lengea Of The Current System. i. The current school system is progressive

L, Grneral, In addition to the survey results and systematic in nature. An officer's schoolinghighlighted previously, this section summarizes flows from an Initial basic skills orientation to aother strengths and weaknesses of the current of- mastery of the skills of his branch to a combined
igler professional development system as they arms orientation to schooling in responsibilities

were identified by PDOS, There are a great many at the national level.
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J. Institutional experiences are generally al. The current system was designed principally to
igned with natural transition points in an offi. meet the needs of the active duty officer.
cer's career. These transition points are associat-
ed with an expansion in the officer's cognitive d. The Army school system exists to meet the J
frame of reference, generally occur at promotion needs of the Army. The coding of authorized po-

points and are characterized by the assignment of sitions in the force stricture is o ne surce avail-
duties with an increased time span of control
requirement, the Army. The current coding of positions is nok

sufficiently accurate to permit the determination
k. The current school system appears to gen- of the true education and training needs of the

erally meet the current Department of Army Army.
training priorities but not necessarily the educa-+• e. A siglnificant percentage of commissioned
• tion needs, offlcnrs are seen sneot competent In basic educa-

1. All Offlcers, are trained to command tion, skills(the "3P•"s),
through company levei (OAC).within the current f. Although we have an excellent concept
system. under development with the Military Qualifica-

m. The concept of a mentor as articulated by tion Standard (MQS), progaram, ohtly MQS I is in
PDOS ii embraced by the officer corps. Many effect: MQS II and III have yet to be fully
good officers are also mentors now, implemented.

n. Throughout the Army today there are j. No formal system-wide program, for
many initiatives and programs designed to im. ROTC cadre training exists, There is currently a
prove the undentandini, teaching and practice wide variance in the quality of the ROTC experi-
of leadership, ence at different institutioni, The stnda, Jiaza-

tion of ROTC training would be of value in order
o, The current system has a wide variety of to disseminate the desired standards of perform-

resident and non-resident instructional opportu, ance along with their associnted remedial
I•' nities available for officers to' meet their needs activities,

world-wide. h. The civilian education requirements for

t pl The unit experience remains an invaluable National Guard Officer Candidate School are not ?
tool for officer development, Tough, challenging, yet fully aligned with Active Component stan-
realistic training enhances officer development as dards but will be by FY 89.
well as or better than any other singular experi.o nce. The National Training Center provides t. There is currently a look of sufficient

ence Th Natona Trinin Ceter rovdes standardization between officer basic courses
leaders with an excellent leadership development andaodizceroadvbntedecourseseandaamong thrii expeienceand officer advanced courses and amongl the

schools at either level. This standardization is
"T q. Training devices such as MILES, war- necessary in order to facilitate a commonality of

games and simulations enhance leader purpose and shared core skills common to all
effectiveness, officers.

3. Challenmes Within Trhe Current System. J. The quality and grade of instructors in the
school system is insufficient. The quality of in-

a. While the system Is reasonably flexible, it structors, in terms of first hand experience with
is reactive, not proactive in nature and lags the the subject matter, is questionable In some cases,
force structure. The current system is not effi. The problem is most acute at the OAC level.
cient in planning for and anticipating change in Current faculty staffing, guidelines do not provide
the Army which often demands different prod. sufficient time for faculty to do doctrine writing
ucts from the school system, and course/courseware development.

b. Mentoring, warrior spirit, the need for k. Other operational requirements at duty
self-development and education and training stations preclude all officers from getting branch
methods used are seen as needing improvement assignment experience immediately following
within the current system. CAS3 is an exception, their school experience.

c. The Reserve Components are seen as not 1. Currently, not all field grade officers re-
being adequately integrated Into the current sys- calve Command and Staff College (CSC) lvel
tem. Reserve officer needs appear not to have training,; however, they are eligible to rempin on
been adequately considered in the school system. active duty for at least 20 years.

84
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m, No methodology currently exists to deter- x. Insufficient means currently exist to proj.
mine Senior Service College (i.e., Military Educa- ect the impact of professional development poli-
tion Level [MEL] I) requirements. No positions cies over the long-term (10 to 15 years) and ad-
are coded in the force structure for a MEL I just the system. We can do this for obvious
officer from a particular school, demographic.factors, such as size of youth group-

n;,Some commonw tasks Irk tUlning public&. ings of military age, .but not for more complex
n. Sme ommn tsksIn tainng ublcs, interrelated variables.

tions do not haveithe same task, condition, stan-
dards when. used• in the MQS provao, OBC, y. Mechsnisms to ensure DA monitoring of
OAC, ANCOC and SQT training. computer tichiolosy education and: training sys-,

tems are inadequate. The Army must field high-
o, Evidence indicates, as demonstrated at technology instructional delivery systems which

the National Training Center, that the officer are competLble with operation and information
corps fails to use o: common operational management systems,.
language.

z, The resourcing of Army training develop-
p. There is no system-wide high-technology ment and support has had a lower priority than

approach for officer profssional development other training missions during the past few years.
today. Many worthwhile training and skillori. A continued resourcing decrement would have
ented initiatives using computer technology are an adverse impact on the Army's combat
under way; but more technology emphasis, is readiness.
needed in the long.termn development of 'educe-h bad
tion-oriehted needs (eg, how to think and make ,Although many computer bed intruc.

decisions faster), PDOS-recommended Comput- tional systems are being fielded at service

er Communications Based Instruction (CCBI) schools, the'majority of the trainers are not coM-'-

technologies (especially Artificial Intelligence puter literate. There is a higher proportion of

and wargames) have a tremendous potential for computer literate faculty at USMA. This suggests

contribution in this regard. that USMA may be an excellent "test bed" for
the deVelopment of education-oriented computer

q, With some exceptions, there is a lack of instruction systems and faculty training( focus on combat action and warfighting in officer packages.
education and training. bb. The Army's current oral and paper-based

r. There Is a lack of doctrine in echelons education model is rapidly becoming outmoded.
abve corps operations, Today's education and training strategy has

evolved to be one with a disproportionate focus
s. The system today lacks a formal mecha- on training, More recent education/knowledge

nism fbr individual assessment. Such a mecha- models add the computer dimension to learning.
nism could prove to be an invaluable aid to the Using them as a basis for our education and
officer corps in terms of self-development, training strategy will provide a more balanced

t, Given the current system, a field orients- training/education mix in post-commissioning
tion by officers is difficult to maintain in highly service schools.
specialized areas and at higher ranks. Many of-
ficers never return to TOE units after their coin- Secton S. Conoluaelna.
pony grade years; some have no resident educa-
tion or training experience past the advanced 1. While many things are goiaig well, the Army
course, can and must do a mor effective job in educat-

ing and training officers. The stakes are too high
u, The current system does not prepare all not to invest the resources to enhance he combat

officers for command at the lieutenant colonel capabilities of officers.
level and above, although during mobilization

many could be called upon to serve as such. 2. Currently there is insufficient emphasis both
in the school and in anita and organizations on

o vf The need for self-development within the warfd.hting,
officer corps has not been clearly articulated. 3. It is difficult to develop ai fflcer corps

w, There are many agencies in professional characterized by its ability -o think-to under-
development - ODCSPER, ODCSOPS, stand the theory of war not just the conduct of
MILPERCEN, TRADOC, Joint Staff, DOD, bits and pieces of it. The key to doing this is
AMC, OCAR, NOB, State AGs. Their cumula- creating the proper climate to truly educate the
tive efforts are not coordinated effectively. officer. In the school, CAS3 and AMSP are two
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excellent examples of the application of technolo- once, particularly in the basic and advanced
gy and method of instruction to enhance learn- courses, The Army must do a better job at dis-
ing. In units, the commander controls the climate tributing officers to achieve the necessary experi-
and officer development is linked to the extent he ence level and quality in the school system.
is willing to invest in the Army's future and S. The Army hu not had a-true philosophy for
teach, coach and guide junior officers, officer education and training and consequently

t 4. The quantity, quality and expertise needed has done a' poor job of demonstrating why the

to prepareofficers to fight wars is lacking in too kind, amount and cost of this education is so
many of the schools. There is a lack of experi. necessary.,
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Chapter I

Theoretical Basis for Eiducating and Truining Officers

Sufflon 1. Ovigin~s Of The PDOO Desired 2. For detailed discussions,, refer to the follow.
System. ing annexes: Annex. F, Professional Develop-

ment Concepts; Annex 0, Decision Making and
1. Cncurenly iththe ssesmet o th ~. Cognitive Complexity; Annex H, Solf.Develop.

ent sys Item and computer modeling to depict, aný ment/Individual Assessment, Program; Annex~ 1,
array of alternative fuatures, the group studied AMetrhpSaey;nex , ENW
contemporary theory in the areas of adult learn- DO Concept; Annex P, Education and Training
ing, education, organization, decision making Methods;, and Annex 11, Policy Impact Analysis.
and motivation-all with the aim of,providing a
theoretical foundation for the desired system, Seton Professional Volues.
Flourm IV-1 depicts the theoretical concepts
which are explained in greater detail throughout 1. It takes a special person to be a soldier, for
this chapter. the life of a soldier Is different, By that we mean

.......
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Figure N-1: Theoretical Foundations of the Desired System.
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that there is a special feeling that comes from reaching out. . .and the wondrous joys of
knowing that ours is not an ordinary job. It is coming home and savoring the first kiss..
different from anything else and knowing this, it ,and if all these things which thousands of us
is easy to say that in its purest sense the military share in whole or part can by some mindless
is a way of life. logic of a soul-less computer programmed by

a witless pissant, ignorant of affect be called
just another job, then I'm a sorry suck-egg

2, Recently two distinguished gentlemen have mule.
articulated what it means to be a soldier,'Ex. 3x The Army is different from a civilian corpo-,
cerpts from their testimnonials follow, r. The Armyrisxdifferent fromyaisivilianardos

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

a, Norman R, Augustine, President of Mar- with management.
tin Marietta Denver Aerospace in testimony
before Congressmstated: a, Since its foundihig 0h United States has

been involved in ten major Arcate conflicts and
In my operation we have 16,000 employees since World War II, US Forces have been mar.
performing a variety of important tasks, but, shAlled or deployed 13 times (Koreal, Vei•ei~eia,
I can't quite imagine having recruited them Lebanon, Berlin, Cuba, Vietnanm, Laos and Thai-
by saying: Now this job I'd like you'to take land, Panama, Dominican Republic, Israel, Iran
will require you being on call 24 houts a day, and Grenada).
365 days a year. You will be expected to pick
up and move every three gears to anY'here b. Of the almost 39 million Americana who
in the world you are told, and frequently you have served their country in war, over 1, 1 million
will be unable to bring your family with you, died defending the Nation,
Often your family will be required to live in c. There are over 350,000 service connected
substandard 40 year-old temporary housing death cases on VA roles, More than 17,000 train.
and, by the way, I can almost guarantee that ins related deaths have occurred since 1962 and
if you. spend your entire career with us you more than 2,25 million veterans are drawing
will at some point be placed in o position service connected disability pay.
where you will be shot at by some people .
intent on terminating your life permanently, d, There are no unions, walkouts, strikes or

negotiations. Soldiers are employed on personal

b. Colonel Dandridge M, Malone, US Army services contracts and cannot voluntarily leave
S(Retired), known affectionately to soldiers every- their employment until the contract expires, In.where as "Mike" has described being a soldier voluntary extensions are possible and the soldierthis way" has limited control over his working hours andwork environment. Christmas can be a duty day.

A boy, now a man, telling his ma, his father.
, that he's 'going in.' It means. , silence 4. Yet in spite of the many hardships, Amei-

and uneasy jokes., .loud sergeants with clip. can youth still are drawn to the military life with
boards, , , countless and incomprehensible a sense of service to the Nation. For those who
rules,,. thighs sore from high jumper,, ,PX join the military, life as a soldier begins with an
and milkshakes, , ,pride in uniform, , ,the oath to support and defend the Constitution of
damnable duffel bag ... reveille, and class the United States against all enemies, foreign and
and details, , ,convoys rolling out, .man. domestic, and to bear true faith and allegiance to
holes in the ground.. ,little, wiggly, inch-long the same,
things with a thousand legs and pinchers. . 5, Upon being sworn in the newly commission-
.orders to a combat zone., ,and a leave filled ed officer is vested authority by the President,
with sadnels, and seriousness and love,.. the reposing special trust and confidence in the pat ri.
dazzle and newness of an alien land, . clay. otism, valor, fidelity and abilities of the
more mines. . the column moving forward individual,*
along the ridge. , ,a huge, jolting explosion
close by. ., then the firecracker sounds and 6, The Fundamental Principles of Officer Pro.
flashes everywhere in the pre-dawn attack., fessional and Leadership Development articulate
,the shooting, and cussing, and dying, and the essence of officership, While described in
old Smitty who honestly enlisted to fight a
second time for his country, lying there Armed Forces Infbrmation Service, 7"he Aroned ilorces
trembling with one eye $one and his hand Qfflerks, Department ofDefense, 197$.
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detail in Chapter II, highlights from the funda- it is the acceptance of a particular code of behav.
mental principles include the foundation that all ior and a distinctive lifestyle that, in the end,
officers are professional, have a warrior spirit, distinguishes officers .as warriors."
progressively master the art and science of war-
fare, are leaders, are action-oriented in their e. Major General James E. Drummond in
thought processes, develop a broad base of gener- quoting Morris Janowitz' definition of a profes.
al knowledge and are patriots. It is no accident slon: "A true profession is a calling which re-
that the first of these attributes to be listed is quires specialized training, has a degree of altru-
"professional." Embedded within this funda. ism and contribution to society as a whole, and
mental principle are the bedrock military values polices its membership on their standards of per.
that differentiate officers from civilians and ar- formance and ethical behavior,"
ticulate why the military is aptly termed a calling, f. Lieutenant General Charles P. Graham: "I
a profession and a way of life. believe it is important,, ,that the ultimate goal of

the system., ,(be to) describe a foundations upon
which development of our professional officers7. The professional officer is expected to adopt must be made, The foundation should include

and instill in others certain values that form the the ethic of the Army and a sound understanding
basis for a distinct lifestyle and code of behavior, of the valucs which make up our ethic, The foun-
As identified in FM 100.1, Tho Army, and in the dation should also include an understanding of
recently approved Philosophy of tho Officer the characteristics required of a professional sol-
Corps, this code includes the professional Army dier and leader, Third, It should provide an un.
ethic (loyalty to the ideals of the Nation, loyalty detanding of the components of military
to the soldiers and the organization, taking to. leadership,"
sponsibility for ones own actions, and selfless
service) and a soldierly value base (moral, physi- g, Lieutenant General Carl 4, Vuono: "0e11.
cal and spiritual courage, candor and personul cer development must go beyond imparting
integrity- technical and tactical competence; and knowledge and skills: it must foster a value sys-
commitment to mission and unit welfare), In cor. tern that emphasizes service to the Nation, readi.( respondence to the study group, contemporary ness to endure the rigors of combat and willing.
Army leaders have the following to say about ness to make personal sacrifices in pursuit of the
these concepts: greater good."

h. Lieutenant General J. K, Bratton: "The
a, Major General Dave R, Palmer: "An offi. more the key qualities of professionalism and in.

cer must have good character, be worthy of ape- tegrity are specifically targeted as objectives, the
cial trust, be respected both for his goal of excel- better the foundations of the officer professional
lence In his profession and for his personal development system,"
acceptance of the responsibility for protecting thuNation and its people," S. The reason for addressing the professional

value base is to highlight that these military val-

ues form a common frame of reference for lead-b. Major General Victor J, Hugo: "A warrior era and as such directly and indirectly influence
without essential values-integrity, devotion to leadership behaviors, It is the professional value
duty, care for soldier, etc,-nmay in fact be count- base that nurtures moral consciousness and es.
er productive." tablishes the basis for actions that are right by

military leaders, Indeed, in the words of Colonel
c. Major General Leonard P, Wishart: Peter L. Stromberg,* "the morally impoverished

"From my perspective, you must start with the military leader is an enemy of the Constitution
development of common values, Without this, he has sworn to protect and defend. .. . If at
everything else falls apart," influential levels of power in the armed forcesmoral reasoning is faulty or nonexistent, the mill-

tary and America are in trouble, Commitment.
d. Major General Henry Doctor, Jr.: "Val- .to ethics at the bottom of the military hierarchy

ues that form the basis for a distinct lifestyle and will sustain itself only if junior leaders see evi-
Scode of behavior are not so much the end prod- dence of good moral reasoning at the top,"

uct of a system of professional development as
they are the sine qua non upon which everything *Colonel Peter L. Stromberl, Nathan M. Wakina and Daniel
else in that system will depend. We siy that our Callahan. The Treaching otf Ethics i" the Military, The Has-
officers must first be warriors, True enough, but tines Center, Hastinaa-On-Hudson, New York, 1982, p. 6,

39 . * .,

""T.



9. In part, it is this commitment to professional and show how that difference is important to the
military values that makes officership something Army which seeks to motivate its leaders in the
binding and not just another job. This feeling is manner needed to meet today's and tomorrow's
captured in the words of Henry V at Agincourt: challenges.

And Crispin,. shall ne'er go by, 2. Extrinsic motivation results from factors ex-
From this day to the ending of the world, ternal to the officer's environment (e.&., orders
i But we in it shall be remembered; from others, rules, regulations, salary, awards
We few, we happy few, we band of brothers; and sometimes particular duty and student as-
• For he today that sheds his blood with me signments). Positive advantaes of extrinsic mo-

r" Shall be my brother.., tivation are that it modifies (starts, stops or
And gentlemen in England now abed changes) behaviors quickly once the officer un-
Shall think themselves accursed they were dha t:•::.•'..derstands the consequences associated with it..,•' ,:,not here
Ano hele particular action. A sound evaluation' system
And hold their manhoods cheap whiles any based on goals and objectives, or a well designed
speaks MQS system, uses the positive aspects of extrin.
That fought with us upon St. Crispin's Day. sic motivation. A key disadvantage is that peru

10. Commitment by officers to professionalism formance tends to orient more on achieving spe-
is crucial. For senior leaders, this means they ciflc rewards, possibly at the expense of the
serve as the role model for those below them in development of other goals such as unit welfare
the organization. To the extent senior leaders' be. and readiness or service to the N'ation.
have in a fashion consistent with these values,
"the tendency exists that the actions of leaders 3, Intrinsic motivation also results from envi.
"throughout the organization will demonstrate a ronmental factors but is based on an officer's
similar commitment and drive (intrinsic motiva- internal, personal search for what he believes is
tion) toward professionalism. This means that it important. Powerful intrinsic motivation factors
is the obligation of all leaders to support good are such things as personal satisfaction, autono-
professional and moral behavior, both inside and my, use of skills and personal knowledge. A posi-
outside the classroom. A good development pro- tive advantage of intrinsic motivation is that its
gram is right and appropriate to stimulate moral effects are powerful and long.lasting, Disadvan.

/ V imagination, teach moral issues, develop analyti. taps are the sometimes slowpace. at which the
cal skills and elicit a sense of moral obligation desired results are achieved and the lack of direct
and personal responsibility. However, the behav. control over them by anyone other than the
ior of senior leaden outside the classroom is crit. individual.
ical in allowing the professional value base to
grow and flourish (See Stromberg, Wakins and 4. A professional development program built
Callahan, 1982), upon such intrinsic factors as self-development

and self-assessment will produce higher levels of
11. Commanders, teachers and supervisors at performance in the long-term. This does not rule

all levels must be willing to act as an energetic out testing for basic competence, but does indi-
nucleus for the growth of the value base in young cate that those type inducements alone are not
officers and assist them in development through. going to expand the boundaries of professional
out a career. Without this source of intrinsic me- expertise. Tests in a school environment tend to
tivation, officers will come to view their sacred evaluate the lowest common denominators of
trust as something other than a calling or knowledge and concepts. It will take more than
profession, that to master the art and science of warfare in

the modern age, Success in battle will depend on
SMeelon 3. Individual Motivation. achievement of higher levels of competence than

the minimums required to pass a certain test.
1. True professionalism is self-directed. The Only intrinsic motivation will provide the officer

role of the individual in the development process with an internal drive to achieve these higher
is crucial; each officer must accept individual re- levels,
sponsibility for his self-development and ob-
taining and retaining factual knowledge. Addi- S. The volunteer Army has been prone to stress
tional discussion of the self-development Issue important "carrots" such as pay, promotion and V.)
follows in Section 6 of this chapter, It is men- selection, Recent Army themes have sought to
tioned here in order to address the differences revive and Instill the importance of intrinsic fac-
between "extrinsic" and "intrinsic" motivation tore such as patriotic service, family welfare and
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sound leadership, A quality education and train- 7. More important perhaps to the Army's fu-
in& system will contribute to this process, partiv- ture readiness will be the contribution which high
'ilarly if it draws upon the individual's self-drive intrin'ic motivation will have on officer educa-

I,, (or professional excellence. tion aind training. The conditions of officership
in the future will see increases in complexity and

6. The importance of this shift in motivation is responsibility and decreases in time available for
illustrated in FRouR.s IV-2 and IV-3. making decisions and ta'-ng action. These condi-

tions hfve important implications for the balance
a. Commitment and the accompanying atti- of professional development conducted in

tude and values are what cause officers to derive schools and units.
peronal rewards or fulfillment from the profes-
sional conduct of education and training activi- aw The oRETO study estimated that on the
ties as well as mission accomplishmenti When whole the ofier spends about 20 percent of his
this kind of fulfillment or persor-! satisfaction post-commissioning resident schooling time Jn

spusone to maintainhis own professional excel. education areas and lO prcent in training. Muchspurn we It aintrinsic otivation, of this resident trztning• tends to be perishable
lence, we call It intrinsic motivation, . and, as the Army becomes more technologically

complex, an officer spends considerable time inb. When there is too much reliance on ex- regaining proficienuy at specific assignments,
trinsic motivation, where dommitmnent is sacri- Meanwhile, this same complexity places greater
riced and success is predominantly identified demands on officer d"ision maidng, conceptual
with obtaining institutional rewards, a closed thinking and ability to Integrate resources so as
loop is formed between satisfaction and rewards. to execute Army misions.
This causes the individual to tend to do what is
necessary to get the reward rather than to derive b. Tomorrow's challenges strongly sugget
satisfaction from accomplishing the mission, car- the need to shift the ea.•in and training time
Ing for soldiers or seeking educational excellence, allocations. For this tv u :ý,.coihpflshed without
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the loss of skills and cApertise needed throughout relate the task to the "real world" and learn when
tue Army, more efficiont training will haivc to the rules do and do not apply. These thoughts are
occur in schools and units. It will take an officer captured in the three-step Adult Learning Cycle,
corps with ex,~eptional "intrinsic drive," an un- FIgure IV-5.
derstanding of what is required of thern and a

larg amunt f "martcousewae" j~ta. in Step 1, the individual gains knowledge,
from the system to make this possible. Smart basic skills, concepts and contexts at the school,
coursewart. refers to computer courseware aimed in the unit or in the organization.
at enhancing an officer's decision making capa- b, In Step 2, the individual uses his new
bilities which enables him to work smarter and knowledge and develops his own theories
faster by providing him with, good access to rele- t~og oceeeprecs egisfebc
vant knowledge, ease of computation and the from his peers, his subordinates and his mentor-
ability to simulate situations which are too ex- leaders. He makes adjustments to his -knowledge
pensive, too dangerctus or impossible to observe and theories which leads to new insights and L.
directly (see FOURs IV-4)., lows him to intentalize new concepts, knowledge

and skills.
botion .4. The Adult Loarning Cyolel, Education ,c. In Step, 3, learns higher-order concepts and

and'Truining. knowledge, The stops then re-cycle ifid'continue
throughout the development period and into lat-1. The psychological basis for preceding task et development periods.

performance with training is well 'established in
learning theory. Adults learn best by first learn. 2. To be fully competent at task performance,
ing the concept or "context;" then by gaining the an individuial needs to unde 'rstand the conceptual
specific factual knowledge and skills needed to basis for a task as well as know the facts assoclat-
perform the required tasks; then by repeated per- ed with the task and practice its procedures. Tra-
formnance of the tasks in order to clat ify meaning, ditlonally, the conceptual basis Is learned first as

Awe 0 6 rd UAL tatto
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Oil' 1J6DK~h4L/3M1lLL

1100,~u ANIJ Id0.h,*1A

ALLWII t~UNO Awl) rN.0
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Figure IV-8: Adult Learning Cycle.
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this accelerates the learning of facts and proce. cal knowledge is put into practice (experiential
durus. In the past, learning facts and procedures appi~cation phase), it is made clear and "ce-
has occurred primarily in the schoolroom. How- mented" through internal feedback from self.
ever, they can also be learned at home or in the evaluation and through external feedback from )
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 ontsidc th~e 4. Implications of adult learning theory for theclassroom. co~ncept of a PPOS development period gro illus-

31 Having theoretical knowledge alone is trated in figure. IV-6 through MS4. Fzouazi IV-'6
generally, insufficient for an officer to aclbieve depicts a residen t schooling period followed by
coinpatendy at task perf9fmarice. When theoreti- theh nnuse of loerned information. it makes the

SCbIA0LIA10

Figure 1V4: Resident Schooling Period Followed by Non-use.
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Figure IV-7: Resident Schooling Period Followed by Experience.
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point that factual information relating to a con- because he knows the context of that job which
cept decays more rapidly than does understand- he acquired in school. He can obtain any addi-
ins the basic concept itself. For a more detailed tional required training through functional
discussion of this concept, refer to Annex F, Pro- courses at other schools as he already has the
fessional Development Concepts. conceptual foundation (see Figure IV-8).

5. Fiouns IV-7 reflects the relative merit of 7. There is a strong requirement for the presen-

two "shool-house•stratesies" in tens of the ex. tation of training and skill modules in schools
h a e b sand.during -unit training experiences, These are•,,.•.pertisie which'a n'.offi ctr btnis t0 a subsequent

assignment-preparation for the "next job" ver- needed in order ,to establish the basic facts and
ius preparation for the "next series of jobs." A procedures, to acquire updates and remain cur-

pure "nextjob" strategy produces.an officer who rent. Under unconstrained conditions, these:P mot.Udues w undconstrinhads-ondirationsl tese
may be better prepared for the initial phases of modules wouldcontain handson ptactical exer-

&,• hip next, assignment. An officer schooled fist cises under as close to real-world conditions as is
under a "next series of jobs" strategy would sur- possible. The key point ,here, is that follow-on
.pass his contemporary rather quickl$, This etrate- training is much more valuable when the context
gy sees education and training offered early in is "cemented" at the officer's entry to a new level: ...... of responsibility ,.i
the various phases of an officer's development o
and which is targeted toward the fUll range of
assignments encounteredby an officer at that oetion .Commendom' Intent, Prames, Of Ref-
given rank. This strategy allows the officer to erenoo, Deelhlen Making nd Oognl-
have an understanding of the nature of his work are Comploxity Mkgn .

and its context along with the knowledge of the
appropriate conceptual and analytical thinking 1. The aim of any leader Is to to shape events

so that he can influence the outcome, He does so
process he will use for decision making. by effectively communicating his intent (FM

6, An officer schooled under a "series of jobs" 100-5). In support of this end an Officer Profes-
approach knows better how to employ Skills and sional Development System must grow and sus-
relate them to what others are doing. He there- tam a force of officers who understand and prac-.

,. t fore has a basis for independent proactive behav- tice doctrine, can communicate their intent and
ior In consonance with his commander's intent, have the strength of character to ste the matter/ •ii;Additionally, when an officer changes a~isin- through to a successful completion. We begin the '

ments later iki his post-schooling period, he can discussion In this section with a treatment of an
become technically proficient in a new job faster experimental notional (or coept) developed by

%SCOVAO.Y 6UVE Pa.t 0A4111. WHO LSACNtD

PF.MS NPIZZ1s00e~rA eM awOI
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Figure IV-S: Comparison of Levels of Expertis Based on Different Sources.
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ARI called "Frame of Reference", see Figure IV- directs, external factors, the limits of his personal
9. Their conceptual work suggests that frames of scope of decision making and where and how to
reference may be an important component in a apply his skills so -as to achieve desired outcomes,
leader's ability to communicate his intent and 4J
influence events. 3. As an officer continues to advance in rank

2. In accordance with this idea for an officer to he does not continue to do the same things he did
be in a position to shape and influence evenits, he bfr.Tevr aueo h o n h xe.
must be more than one who embodies the profes. nal situation changes. The Frame of Refer.
sional va Ilues ofi fie B ocp) n oe ence-ýtoe sum total of-an officer's undeirstandiflg
paetfnt in the knowledge and skills of his position of himself, his role, his organization, his subordi-,
(KNOW concept) and one able to carry out itc. notes and the cause and effect relationships 'in the
tions (DO concept). Me must also possess the flow of events around him-takes on IS different
proper frame of reference to understand the envi. deiiin ecnntls0i roreprec;i
ronment in which he operates, the response.9har. must be cemented in place to be built upon. His
acteristics of the organizations he comnmands or prior experience-*at lower levels gives him the

A USEPUL NOTION., -

THE TOOL THE LEADER US[$ TO MAKI $[NIS OF HIS SITUATION 19 HIS
FRAE O AEREeI A FRAme OP RoPERENcK 10 WHAT HE KNOWS ANPUT WNI

ORGANIZATIONi ABOUT THE SITUATIOM. ABOUT THE ENIMV, A1OUT HIl
SOLDIERAS AROUT HIMSELF. AND ABOUT WHAT CAUSES WHAT IN THE PLOW OP
EVENTS AROUND HIM. IT THUS 1S ALSO HIS TOOL POR KNOWING HOW TO NAVE
IMPACT AND GAIN CONITROL OF EVENTS. WITHOUT A CORRECT FRAME OF

AEPERENCI POR INTERPRETIN4 WHAT IS GOING OH, IT IS NOT POSSIBLE TO

BECOME PROACTIVE -- TO $31E11 THE INITIATIVE, DEVELOPMENT OP SUCH A
FRAME Of REFERENCE THUS IS ESSENTIAL FOR EPPECTIVE LEADER
PERPORMANCE ON THE FUTURE SATTLEIE~LD. AS ENVISIONED IN 1IMERG1ING
DOCTRINE. 5ECAUSE DISTRIBUTED DECISION MAKING MUST BE PROACTIVEi

IN ORDER TO UNDERSTAND WHAT HAS HAPPENED. THE LEADER MUST KNOW
WHAT CAUSED WHAT, IN ORDER TO HAVE FUTURE IMPACT* HE MUST KNOW WHAT

WILL CAUSE WHATEVER HE WANTS TO HAPPEN, *THE FRAME OP REFREmNCE is

HIS TOOL. EASED ON EXPERIENCto FOR UNDERSTANDING WHAT CAUSES WHAT.

ON THE ONE HAND. AND WHAT HE MUST DO TO HAVE A GIVEN DESIRED FUTURE
IMPACT, ON THE OTHER HAND. - FROM ARI

Figure IV-9: Frame of Reference.
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FIgure IV 0 Nature of Work and Frame of Reference.
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understanding of the limits and pliability of sub. out their own responsibilities. He must recognize
ordinate organizations and leaders and therefore the change in the nature of his own work and rise
permits him to select the means to influence to operate at his new level. The tools and behav-
them as well as guide and coach them in carrying ior which were so useful at the lower level will

( DIFFERENT PERSPECTIVES FOR DIFFERENT LEVELS

Figure IVA 1: Different Frames of Reference for Different Levels,
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not be sufficient nor necessarily appropriate at shift into the different context of the company
hither positions, In the Army, these changes are commander.
roughly correlated to rank and take on a stair-
step configuration (see FIouRE IV-10 and IV.I 1). 5. This shift in Frame of Reference was then

translated into a figure depicting TOE command-
4. A brief example will illustrate the point. The er and staff relationships at various levels along

lieutenant platoon leader exerts ftce.to-face lead. with examples of how tasks vary in a TOE unit or
ership. If a captain company commander sogh TDA organization setting (see FIGURE IV. 12 And
to expand the face-to-face style to an entire com- IV. 13).

' pany, he would become too busy and soon be
-ineffective, The situation would dictate that he a. The Study Group drew certain insights
would quickly learn the limits of his'span of ton. from this diagram. Staff officers at all levels must
trol, his time to interact with everyone and his understand the functions of their own unit and
c to h r o s it its subformations as well as the functions of thecapacity to meet his rante 'of responsibilities.

Moreover, entirely new responsiblities which larger unit and their role within it. For example,,
we n ap rt thpothe brigade staff Officer should be thinking ana-S...... were not appropriate at the platoon level now lytically and conceptually in the &rame of refer-
demand the major portion of his attention. If not ,yticoflyhedbrogadeuallmainthebframeofnrefer''•r1" "ence of the brigade commander but acting and ,
attended to, the company will fail, regardless of communicating operationally in the same Frame
the commander's ability to expand his face-to- of Reference as the battalion commander.

,face span of control, He can only be successful if
he delegates to his lieutenants their platoon lead- b. The comments of General Friedrich von
er responsibilities and rises to tackle his own, In+ Mellenthin, Chief of Staff of the 5th German
practice, the lieutenant learns how to effectively Panzer Army during World War II are appropri.
use a face-to-face style and, when it is appropri.- ate here as to the Importance of mutual under-
ate, cements that experience, then prepares to standing between professionals at all levels.
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Figure IV-12: Frame of Reference by OrignlzatlonaB Level.
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Commanders and subordinates start to un- only a messenger and not a proactive, anticipat-

derstand each other during war. The better ins officer able to carry out the intent of the
they know each other, the shorter and less brigade commander. Figure IV-12 also in-
detailed the orders can be. To follow a com- troduces another concept, the notion that up to a
mand or an order requires that it is also certain point, normally battalion command level,
thought through on the level from which the the analytical form of thinking skills are most
order was given. The follow-through of an critical. Beyond that level, other ways of thinking
order requizrb that the person to whom it must be added to the officer's capabilities in or-
was given thinks at least one level above the der'for him to properly integrate, synthesize and
one at which that order wasgiven.. For exam, effectively influence the outcome of events.
pie,; an~ order. for a tank, attalton reuires 6,Accordingly, based on the need of officers to1thiin"king alsd:,on the level oft. ie* brigade. The

thiningals on he eve Qfthe rigde.The shift firame -of reference, we constructed the fol-
mission requirn one to be able to think, or
to penetrate by thought, the Nnctions of lowing depiction of the hierarchical organization
Shigher COmmand.' .levels, critical decision tasks and cognitive re-

quirements for officer professional development

; If the brigade staff officer ope , it •th~e '1 (see Flouult IV-.14).

level of the brigade commander there may be a. In order to determine how to enhance de.
con6sion among subordinate echelons -about cision making capabilities in'all officers at every
who is in chaife, If instead he operates atasloWer level, it is necessary to understand both the steps
level than thb battalloui commander, he becomes in the decision making process and the general

D a G aknature of decisions by level within an Army or-
.. DM Ca: Orlation, Genemab alc as Yom WWnW- Or.m n pnization, Thepoint stressed here is thegeneral
aI;, impO, Contrant Number UDM/it.1-077-TR. MCLean, difference between routine,"repetitive, analytical

VA: 3DM Corporation, 190o. "programmed" decisions and novel, unstructured
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"non-programmed" decisions. The latter type to look through the next 40 years to assist Army
have a clear fuature orientation, as one must antic- senior leadership to create a desired system capa-
ipate new and uncertain events rather than rely ble of substantially influencing events and poli-
only on past, known experiences. Top Army lead- cies related to officer professional development.
era are most concerned with non-programmed, Thus, we needed to investigate alternative fu-
fuature-oriented decisions. Leaders at lower levels tures and the impact of PID0S And follow-on pol-
(e~g,, piatoon leaders) are most concerned with icdes over an extended time period. The suabject is
-programmed decisions With a-short t'iteeliorzon. mentioned here as an illustration of the Wide
Mid-levolle0aders Are con-corned' with program- range of differencis~betwooh the programmed de.
med decisions but also participatte In non. cisloi t4cipg fibiiutinont n4p, those non-
programmed ones. programpmedo s f cin St14 Chief 6f 9taff,b. Tme hrizns d~lced i th fl5areArmiy. As the complexity of the organization, theb. Tme orionsdeocte inthefigre uA- interrelationships of activites, response time andgsot that the time ftame over which an: officer frame of reference of subordinates all "increase,

neeu t oprae vrie 'fomles thn ' dY to the nature of'decisions, the Means to c tr~y the
more than 15 years, These time horizon f1lures outi, indeed, even the tools to make decisions all
also msggest that a significant jump occurs be. change, As the reader ,reviews the methods rec-
tween tap battalion and brigade level relative to omnmended by the PDOS group which support
an otflcer's need to draw on conceptual,, non- the cofflcer decision making process he will'see
programmed decision making processes, that these processes vary considerably at differ-

c. Decision times Are -severely compressed in etrns
wartime but the nature of the decisions and the
decision making process remain the sam~Te. Of 8961116h -6. PDON Professional Development
course, the precision of these time estimates is Frame work.
not as important as Is the general recognition that
the way one needs to think in order to make the 1. The framework for the desired professional
appropriate decisions change by, level, in the or- development system emerged as a culmination of
ganization. The PDOS Rud~y effort Itself-provides the Ideas expressed In the prcoding sections,
a good example of this point, 'We were chartered FIouau IV- 15 shows this framework, It depicts
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Figure IV-1 5: Combining Theory, Role& and Development Periods Into the Professional Development Framework.



the desired system for officer professional devel- 5. A typical development period is at FtouRa
opment and represents the theory-based rationale IV- 16. It depicts an initial resident school experi-
behind the PDOS recommendations made to the ence where the student learns how to acquire in-
Chief of Staff. formation and performs his personal role of pth-

ering factual knowledge and remaining current.
.1. A number of concepts are depicted along the The student is coached by faculty mentors-in how

vertical axis: to apply basic knowledge to duty assignments
F l Ac e l i f that will'folit* during the develepment period0

a: .Pit l-ft: A'4oi4oetuiliiatlon of how if mature" experienced ,Ioulty cond,4t6e0arcises'in
officer must radually tazition fm a primary ordervto provide experiential application to the
reliance on analytical, programmed decision learning cycle. Thus the student understands the
making processes to conceptual, non-propmm- appropriate trame of Referenc0e and is prepatred
mead, decisioni 4 king proceseq, to receive spiciflc dutiy-oriented modules as 4

Sneeded for the next aksignment, Ar 'smarter
b, Near right: The Army's current rank courseware" and computer knowledge bases be.

structure, come available, many follow-up developmental
period couries can be provided electronically to

"agthe Officer while her Is in his. follow-on aissin-
ments, Therefore, if an 0oficer is placed in a situ.

(I) Cognitive Stratum: An effort-le.vl ation withoutthe be-eft of added foqrmal prepa-
scale-the higher the number, the greater-is the. ratioh, he Will be better prepored, to learn on the
amount of cognitive power required to perform job after the Transition Point schooling.
work, "Cognitive power" it defined asthe mental . A •rtticsl implicatiOn qfthe transition-point
force the officer must exercise In order to gather, resident school is the change required in the role
process and organize Information so as to shape of the instructor, aather than beins an "informs-
S events and successfully perform his job. tiop conduit," the instructor is a role model with

(2) Frame of Reofrence:,, A new frame of the responsibility of guiding students towards a
reference Is required at each cognitive stratum. comprehensive underitanding of 'the context in

which their future duties are to be performed, It
Is not sufficient for an instructor to be only a

Sino uien The PD framework is a living system in subject matterexpert, It takes maturity and expe.
that it depicts professional development which rience to fulfill this role. Actions such as fulfilling
occurs throughout an officer's career in both a service school's Officer Distribution Plan lilo-I peace, when career development occurs over a cation through blanket substitutions of lieuten-
period of years and, In war, when development is ants for higher grade officers is a "non-winner."

compressed. In Figure IV.I 5, development re. If the Army cannot afford to pay the bill to have
quirements are dictated by the demands of the the critical quality and maturity of the faculty
organizational level and Frames of Reference as- then we need to design a different training strate-
sociated with each level. While the demands of gy and forego attempts to enhance education and

k the system remain constant (depicted along the decision making in the Army school system. An.
vertical axis), the individual development peri. nex B, Implementation Plan, lays out the estimat.
ds on the horizontal axis expand and contract ,ed bill--one which the Chief of Staff referred to
due to times spent in grade at various ranks but as "peanuts" compared to the net gains which we
within a relatively fixed time frame (which today can expect.
is about 30 years in length),

7. The mentor-based school system strategy is
4. Along the horizontal axis, the model depicts only one part of the development equation.

six post-commissioning development peri.
ods-lieutenant, captain, major/lieutenant colo- a. A similar mentorship approach is needed
nel, colonel, brigadier and major general and se- in units and organizations if we are to succeed in
nior general officer. Between these development continuing officer education and training
periods are postulated quantum jumps where a throughout the development period.
major shift in Frame of Reference appears to be
required of the officer in order for him to proper- (I) The term "mentor" conveys the image
ly function at the next level, A resident school of the seasoned, senior experienced leader who
experience away from normal job pressures is the can offer the wisdom of years of experience from
preferred mode for perfbrming this shift in frame which to counsel and guide younger individuals
of reference. during their career progression.
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(2) The mentorship relationship is one of ership. For example, PDOS survey results indi-
the most complex and developmentally impor- cate that 88 percent agree that the officer should
tant relationships an individual can have, both in first be a mentor and a role model and that com-
early adulthood and at mid-career. manders should be evaluated on the extent to

(ro a hwhich they develop the officers serving under,•, (3) Mentoring fWnctions are both cnreer
functions (e,.g, sponsorship, exjlosure and visibil. them, Also, general officers strongly ttate that the

Sty, coaching, protection and challengii asign leader Is responsible not only for mission acpom-
ments) or psychological functions (e,gi, role mod. plishment, but al for the simultaneous develop-Seent of subordinates, However, S9 percent of all
and fendship),a uofficers do not perceive themselves as having a'

mentor in their current assignment an4 leader-
(4) Mentor'ship is a critical career training ship related instruction in schools is not seen to a

and development tool, For example; the litera, be very effective (iLe,; not sufficiently experiential
ture suggests that it can be an important tool nor taught by experienced faculty),
throughout the progress of a career; that most
corporate chief executive officers and political
leaders have had mentors who were important c, The specific mentor-based stratey for d-
teachers for them; and that serving as a mentor ucating and training officers in units requires a
may also be professionally rewarding for both parallel approach to the one recommended in the
men and women, school system-and, yet, it is one which will be

"perhaps the more difficult to achieve, To have a
b, In a military context, officers desire to be change for success at developing those critical

on the receiving end of a mentoring style of lead. thinking and warfighting skills required by the

IL I

INDIVIOU L,OVPZCKR L" N IP
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NINTOR 91FRIMI5NC-APPLI.CATION
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Figure IV-18: A Typical Development Period.
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challenges of the future battlefield, the junior of- plain old-fashioned sessions of "what-if-ing."
ficer must have the time, opportunity and cli- Practice and feedback are key ingredients, ac-
mate to develop them. The experiential mentor- complished in an environment where an officer
ship-based teaching model recommended for the is challenged to experiment without fear of fail-
school is exactly the same model needed in the ure. For these things to happen requires that
unit or organization. Senior leaders must teach commanders acknowledge and claim responsibil-
and mentor junior officers. Learning in the unit ity for the mentorship rcle, adopt experiential
must be systematic, progressive and experiential- learning and teaching methodologies and estab-
ly-based. Training the officer to fight and think lish the necessary developmental climate within
involves the maximum use of simulations, realis- which constructive feedback is provided to the
tic training, TWET., battle planning and just individual officer.

I 1
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Chapter V

The Seven Officer Professional Development Periods

$*Won 1. Introdudlon. e. Dstailed information about ,ach develop-
ment period are provided in the following

I. General. The professional development annexes:
framework in Chapter IV identifies seven dis-
tinct development periods across an officer's ca. (1) Annex A, System Spread Sheets.
reer. Beginning with Pre-Commissioning, the re. (2) Annex AA, Development Period: Pre-
roaining six periods are: Lieutenant, Captain, Commissioning.
Major and Lieutenant Colonel, Celonel, Brigt-
dier and Major General and senior General Offi- (3) Annex BB, Development Period:
cer. Remember that each development period Lieutenant.
consists of the appropriate transitional school ex-
perience, frame (I reference, follow-on assign. (4) Annex CC, Development P.riod:
ments and learning experiences, the sum total of Captain.
which comprise the development period for of- (5) Annex DD, Development Period: Ma-
ficers at a particular phase of their career jor and Lieutenant Colonel.(. ~progression.
p s(6) Annex EE, Development Period:

2. Overview. This chapter summarizes the sig- Colonel.
nificant development factors for each of the
seven development periods to include the aim, (7) Annex FF, Development Period: Brig-
major thrusts, PDOS-recommended base policies adler and Major General.
which were approved in concept by the Chief of (8) Annex GG, Development Period: Se-
Stai, Army and any modifications or diasapprov- nior General Officer.
als to those policies which were made by the
C'SA. For example, within each period, the fol-
lowing elements are discussed: ection 2. Development Pwlod: Pre-

a. Current work experience and development Com n

environment to include general personnel man- i. Background.
ar•ment and representative duties required of
the officer during the period. a. This development period begins with en-

try into a pre-ccmmisioning program and ends
b. Required s,.i.s, knowledge and abilities in upon comamisaioning as an officer.

terms of what an officer must HE-KNOW.DO attherns of hat panroticulero mst prioWD aotrs b. During this period, the cadet or candidate
the end of a particular period and prior to tnsi. begin: the transition from a purely civilian, war-
tioning to the subsequent period, rant officer or enlisted orientation toward a corn-

c. Education and traininl methodologies to mitment to the Proiessional Arnmy Officer Ethic.
include roles of the individual officer, the com- Professional attributes such as courage, candor,
mander or supervisor end the instructor in the commitment and the pursuit of fitness as a way
school. of li1% are developed and reinforced, as appropri-

ate. The cadet or candidate experiences a pro-
d. Aim, major thrusts and PDOS-tecom- greuion of leadership and other skill training op-

mended base policies (with CSA modifications or portunities which help him acquire basic military
disapprovals, as appropriate) that are designed to skills, knowledge and abilities. It is also during
enhance officer dcveiop.ient during the period, this period that the cadet or candidate makes the
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decision to assume the responsibility for the de- responsibility for self-development and famillari-
fense of the nation by accepting a commission as ty with the results provided from an assessment
an officer. program.

c. There are three primary sources for com- (3) Duty requirements: to include Mili- , !
missioning: the United States Military Academy tary Qualification Standards (MQS) I tasks, prac-
(USMA), Reserve Officer Training Corps tical approaches to military problem solving, the
(ROTC) and Officer Can.,idate School (OCS). application of military history to present
The Army National Guard operates its own state problems, initiation of a professional reading
OCS programs in coordination with the Infantry program, basic knowledge of "the threat," map
School. Because ther is a tremendous variance reading and cross-country navigation, the funda-Ws, int standards and experiences across and within mentals of small unit infantry tactics• knowledge

varius commissioning programs, it is essential of the use, maintenance and inspection of indi-
that each cadet and candidate become proficient vidual weapons and equipment.
in skills and abilities derived from a core course c. DO. As a leader, each cadet and candidate
curriculum so that upon commissioning new of- must be able to provide direction for others
ficers will share a similar frame of reference. through the application of elementary decision

2. Duties. Cadets and candidates serve in a va- making techniques and the use of a common op.
riety of peer leadership positions and become erational language to direct actions and conduct
somewhat familiar with the duties of junior of- planning in small unit operations. Above all, the
ficers through classroom instruction and discus- cadet and candidate must beion a commitment to
slon, some field training, summer camp and oth- mission accomplishment and to responsibility for
er practical experiences. Upon certification that the development of himself and his subordinates.
the cadet or candidate has successfully achieved 4, Schooling and Related Development Period
pre-commissioning standards, he is offered a Experimnces.To prepare for commissionin& ca.
commission. Development experiences range dets and candidates attend a rich variety of pro-
from collegiate to authoritarian in nature and are grams at various institutions. For example,

varied across the pre-commissloning programt. ROTC cadets are educated in a college environ.

3. Frame ofReference. Because of the differing ment and participate in ROTC classes and mili. )
sou.rces of commissioning, Beachus withe aduiquers tary training for a few hours each week plus sum-Ssources of com m issioning, each with a unique set me a p S A ca e se p re cef u n e s
of development experiences, special challenges mer camp. USMA cadets experience four intense
exist in providing cadets and candidates with a years with mcitary instructors and troaninghinte-common shared frame of reference, Develop- gtated with college courses so as to achieve an
cm nt shise frame of reference.i sm redei inculcation of professional values that make offi-the following f brief discussion of the officer cership a way of life. OCS provides officer candi-attributhes at the end of the Pre-Commissioning dates an intense period of direct military trainingDevelopmsnt Period, in a strict military training environment. Fee-

commissioning training through summer camp,

a. BE. As a leader, each cadet and candidate drill, troop leader training, classes and various
becomes committed to the Professional Army other formal and informal experiences prepares
Ethic. He accepts the basic officer values of integ- cadets and candidates to become officers.
rity, selflessness, honesty. special trust, loyalty 5. Roles and Methods in the Development of
and care for soldiers. He also accepts responsibil- Cades and O er odidate Throumeot th
ity for protecting the Nation, is physicilly fit and Cadets and Ofcer Candid s Throughout the
able to perform under stressful conditions. Development Period).

a. Development Roles. Cadets and candi-
b. KNOW. As a leader, each cadet and can- dates are responsibi for proactively seeking to

Sdilate must know: acquire the knowledge, skills and abilities re-

(i) The factors of leadership: to include quired of them prior to conrznisgioninll. Instruc-
the relationship of officer behavior to profmion- torn and cadre will function in a mentor role,

T &al values, basic military leadership. communica- serving as instructors and educators, as teachers,
tion skills and human needs and emotions so as coaches, guides and role mudels. These mentors

toeffectively lead sall units in will assist cadets and candidates through a series
• combat l of systematic and proreive development chal- G)ksales that stress hands-on eý.perience, smail !

S(2) Himself. to include the necessity for group methodologies and discipline. A& role

posesing basic educational skills, the individual models, the menton will also guide cadets and
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candidates in understanding internalizing basic (5) Verify MQS I skill qualification.
military values and the Army Ethic. Outside the
classroom, military organizations of the cadet (6) All ROTC cadre will attend a formal

SIand candidate will serve as learning laboratories training program.
which will provide professional development op-
portunities that are sequential and progressive in c, PDOS-Rccommended Barn Policies.
nature and gradually expose the cadet and candi- ThenQ policies have been approved in concept by
date to the full range of responsibilities associat- the CSA:
ed with officership.

(1) Commissioning standards will be
b, Methods to Emphasize. Generally, small tightened and. tied to ,an assessment program

group learning under the tutelage of an exper- (eg., military skills, physical standards, PMS
lenced Instructor provides the best opportunity evaluation, ROTC Basic/Advanced Course).
for detailed understanding of the material being
taught. This implies that cadet; andcandidates (2), Minimum standards for entry into all
are expected to receive as broad-based an educe- pro-commissioning programs will be uniform,
tion as is possible so as to acquire those cognitive based on commissioning standards and tied to
skills necessary for progressive development of te individual assesment program,
decision skills through a military career. In con-
junction with the broad-baend education, mili- (3) Branch selection procedures will con-
tary skills training, to include leadership and the sider the qualifications of each Individual mea-
Inculcation of appropriate values, should be as sured.agnst an established set of standards re-
experiential as possible. This means that the the. quired by each branch.
eries discussed in Chapter IV should be the foun-
dation of the cadet and candidate classroom and (4) Assignment of cadre will be based in
field training and organization leacninS environ- part on the branch production mission of the
ments. Computer assisted learning experiences institution with the aim of assisting in the
should compliment rather than replace other recruiting effort by providing a role model and
learning experiences; practical field experiences mentor.

I' ( such as Airborne, Air Assault and Troop Leader
Training should provide valuable hands on op- (5) All ROTC cadre will attend a formalportunities for development, training course prior to assuming duties.

6. Aim, Major Thnrts and PDOS.Recommend- 7. References.

ed Base Policies,

a. Aim. The aim of Development Period Pre- a. Refer to Annex A, System Spread Sheets,
Commissioning is to provide properly qualified for the Development Period: Pre-Commission-
individuals to meet Army commissioning ing spread sheets that define the officer attrib.
standards. utes, list Development Period policies which will

be implemented as they are approved, list specif.
b. Major Thrusts. The following major ic education and training methods to use, assign

thrusts assist in accomplishing this aim: professional development roles and describe the
current and near-term future environment for ca-

(I) Tighten commissioning standards to dots during this Development Period.
meet current and projected Army requirements.

(2 eiwcretpmcmisoige-b. Refer to Annex AA, Development Period:
(2) Review current pa ama nd Pre-Commissioning. for a more detailed discus-try standards for all prosrms and ensure that sion of this Development Period, an in-depth dis.

they all meet a common minimum standard and cuasson of the policies that operationalize the aim
are tied to the commissioning standard. and major thrusts which were approved in con-

(3) Develop a set of branch-specific com- cept by the CSA and a discussion of the specific
missioning standards for each branch which are pre-commisloning issues addressed during the
compatible with basic commissioning standards. PDOS study.

(4) All standards should be tied to the c. Refer to Annex H, Self-Development and
individual assessment program (see Annex H, Individual Assessment Program, for a discussion
Self Development ond Individual Assessment of both the individual assessment program and
Program). MQS I.
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Smeior, 3. Devolopment Perod. Li.mtnant. related experiences at battalion level and below
ensure that they understand their role in the Ar-

1. Backgrouno. my. These experiences enhance their ability to
a. This Development Period begins the day handle physical and mental stress, to serve as

an individual is commissioned as an Army offi- coaches for their subordinates and to display a
cer and ends with his promotion to captain. Cur- clear mission focus.
rently, this period lasts about thWee and one-half b. KNOW. Lieutenants learn about human
years... nature through experience and apply the princi-

b. During this period an officer undergoes a pies of leadership doctrine during that experi-
change from holding basically non'.offlcer atti. ence. They become experts in their branch relat.
tudes to-adopting the values and attitudes of an ed skills at platoon or equivalent level -and -hone
Army officer. The lieutenant's foundation of core their general military skills and knowledge
officer values is set and he makes his first real through continued study and practical
contact with Army units and missionp. The offi- experience.
S cr, as a platoon lander, first experiences direct c. DO. Lieutenants apply their leadership
responsibility not only for equipment but espe- skills by working directly with soldiers and devel-
dially for leading soldiers. He observes what cap.
"tains and field, grade officers do and gets his first oping their subor"inates into tems. They receive
"indication of what will be expected of him in the guidance, take acion based on that guidance and
future. It is during this period that the officer follow throug to ensure that the job is done well.
makes his first decision to voluntarily extend his ,, Scholing AnRelated Development period
commitment to the service or to return to civil. Experiences.ian life.

ian ifea. The basic branch Officer Basic Course... c. Lieutenants are normally trained only in a h ai rnhOfcrBscCus
their basic branch. It is essential that each be. (OBC) prepares lieutenants to train individuals,
tbstteams, squads and platoons and includes suffi-
comes totally qualified in his branch at the pla- cient instruction to provide an understanding of
toon or equivalent level, This Is best accom- cientiron o poie an und ers ofthe' environment of 'the company,' battery orplished through resident training at a branch troop, including its tactics, organization and ad.
basic course followed by a branch field asign- ministration. During OBC, lieutenants are intro-
ment with troops. Special training courses that duced to MQS II which defines the common mil-

/ enhance the officer's self-confidence, physical itary skills, knowledge and tasks in which they
competence, leadership ability (such as Ranger or ty sl knowledend tak in h they
Airborne) complement the branch skills of all of- need to beproint
ficers and should take place during this period.

2 Duties. Lieutenants are first line supervisors, b. After the OBC sets the foundation for the
They command platoons in many branches and new lieutenant, he must apply what he has
provide leadership and specialized branch knowi- learned. To become an asset to his basic branch,edge in all duty positions in ths i r branch. it is that experience should be in a unit that providesesseintiall foruey losieteonain to performn t in a the opportunity to solidify branch skills and prac-essential for every lieutenant to perform in a

branch duty position at the lowest organizational tics basic leadership skills.
level for an extended period of time (ideally, 18 5. Roles And Methods hI The Development Of
months minimum) so that he builds a base of The Lieutenant (Throughout The Development
practical branch related experience early in his Period).
career.

J. Frame Of Reference. Lieutenants come into a. Development Roles. Lieutenants assume
the Army with a largely civilian and non-supervi- responsibility for their own learning and profes-
sory orientation. Since Army officers serve in sional development. The individual gains factual
leadership and supervisory capacities, this orien- owlede and remains current in subject areas
tation must evolve into that of a military oMcer, via ready electronic access to the knowledge base

eloen t th o maintained by the service schools, Mentors assistDevelopment of this frame of reference is sum. iueat ysrsighnso xeinemased in the followin brief discussion of theexperienes
officer attributes at the end of the Lieutenant and by helping them to keep current in branch-Development Period. related subjects, Mentors also exemplify profes-sional values and aist lieutenants in under.

a. BE. Lieutenants exhibit officer value. and standing and internalizing them. Units and orp-
have begun to internalize them. Their branch- nizations provide professional development

U



opportunities via a command climate that is con- (2) Goal: The first assignment after OBC
ducive to learning, creativity and initiative. Fi. for all lieutenants will be to a branch material
nally, service school instructors and mentors position, preferably with troops.
model professional values and conduct experien.
tial training designed to prepare lieutenants for (3) TRADOC develop and implement
their first assignment, common core curriculum across all OBCs.

b. Methods To Emphasize. Lieutenants learn (4) ODCSPER and TRADOC develop

bet through experience, especially practical field and publish professional development material

experiences at low orgnizational levels where' (professional development document, notebook,
they can learm by doindg Lieujtenants also benefit journal).
fiom thoushtfWl reflection on and disoumion of 7. Rfferences,
theirk Professional readings and from computer
assisted instruction packages when this technolo- a. Refer to Annex A, System Spread Sheets,
gy becomes generally available. (Development Period: Lieutenant) which define

the officer attributes, list development period
.6. Aim, Major Thlrust and PDOS-Repommend. policies, that will be. implemented as they are ap-

ed Base Policies, proved, list specific dutcation and training meth.
ods to use, assign profesional development roles

a, Aim. The aim this, development period: and describe the current and near term future
Lieutenant Is to develop a lieutenant who is an environment for officers during this development
expert in branch skills at the platoon or period.
equivalent level through education, training, self-
levelopment And assignments. b. Refer to Annex B1, Development Period:

Lieutenant, for a more detailed description of
b. Major Thrusts. The following major this development period and a discussion of the

thrusts assist in accomplishing this aim: policies that operationalize the aim and major
thrusts which were approved in, concept by the

d(1) Ensure all offiers attend OBC fo- CSA.
lowed by a branch assignment with troops with
goal of 18 months minimum as platoon leader or c. Refer to Annex H, Self-Development And
equivalent. Individual Assessment Program, for a discusion

of both the individual assessment program and
(2) Institute a Common Core of skills, MQS II.

knowledge and proficiencies across all OBCs.

(3) Verify MQS I! skill qualification. etlon 4. Development Plod: Captain.

(4) Develop and provide appropriate self- 1. Background.
development materials for officers (e.g,, a profes-
sional development publication, information on a. This development period begins the day
the individual asseument program, a profession- an individual is promoted to captain and ends
al development document which presents career with promotion to major. Currently, this period
highlights, professional development roles and lats about seven to eight years.
other matters which directly or indirectly influ- b. Relatively speaking, this development pe-
ence profeseional growth). riod provides more professional growth than any

c. PDOS-Recommended Base Policies. other period. It is during this time that the officer
These policies have lx= approved in concept by is responsible for the command of units, organi.
the CSA: zations and soldiers. Towards the end of this de-

velopment period, the officer makes significant
(1) OBC will be a resident experience for and, for some, agonizing decisions which may

all officers upon entry into commissioned serv. lead to a fall career in the military. He engages in
ice. The purpose of OBC is to: the full range of responsibilities which span all

levels in the Army organization. Conventional
(a) Set core foundation for officer wisdom within the Army says that this is thevalues. "beot" time in an officer's career. The risks asno-

(b) Provide branch truaninglknowiedge. dated with captain level command can be
high-as a lieutenant, one is expected to make

(W) Provide initial professional develop- mistakes; but captains are heard to say "you bet
ment guidance and materials, your bar." The risks are exciting. Toward the
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end of this period, the officer experiences a sig- a. In the early part of the period, each officer
nificant shift in frame of reference. He is ex- ideally attends an Officer Advanced Course
pected to be able to accomplish missions which (OAC) to prepare for the broad range of assign-
are complex in nature and engage in decision ments that he can expect. The OAC prepares the
making which is more "non-programmed" than officer for company command (or similar respon-
ever before. The level of responsibility and the sibility) and for staff duties at battalion and bri-
frame of reference for each officer expand greatly gade level, OAC allows him to put past experi-
upon promotion to captain. Initially, a captain's ence into perspective and enables him to learn
focus is on branch related assignments, but as the the latest doctrine, During OAC, officers are in-
officer matures and becomes more experienced, troduced to MQS 11! which defines the common
assignments unrelated to branch become more and branch military skills, knowledge and tasks
available. Training for these different positions is in which he needs to be proflerit by the end of
accomplished 'by a combination of resident the pr6fessioial development period. See Appen-
schooling, unit and organization experience and dix I to Annex CC, Development Period: Cap-
self-development. tain, for a more detailed discussion of OAC.

2. Duties, Captains command companies (or b. After attending OAC, an officer is eligible
equivalent units), are principal staff offlacers at to attend the Combined Arms and Services Staff
battalion or equivalent levels and serve as aeai. School (CAS3). The CAS3 course provides a
tant staff officers and action officers on staffs standardized staff training experience that brings
from brigade through MACOM level, They'are all students to an equal level in terms of common
assigned to both TOE and TDA organizations, as staff processes. The course also reinforces a com-
well as to Joint and Combined organizations. mon shared operational lsnguage and standard-

ized decision making processes, The 1978 RETO
3, Frame Of Reference, A captain develops 'an study recommended that CAS3 be designed as a

enlarged perspective of the Army and his role in
it and continues to commit himself to the service. mwJors course; however, rtsearch on when and

where officers serve on combined arms and TDA
This expansion in frame of reference is summa- staffs sugests that the course needs to be
rized, in the following discussion of the officer stfsugesththecrenedtobpresented not later than the eighth year of service
attributes which captains possess at the end of in order for most Captains to get training before
the Captain Development Period, or while serving on their first combined arms

a. BE. Captains internalize professional offi- staff. See Appendix 2 of Annex CC, Develop-
cer values and lead by their example by behaving ment Period: Captain, for a more complete dis-
consistently with these values. They understand cussion of CAS3.
their role in the Army and pass on this under- c. The most important objective for a cap-
standing to their subordinates and students. By tain is to become branch qualified at the compa-
the end of the Development Period they have
honed their judgment through several practical ny level prior to being assigned to branch imma-
hexp teriences andbroaene tedoucaion. rterial assignments or beginning functional areaexperiences and broadened education, training. The requirement for branch qualifica-

b. KNOW. Captains are in-depth experts in tion is important in that it ensures that officers
their branch skills at company and battalion level are well-grounded in the basic techniques needed
and perform skillfully as experienced staff of- in their branch so that they are able te. execute
ficers. They retain the military knowledge and combat missions. Branch qualification normally
skills they lcroed as lieutenants and expand occurs after captains attend OAC and they coin-
them from a purely branch orientation to a com- plete a successful branch assignment (company
bined arms and services orientation, command or equivalent). The proponents for

each branch must determine the specific branch
c. DO. Captains are dynamic leaders with a experience(s) required for branch qualification.

well-developed military-oriented thought pro- See Appendix 3 of Annex CC, Development Pert-
cess. They provide clear guidance to accomplish od: Captain, for a more complete discussion of
assigned missions and take action to implement company grade branch qualification.

* guidance received, They btjild aggregates of
teams into inmoothly functioning units and devel- d. After company level branch qualification,
op their suborIdinates in a climate based on trust officers are available for assignments with
and mutual mspect. ROTC, Recruiting Command, Readiness Re-

gion, USMA, the staff and faculty of a service
4. Schoolint And Related Development Period school or duty an division or higher level staffs or

Experiences. for advanced civil schooling, The captain may

so
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also select a functional area and may receive "ni- b. Major Thrusts. The following major
tial training in the functional area. Due to cur- thrusts assist in accomplishing this aim:
rent shortages of field grade officers, many cap-
tains often find themselves serving in a major's (I) Send 100 percent of the captains, as a
position by the end of this Development Period. goal, to OAC upon selection to captain and prior

to company command.

5. Roles And Methods In The Development Of (2) Institute a common core curriculum of
The Captain (Throughout The Development skills, knowledge and proficiencies across OACs
Period). and tied to other courses (e.g., OBC).

a. Development Roles. Captains focus on ce- (3) Verify MQS I1l skill qualification.
menting branch proficiencies and expanding (4) Have all captains, as a goal, branch
their capabilities into a combined arms and serv- qualified at company level prior to branch-imma-
ices context by using appropriate elements of teial assignments.
professional and self-development programs.
Mentors continue to display the professional val- (5) Emphasize importance of duty as an
teue expeoed of an officer, serve as role models instructor by assigning a greater number of for-
and provide guidance and supervision in enbur- mer battalion and brigade commanders to serv-
ing that captains learn the right lessons in some- ice schools.
times challenging circumstances. Unit and orgp-
nizational experiences provide the real-world (6) Have all captains (OPMD and AGR)
laboratory in which captains apply theory, exper- attend CAS3 prior to their eighth year of service.
iment with innovative solutions to old problems (a) All those assigned from OAC to bri-
and develop methods of attacking new and dif- Sde and, higher staffi attend CAS3 directly'out of
ferent situations. Service schools provide the en- OAC.
vironment which broadens their knowledge and
introduces new challenges and education and (b) All those assigned overseas from
training technologies. Service schools also pro. OAC, attend CAS3 directly out of OAC.

a vide training support materials to individuals, (c) All captains attend CAS3 prior to
units and organizations and keep the computer
knowledge base current for all users.

c. PDOSRecommended Base Policies.
b. Methods To Emphasize. Captains learn These policies have been approved in concept by

from their experiences, whether in service the CSA:
schools, on field exercises or from simulations of
challenging situations. Small group instruction (I) Qoal: All officers attend OAC upon
continues to provide an ideal forum for leader- promotion to captain and prior to company
ship development, peer interaction and individu- command.
al assessment. Computer assisted instruction (2) TRADOC evaluate OAC in light of
packages and wargame simulations (with or with- OAC mission and CAS3 to ensure that there ex-
out computers) provide excellent learning meth- ists no unnecessary duplication between the two

~i*I. ode for individuals and small groups during serv- schools; design modules into QAC which support
ice school and unit and organization assignments
and throughout the professional development preparation for follow-on attendance to CAS3.

period. (3) Company level branch qualification
occurs prior to assignment to other than branch

6. Aim, Major Thrusts, PDOS-Recommended material position (e,g., functional area, civil
Base Policies and CSA Modifications to Base schooling).

a. Aim. The aim this development period: by eighth year of APCS.

Captain is to develop through a combination of (a) Ramp to 2,400 in FY 86.
education, training, self-development and assign-
ments, a captain who is branch qualified, compe- (b) Ramp to 4,500 in FY 87.

Stent to command at company level, prepared to (5) Assign some former battalion and bri-
serve on battalion, brigade and higher level staffs gde commanders to school faculty.
and prepared for further branch and/or function-
al area development. d. CSA Modifications to Base Policies.
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(1) One aspect of a base policy recom- exception that the latter perform duties as battal-
mended, "With full implementation of CAS3, of- ion commanders (a few majors command compa-
ficers will only attend OAC of own branch." The nies, batteries and troops). Both ranks share simi-
CSA desires that some selected officers be pro- lar responsibilities to train and lead soldiers at
vided an opportunity to attend an OAC of a dif. roughly the same levels in the Army. DOPMA
ferent branch for cross-fertilization purposes, currently mandates that the mandatory retire-

ment for non-promotable selected majors be at
(2) An aspect of another base policy rec- 21 years of service and non-promotable lieuten-

ommended, "Some CAS3 seminar instructors ant colonels be at 28 years of service.
should be former battalion commanders, howev.
er, all will have demonstrated proficiency at the b. During this Development Period, officers
brigade and division staff level," The CSA work in a variety of challenging duty positions,
desires that the policy be restated to allow for This requires a significant shift from the compa-
"most" CAS3 seminar instructors should be for- ny grade to the broader field grade perspective
mar battalion commanders (the CSA later clari- with increased responsibilities. Initially, the ms.
fled "most" to mean approximately 50 percent). jor's focus is on branch related experiences and

on the acquisition of additional specialty exper-
7. References. tise, With maturation through the Development

a. Refer to Annex A, System Spread Sheets, Period, the officer performs across a v.,iety of
S(Development Period: Captain) spread sheets assignments to include duty as a battalion or bri.

Sthat define the officer attributes, list develop, gade staff principal, a high level staff officer, a
ment period policies which will be implemented commander or its equivalent. By the cnd of the
as they are approved, list specific education and Development Period, the officer is less likely to
training methods to use, assign professional de- be performing in purely branch-related positions
velopment roles and describe the current and and Is more likely to be serving inbranch-imma-
near term future environment for officers during terial or other specialty-specific positions. Educa-
this Development Period, tion and training is accomplished by a combina-

tion of military and civilian resident schooling,
b. Rcfer to Annex CC, Development Period: unit and organization experiences and self- .

Captain, for a more detailed coverage of this De- development.
velopment Period and a discussion of the policies D F g f c d
that operationalize the aim and major thrusts 2, Duties. Field grade officers command hatt.l-
which were approved in concept by the CSA. ions or equivalent units and perform duties as

staff principals and action officers on staffs from
c. Refer to Annex H, Self-Development And battalion through Headquarters, Department of

Individual Assessment Program, for a discussion the Army. Most field grade officer assignments
of the individual assessment program. (80 percent) are within a TDA organization.

About 25 percent of lieutenant colonels have the
d. Refer to Annex HH, Reserve Compo- opportunity to command during their career and

nents, for a discussion of the thrusts and implica- historically about half of those selected were cho-
tivelons mni to teri. Csen the first time they were eligible. Current poli-
Development Period. cy dictates that no more than ten percent of those

e. Refer to Annex S for a discussion of ad- selected for command will be picked from "first
vanced civil schooling during this period, time eligibles." All officers selected for battalion-

level command during this Development Period
attend the Pre-Command Course (majors who

Section 5. Development Period: Major And command companies do not attend PCC).
Lieutenant Colonel. 3. Frame of Reference. Majors and lieutenant

1. Background. colonels develop a frame of reference that ranges
from battalion or equivalent level through any

a. This Development Period begins the day level within Department of Defense. This expan-
an officer is promoted to major and ends with his sion in frame of reference Is summarized In the
promotion to colonel or upon his retirement. Ma- following discussion of the officer attributes at
jors and lieutenant colonels are included in one the end of the major and lieutenant colonel De-
Development Period as the kinds of schools, as- velopment Period.
signments and responsibilities are similar for
both ranks. Majors and lieutenant colonels share a. BE. As leaders, majors and lieutenant col-
the same skills, knowledge and abilities with the onels are committed to the Professional Army
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Ethic and internalize the appropriate profession. 4. Schooling And Related Development Period
Il character traits. This means that the field grade Experiences.

officer behaves in a fashion that is consistentwith high moral and ethical values and must un-experence for most majors and lieutenant colonels isderstand what the Army mission of protecting through participation in a resident or non-rest-

the Nation entails. As a role model and mentor dent Command and Staff College (CSC). Cur-
for company grade officers, he prepares himself rently, about one-half of a year group attends a
physically and psychologically for the rigors of rentpyn aboition ar oup-atted a

resident program; an additional one-third comn-
war. He develops the ability to demonstrate a plete the course through non-resident instruction.
tenacity for mission accomplishment and the For the majority of flpld grade officers, CSC is
flexibility and courage to change as is required by the last formal military education opportunity
the situation. available to them.

b. KNOW. At the end of the development b. Because of the broad range of assignment
period, majors and lieutenant colonels know the opportunities available to field grade officers and
factors of military leadership, know human na- the requisite shift, in frame of pferince which
ture and know their own limitations, Additional- accompanies their assilnments, the CSC experi.
ly, majors and lieutenant colonels must know ence will occur as early as possible upon selection
their jobs. They are expected to be experts in for promotion to major. To provide mc re officers
their branch and/or functional areas to include the opportunity for a significant educational ex.
operations and support doctrine at the corps lev- perience, multiple routes to an increased military
el and below. As key staff officers and battalion education level (MEL) 4 (CSC level) are envi-Ssioned. Specifically, in addition to the ,current
commanders, majors and lieutenant colonels un-
derstand "How the Army Fights," to include how resident and 'non-resident* CSC, constructiv6
other branches, functional areas, the Army and credit and foreign school programs, the Program
other services work together to multiply combat Manager Course, the Lolstics Executive Devel-
power and obtain national objectives, Majors opmefit Course and the Training with Industry

and lieutenant colonels also understand "How programs, when connected with a land warfare
the Army Works"-its fuinctions: structurirng, and support core curriculum, will increase the

number of officers who can participate in a resi-manning, equipping, training, managing, mobil- dential development exerience. As a conse,
izing and deploying, sustaining and managing in qquence of expanded opportunities and the need
formation, In summary, the field grade officer for a broadened base of knowledge, MEL 4, ac-
deals with all the complexities of the major ele- cordingly, becomes a formal requirement for se-
ments of growing, fighting and sustaining the Ar- lection to lieutenant colonel.
my. This requires a commensurate growth in the
mastery of the art and science of war, staff tech- c. The multiple and non-standard routes to
niques and the application of decisions and tech- MEL 4 plus the job demands associated with
niqucs that resolve problems, field grade officers assignments dictates the need

for a Common Core of skills, knowledge and abil-
c. DO. Majors and lieutenant colonels pro- ities for the field grade officer. Accordingly, the

vide direction in the Army by commanding, lead- MQS system is to be expanded to major (MQS
ing, organizing and training units and organiza- IV) and lieutenant colonels (MQS V) and those
tions at battalion or equivalent level. As officers participating in other than the Command
implementors, majors and lieutenant colonels in- and General Staff Officer Course (COSOC) will
tegrate, coordinate and direct staffs, provide and also complete the CSC level Army land warfare
supervise high quality Instruction within the edu- and support common core course work through
cation system and translate and articulate the in- school elective, resident experience at Fort Leav-
tent from higher organization levels into direct enworth or non-resident means. Additionally, a
functioning activities. As motivators, majors and two week resident phase for the non-resident CO.
lieutenant colonels establish the institutional cli. SOC provides the opportunity for enhanced inte-
mate which produces initiative, trust, self-devel- grrtion of battle skill and doctrinal concepts in a
opment and commitment in subordinates. Final- simulation environment not currently available.
ly, as integrators of weapons systems on the d. For a few selected officers, attendance at aC battlefield, they mold multiple teams into a second year school opportunity at Fort Leaven.

5 smoothly functioning system while making ad- worth exists through the Advanced Military
justments to this system based on the dictates of Studies Program (AMSP). These officers experi.
the environment, ence a broad, deep military education in the art
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and science of war at the tactical and operational (2) Provide a small number of officers a
levels which goes beyond COSOC in theoretical broad and deep education in the art and science
depth and practical application. Graduates ob- of war at the tactical and operational levels.
tain refined competence and in-depth expertise I }
and skills associated with the conduct of the com- b. Major Thrusts. The major thrusts of this
bined arms battle and an ability to think about Development Period are to:
the conduct of war in its broadest aspects. (1) Provide command and staff level edu.

S. Roles And Methods In The Development Of cation (MEL 4) for all majors.
The Major and Lieutenant Colonel (Throughout (2) Provide multiple routes to command
The Development Period), and staff level schooling with MEL 4 a prerequi-

site for active component promotion to lieuten-
a. Development Roles. Majors and lieuten- ant colonel,

ant tolonels continue this training and education
through combinations of a military reading pro. (3) Have a MEL 4 land warfare and sup.
gram, computer assisted instruction (CAM) pack. port core curriculum for alternative command
ages, teleconferencing simulations and wargames and staff level schools.
to augment field training opportunities, These of-
ficers also continue to receive guidance and 4ea Program.
coaching from unit and organization: mentors
through field trips, case studies, professional de- (5) Continue pre-command training
velopmcnt seminars and other experimental ap. which provides a review and update for an offi.
plications. Mentors in the school stress experien, cer assuming command.
tial learning in a small group environment and
provide develop.mental feedback on individual (6) Expand the MQS program to include
itrtUntths and weaknesses through an individual majors (MQS IV) and Iieutenant colonels (MQS
assessment. program. The school's role remains V).
oriented on teaching, providing training support .
materials for the fleld, keeping the knowledge c, PDOS-Recommended Base Policies.
base current for mzuiple users and functions and These policiem have been approved in concept by

stressing the. development of complex integration the CSA:
S and synthesis skllS,, (1) All active component officers will

complete a resident qr non-resident commandb, Methods to Emphasize. Small group learn- and staff level course prior to selection to lieuten-
ing experiences under the expert tutelage of an ant colonel. This course will include a command
experienced mentor continues to provide the ap- and staff level land warfighting and support doc-
propriate medium for development both in the trine core.
school and in the unit or organization. New edu-
cational technologies such as CAI, teleconferenc- (2) A small number of MEL 4 graduates
ins, "smart" courseware, artificial Intelligence will be provided opportunities for an Advanced
and expert systems are all useful aids for contin- Military Studies Program (AMSP) emphasizing
ued development opportunities. Individual re- the integration of the Art and Science of War at
sponaibility for development becomes the key to the operational level, in joint and combined op.
any additional real growth in field grade officer erations and across the full spectrum of conflict.
development. Actions related to AMSP include:

6. Aims, Major Thrusts, PDOS-Recommended (a) Maintain enrollment at 48 students.
Base Policies and CSA Modifications to Base Evaluate student, cost and benefit tradeoffs, then
Policies, make decision on future course enrollment.

.Aims. The alms of the major and lieuten- (b) Publish a DA circular which formal.a. Ais h iso h ao n iue- izes the selection process.

ant colonel Development Period are to:
(c) Commander, TRADOC determine

(I) Develop field grade officers who pos. correct branch and skill mix for course attendees.
sess the body of knowledge and conceptual skills
necessary to perform successfully in field grade (3) Publish an Army Regulation which
command positions and in staff positions at all will define pre-command course policies, pur-
levels of the Army. poses and responsibilities.
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(4) Develop a pre-command course tai. (branch and functional), have usually attended
Iored to the needs of RC lieutenant colonel all traditional Army schools through CSC, very
commanders, often possess an advanced degree and have usual-

/•d. CSA Modifications to Base Policies: One ly commanded at least once during their careers,
aspect of a base poli=y suggested, "Promotion 2, Duties: Colonels bridge the managerial gap
boards selecting majors will select officers for res- between direct or mid-level leaders and the exec-
ident Command and Staff level schooling," is not utive level of authority and responsibility, They
approved as stated. The CSA desires two se parate command brigades, regiments, groups, division
boards, one for selection to major and one for aitilleries and di vision support commands, as
school selection. CSC selection will remain at ,v,•il as many Army installations and support ac-
four annual considerations.' tivitiem, They manage major Army and DOD

7. References, projects and progr'azs, Colonels serve as division
chiefs of staff, principal staff officers in Army

a. Refer to Annex A, System. SpreadSheets corps and division chiefs at echelonis above
(Development Period: Major atid LieUtenant corps, They head departments at major trainingl
Colonel) whivh defines the officer attribuates, lists, centers and schools.
development period policies that will be imple-
mented as they are approved, specifies education 3. Frame Of Reference. The expanded frame of
and trainingl methods to use, assigns professional reference required of coionels is summarized in
development roles and describes the current and the following discussions of officer attributes at
near-terrn future environment for officers during the end of the colonel Development Period,

thisdeveopmet peioda. BE. Colonels develoP sufficient breadth of
b. Refer to Annex DD, Development Period: perspective to shape the developmnent of systems

Major and Lieutenant Colonel, for ,s more de- and to set the climate for command, self-develop-
tailed coverage of this Development Period and a ment and mentoring. They serve as role models
discussion of the selection for CSC, alternative for the Army at large and represent the Army at
MEL 4 opportunities, the Advanced Military organizations outside the Army.

I( Studies Program and functional development
•,during this period. b, KNOW. As a senior leader, the colonel

•, must exercise advanced reasoningt and analytical
c, Refer to Annex s, Advanced Civil School- skills while functioning primarily as an integra-

: ing, for a detailed discussion of the utilization of tor-.one who can successfully manage and
{,officers with advanced civil schooling during this orchestrate many systems. Colonels rely heavily
Speriod. on synthesizing and conceptual thought processes

•d, Refer to Annex R, Command, for a more for decision making while retainingf analytical
detailed discussion of the lieutenant colonel Pre- skills, enabling them to assess, allocate and inte-
Command Course, including the RC Pre.Com. grate forces which plan and execute tactical and
mand Course. operational orders.

¶e, Refer to Annex HH, Reserve Compo- c. DO. The colonel's warfighting orientation
nents, for more detailed coverage of the Reserve is on general tactical command (see Figure IV- 13,

*Components in this development period. Chapter IV) of brigades and similar levels &•nd on
f. Refer to Annex H, Self-Development and operations and support doctrine at corps and

Individual Assessment Program, for a discussion echelons above corps. Many will be architects of
of the individual assessment program, MQS IV policy at the strategic level of war and must,

,, and MQS V. therefore, understand national and allied
; strategy.

Seomtio S. Development Period: Colonel. 4. Schooling And Relaled Development Period
•i ~I. Background: Thfl colonel development peri. ExperienCES.

od begins the day an officer is promoted to colo- a. The primary military education experi-
nel and ends upon the officer's retirement or pro- once for active component colonels is the Senior

( motion to brigadier general. Approximately SO Service College (SSC), either resident or non-resi-l.
S~percent of Army lieutenant colonels will be pro- dent or an alternative experience, each of which

rooted to colonel. They have diversified military qualifies for award of the MEL I designation.
experience, gtenerally in two or more areas The Senior Service Colleges of the US Armed ]
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Forces have been traditionally viewed as the pre- wars and how the Army runs and fights. The two
mier military educational institutions that of- areas not traditionally treated satisfactorily in
ficers can attend. SSC programs other than resident AWC are how

the Army runs and how it fights. It is absolutelyb. SSC resident options include five US mili- essential that all colonels have a full understand-
tary colleges, three foreign or international mili- ing of both. To achieve this goal the AWC should
tary colleges and equivalent fellowship or re- develop both "Warrighting-Echelons Above
search programs. In academic year 1985-1986, Corps" and "How the Army Runs" courses which
the Army will send 373 active and reserve corn- would be presented to all officers who receiveponent officers to these resident programs. An- d• .... MEL I education and training, regardless of .
other 298 will begin SSC level studies as non-
residents. The majority of Army colonels achieve suc
MEL I by attendance at the Army War College, g. Subsequent Development, Many of the de-

c.. The purpose of SSC-level education is to velopmental programs available to majors and
prepare senior field grade officers of both the lieutenant colonels have their counterparts at the
active and reserve components for service, dur- colonel level.. This is particularly true of function-
• ing peace and war, in command and staff posi- al area training, Depending on need, colonels
tions requiring the leadership and management may aiehlangue school, systes manage-,•+ achsrequrin theleadrshi an mangemet Msnt courses, force integration training or securi-+'
of diverse activities at the highest levels of re-
, sponsibility in the Army which require thcreat- ty assistance orientation, to cite but a few special-
ingly frequent interface with other services, gov- ized opportunities, Colonels en route to J
S einment agencies and civilian institutions, "centrally-select" command or project manage.

Ment positions will attend the Pre-Command
"d. The responsibilities that a colonel will as- Course. These courses refresh the officer on the

sume, especially in light of future technological art of command, Army warfighting and support
changes, make it imperative that he be provided doctrines and any technical subjects considered
the necessary decision making skills at the appro, necessary, Selected colonels can apply for p;ecu-
"priate time to ensure his success on the future tive development opportunities under the Ad-
battlefield, in high level staff positions or in any vanced Management Program or the Senior Fel-
other demanding position he may assume. It is lows Program,
incumbent on the Army's professional develop.,

/ ment system to provide every active component 5, Roles And Methods In The Development Of
colonel the opportunity to obtain the skills which Colonels.
will enable him to operate at a higher frame of
reference. This educational experience must take a, The colonel assumes full responsibility for
place early In the Development Period, prefera- his professional development. Even at SSC he
bly upon the selection of an officer for colonel, will play the prominent role in determining the
Therefore, when the new colonel assumes his first course and extent of his professional education.
position, he will have the perspective and skills to Subsequently, he will assess further needs and
perform in his role as a senior leader. seek assistance for himself and his organization

trom mentors, schools and other resources. Colo-
e. Ideally, all colonels would attend SSC on a nels must do "constant battle" with the tendency

resident basis, however, resource constraints pre- to allow the pressures of the day to erode person-
dlude this. It is essential that some Army officers al and organizational readiness.
attend other Service's SSCs and vice versa, This
cross-fertilization improves the colonel's effec- b. Mentors, for the most part, will be general
tiveness in Joint operations. Alternative MEL 1 officers who must optimize the valuable com-
experiences should include additional fellowship modity of time they have to develop subordinate
and research associate programs and the non-rem- colonels. They hold command and staff confer-
ident programs of other US SSCs, ences, seminars and exercises and teach perhaps

less directly than by their examples of ethical
f, SSC level education must provide a corm- conduct, executive style and command climate.

mon core curriculum of proficiencles and knowl.
edge appropriate to the responsibilities of colo- c. The organization's role in a colonel's de-
nels. This common core encompasses an velopment is mostly passive, Colonels learn the
understanding of national strategy and policy, ex- art of controlling large organizations through
ecutive development skills, integrative processes, their experiences in them, Moreover, colonels
the human dimension of combat, an historical learn to shape and develop organizations rather
perspective of war, the ability to envision future than be sh.Mped and developed by them,
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d. Service schools provide training support (5) Publish an Army Regulation which
to colonels on an individual basis and aid them will define pre-command course policies, pur-
in a broad range of objectives related to unit poses and responsibilities,
training. Schools also respond to doctrinal con- d. CSA Modifications to Base Policies, Siri-
cepts from the field. Increasingly in the future, lar to pmeat Period: Major and Liceutn-
this interaction between officers in the field and anto Develop ect of a ase li ested,
schools will be conducted through electronic ant Colonel, an aspect ofa base policy suggested,
means, "The promotion board selecting colonels willidentify resident SSC attendees" and "remaining

6. Aim, Major Thrusts, PDOS-Recommended selectees will enroll in the AWCCPS or other
Base Policies and CSA Modifications to Base non-resident program." This policy is not ap-
Policies, proved by the CSA and is currently under review

along with the policy for Development Period:
a, Aim, The aim of the Colonel's develop- Major And Lieutenant Colonel, Furthermore, the

mont period is to develop a senior field grade CSA is deferring approval of the concept that
officer who possesses the body of knowledge, only promotable lieutenant colonels and-colonels
conceptual and cognitive skills, expanded frame will attend SSC or equivalent level schooling
of reterence and integrative, ability to. perform pending additional research on the. potential of
successfully in senior command and staff posi- the policy to impact on the selection of general
tions at high levels within the Army and the De. officers.
partment of Defense.

7. References,
b. Major Thrusts. The major thrusts to ac.

complish this aim are: a. Refer to Annex A, System Spread Sheets
(Development Period: Colonel) which defines

(1) Provide all active component OPMD the officer attributes, lists, Development Period
officers the opportunity to obtain MEL I upon policies, lists specific education and training
selection to colonel, methods to use, assigns professional develop-

ment roles and describes the current and near-
(2) Warfightng (echelons above cops) tem future environment for officers during this('• and "How the Army Runs" will be part of the development period.

core curriculum for all MEL I producing
/ , programs, b, Refer to Annex SE, Development Period:

Colonel, for a complete discussion of this Devel.
(3) Meet the pro-command needs of all opment Period,~~~~~~~omn aPivendrseiocdonn.clnesactive and reserve component colonels, c. Refer to Annex R, Command, for a discus-

(4) Formalize the linkage between the in. sion of the pre-command courses,
termediate and senior level schools.

d. Refer to Annex HH, Reserve Compo-
c. PDOS-Recommended Base Policies, nents, for a discussion of the Reserve Component

These policies have been approved in concept by aspects of this development period,
the CSA:

e. Refer to Annex H, Self-Development And
(1) All active component (OPMD) Individual Assessment Program, for a discussion

promotable lieutenant colonels and colonels will of the individual assessment program.
receive an opportuity to attain MEL 1 level edu-
cation (resident, non-resicnt or other). Section 7. Development Period: Brigadie And

(2) All officers awarded MEL 1 will com. Major General.
plete two courses: "Warfighting (echelons above
corps)" and "How the Army Runs" to be offered I. Background.
and conducted by AWC (resident, non-resident a. Promotion to brigadier general represents
or other), the most selective transition in an officer's pro-

(3) The AWC will remain a FOA of ODC- fessional career, Each year the Army selects 60-
SOPS; ODCSOPS develop a formal curriculum 70 officers to be brigadier generals, representingScoordination procedure between TRADOC and two percent of eligible colonels. On average, the
AWC. newly selected general has 24 years of service and

4coT years in grade as a colonel, Most have brne-

(4) Develop a pre-command course tai- fited from at least one below-the-zone promo-
lored to the needs of RC colonel commanders. tion. Nearly all have attained MEL I.
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b. The transition brings a quantum leap in b. KNOW. Brigadier and major generals op-
the expectations of subordinates and the public, erate at levels where complexity and uncertainty
People in and out of the service expect generals are critical factors to be managed. The problems
to give direction, to decide what things are most brought to the general for resolution demand
important and to know what to do under all cir- more than analytical dissection. They require
cumstances. Thus, Army brigadier and major conceptual thinking and a synthesizing of diverse
generals have entered a development period in elements and disciplines. The new general finds
which the Increase in responsibilities, expecta- himself deciding issues for his organization or the
tions and, of course, prestige exceeds that of any Army as a whole, the impacts of which will be felt
previous transition. years after his departure. The general's develop.

ment, therefore, must enhance his capacity for
c- About 70 percent of brigadier generals can multi-variate thinking and for looking several

expect promotion to major general. Mandatory years into the future to anticipate complex and
retirement for brigadier generals occurs at 30 uncertain future needs and discern the long range
years of service or five years in grade, whichever impact of present policies. The general faces the
is later. Promotion opportunity for majorener- same conditions of complexity and uncertainty
all is approximately 25 percent, Mandatory re- in. •cmbat but mi~si be prepard to make dcci-
tirement for those not promoted is the later of 35 sichs under much more compressed time con-
years of service or five years in grade. straints. Thus the new general must become ex-

2Due pert on how the Army funs from troop1 duty and
installation management through the Army's role

a, Brigadier and major general assignment in the national defense establishment. The gener-
patterns are highly diverse, About,20 percent at a al mutt also nurture an understanding of doctrine
given time serve overseas, Some 40 percent serive and the conduct of wartime combat and support
in Army CONUS commands. Another 25 percent operations from division through theater levels,
serve on the DA Staff or its field operating agen-
cies (FOAs). The remaining IS, percent occupy c, DO, It is at the level of brigadier and ma-
DOD, JCS, CONUS unified command or special jor general that an officer exercises command
activity positions. Many brigadier generals serve and leads more indirectly, knowing by now he
as deputy commanders or assistant division comn must accomplish his work through others, In ..

/ manders. More command positions exist for ma- command positions, he integrates staffs and sub.
jor generals, The majority of assignments avail- ordinate commanders who directly command or-
able during this Development Period, however, ganizations, In both command and staff posi-

t will be at the integrating staff level, Approxi- tions, he must establish an organizational climate
mately 35 percent of brigadier generals and 55 productive of mutual confidence, support and
percent of major generals hold jobs involving sig- understanding.
nificant joint or joint and combined interface, 4. Schooling And Subsequent Related Develop-

b, A significant and growing number of gen- ment Period Experience,
eral officer positions require either a specific
branch or functional area background. Generals a. Brigadier generals attend a transition
will need well developed executive and leader- course soon after selection, In 1984 the course
ship talent as always, but they will increasingly consisted of two weeks (one week for RC) of ori-come to their job with qualifications as ex- entation briefings, seminars and addresses, This

* perts-qualifications that will be essential to also Included stress management orientation, a
competent direction of the Army. visit to Congress, seminars on generalship, man-

agement instruction and force integration
.3 Frame Of Reference. All general officers training.

need to understand the broad perspective of the
Total Army in order to give purpose and direc- b, Future brigadier general transition pro-
tion to their organizations. Their expanded frame grams must accomplish developmental and as.
of reference includes Joint and Combined Inter- signment oriented goals in addition to the DA
action and eivil-military interface, This expand- orientation:
ed frame of reference is summarized in the fol-
lowing discussion, (I) All new AC generals should attend an

executive development course to acquire the nec- ....
a. BE. Generals are the standard against essary understanding of themselves and alterna-

wlhich the ethical, moral and professional well- tive management styles, Given the demands
being of the officer corps is measured, about to be placed on them for leadership of large
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organizations, it is essential that they become ad- programs, plans and problems considered by the
ept at effective decision making and organiza- Army lekdership to be of high priority. These
tional management techniques. updates take a variety of forms, including the

Chief of Staff s Weekly Summary, command con-(2) Generals must have an understanding ferences and special topic briefing teams.
of national strategy and the Army's operational
doctrine. They should prepare to direct the Ar- d. Generals shape organizations and at se-
my's transition to war and theater operations. nior levels shape the environments in which the
Their specific responsibilities need to be linked Army exists. A large part of their contribution
through a shared concept of Army, Joint and lies in developing Army structures, reinforcing its
Combined doctrine. To this end the brigadier ethic, motivating its personnel and employing its
general transition program will include a seminar resources. These executive functions are difficult
in Army doctrine and an exercise involving plan- to instill in an officer, dependent as they are on
ning and operations at theater level or above, innate cognitive abilities. The role of develop-

mental courses is to draw out and orient talented
(3) General officer desigees do not auto- leaders so they may realize their full potential as

matically know how to be generals by virtue of corporate directors of the Army.
their selection, Generalshipbrings major changes
to an officer's life and that of his family. The c. At least three limitations constrain general
formal transition program should live the tech. officer executive development and training. One
niques, formalities, public expectations and other is the notion that general officer time is too valu-
nuances of generalship more prominence, able to spend on education. Only repeated gui-

dance to the contrary from the top will reverse
(4) New generals require new perspectives this attitude. Second, General Officer Manage-

on the broadened nature of policy planning and ment Office (GOMO) requires full-time person-
policy making intrinsic to their responsibilities. nel to oversee continuing education if the pro-
The general officer's frame of reference involves grams are to be expanded, Third, there needs to
extended time horizons over which his decisions be a better link between general officer position
will have effect. The ability to manipulate the requirements, development goals and officer
complexities of the environment in order to fa- characteristics. A senior level assessment pro-
vorably influence the outcome of events is such gram could provide such a link.
that a simple expcnsion of the -same practices
used as a colonel will not work. The totality of 5. Roles And Methods In The Development Of
the shift is such that more sophisticated decision Brigadier And Major Generals.
making tools and thinking processes are required, a. General officers play the key role in their
Information retrieval and decision aids, synthesis own continuing development. They pursue their
and conceptual skills all facilitate the transition own professional reading programs, seek to ex.
to generalship. To facilitate this aspect of the pand executive capacity and an understanding of

tastoadditional development training will padeeuiecaitananneradngotransition, apolitico-military affairs and learn to use new
be offered in tho form of a future policy impact tools to assist in their decision making processes.
exercise. Generals become senior mentors in any organiza-

c. The General Officer Continuing Educa- tion and learn the art of shaping command
tion Program will continue to consist of the three climate.
components identified in the 1978 RETO Study: b. Brigadier and major generals will often
interassignment transitions, executive develop- look for counsel from seniors outside their chain
ment courses and orientations. of command, including retired generals. None-

(I) Inter-assignment transition refers to theless, senior generals invest considerable time
the preparation in specific skills and knowledge with direct subordinates. They establish modes
required of generals in order for them to function of communicating command priorities and in.
effectively from the outset in their next tent, Mutual understanding at this level plays a
assignment. key role in the health of any command.

(2) Executive development courses are the c. MACOMs give emphasis and time for
education and training for generals in areas of generals to pursue professional development
general relevance to a range of executive respon- objectives. Generals accept the importance of
sibilities and general officer positions, having deputies fill their positions during their

periodic absences. MACOMs also hold frequent
(3) Orientations and updates p,,vide in- command seminars, exercises or conferences to

formation to generals on current Army policies, enhance general officer decision making skills
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and achieve other general officer development (b) Seek JCS approval to double the
goals, CAPSTONE course frequency,

d. Army schools sponsor short courses and (c) Develop general officer information
seminars for general officers. They al,•o provide management and public affairs courses.
reading lists and distribute educational materials (3) Consolidate responsibility for general
through a variety of media including computer officer development and assessment programs
assisted instruction packages. Civil schools pro- under one executive development organization
vide an array of executive level courses in such (as recommended by Senior Leadership Coordi.
areas as management and national security. (asirecommeedi

nating Committee).
6, Aim, Major Thrusts and PDOS-Recommend- 7. References.

ed Base Policies.
a. Refer* to Annex A, System Spread Sheets

a, Aim. The professional development aira (Development Period: Brigadier and Major Gen-
at this level is to derive a coherent system for the eral) for the definitions of officer BE, KNOW,
transition and continuing education of brigadier DO attributes, lists of Development Period poli-
and major generals, cies that will be implemented as they are ap-

b. Major Thrusts, The major thrusts to proved, specific education and training methods
achieve this aim are: to use, professional development roles and a

description of the current and near-term future
(1) To enhance the brigadier general tran- environment for officers during this development

sition program. period,

(2). To expand opportunities for general b. Refer toAnnex FE, Development Period:
officer inter-assignment training, developmental Brigadier and Major General, for a complete dim-
education and orientations and updates through cussion of this development period,
the addition of public affairs, information man-
agement, a professional library and additional Section a. Development Period: Senior General
CAPSTONE courses, Officers.

(3) To consolidate manaaement of general 1. Background,
officer development programs under GOMO.

a, The 1980 Defense Officer Personnel Man-
c.ment Act (DOPMA) limits the number of se-

These policies have been approved in concept by nior gen erAct (li uean l s the n erals)se-
the C ra nf generals (lieutenant generals and generals) to

15 percent of the total authorized general officer
(1) Transform brigadier general orienta- strength. Promotions, therefore, occur Irregularly

tion into a formal transition program with up to and only to fill specific vacancies. About 25 per.
six weeks in length distributed in segments across cent of the Army's major generals attain a third
time and with the following course content: star.

(a) Seelf-development course. b. Lieutenant generals and generals consti-
tute the senior corporate directorship of the Ar-

(b) Land warfare and policy impact my. The decisions made by these 60 officers af-
analysis exercises, fect every sphere of Army activity. Their

judgment about what is important to the Army
g tplays a determinant role in its future. Senior

(d) DA staff briefings. generals serve at the discretion of the Secretary of
the Army and the Army Chief of Staff. About one

(e) Tailored assignment preparation. in four lieutenant generals will advance to the

(;j Unit fitness management seminar, rank of general

(g) Policy impact exercise. 2. Duties.

(2) Expand inter-assignment, develop- a. Lieutenant generals command corps, sup-
mental and orientational programs. port commands, certain overseas commands,

CONUS armies and other special commands;
(a) Increase participation in executive serve as deputy commanders or chiefs of staff at

development programs and DA and MACOM MACOMs or principal and special staff officersseminars. at DA, and hold a variety of other posts in OSD,
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DOD, NATO and Army educational institutions. 5. Roles And Methods In The Development Of
Assignment distribution is 25 percent overseas, Senior Generals.
30 percent in CONUS commands, 25 percent at a. The roles assumed by individuals, men-
DA and 20 percent in DOD, JCS or other special tors, organizations and schools are, for the most
activities. Four star generals, beside the CSA and part, the same for senior generals as they are for
VCSA, normally command major combined, uni- brigadier and major generals, At the senior
fled or Army commands or combinations there- grades, however, officers must rely more on their
of. Four of these commands (and one inter-serv- own assessment of their personal development
ice rotational NATO post) are overseas, the needs. They must program time in their sched-
remainder (currently eight) serve in CONUS, ules to break away for reflectio:i (such as attend-

ing senior executive management courses which
b. While all senior generals act in integrative serve to stimulate new patterns of thinking or

capacities, one third of the lieutenant general po. different approaches to organizational, chal-
sitions require specific ftunctional backgrounds in lenges) or to learn about new tools which assist
such areas as logistics, engineering, communica- them in their decision making processes.
tions, computer systems and intelligence. Ap-
proximately 70 percent of these lieutenant gener. b, Senior general officer development occurs
al positions and all full general positions largely through interactive communications with
encompass Joint or Combined responsibilities. peers, superiors, civilians and colleagues in allied

services and nations, Professional reading pro-
S3. Frame Of Reference, grams, which should become more eclectic, ex-

tend their personal insight and innovation. A
a. BE, Senior generals represent the highest general's command priorities and operational

standards of officership and the profession of style by themselves translate into developmental
arms, challenges for subordinates and it is therefore es-

sential for them. to conduct periodic conferences,
b. KNOW, Senior generals exercise totality seminars and exercises, to establish a healthy

of command and integrate combat power at the command climate.
highest levels. They consider critical information
with broad gauged views, an absence of parochi- 6, AIm, Major Thrust and PDOS-Recommend-
alism and a willingness to take a tough stand on ed Base Policy.
issues. They apply the knowledge not only of a. Aim, The professional development aim
"How to Fight" but also of "How to Train to at this level is a program for continued education
Fight." and training of senior general officers.

b. Major Thrust. The major thrust to accom-c. DO. Senior generals shape national strate- plish this aim is to create a formal program for
gy and integrate joint and combined forces to executive development of lieutenant generals and
counter threats to national security in global and generals.
regional contexis, Developing a concept for fu.
ture warfare, they apply resources to prepare for c. PDOSvRecommended Policy. This policywas approved in concept by the CSA: Upon se-
it. Senior generals must speak for the Army to the lection to lieutenant general (and between assign-public, Congress, other services and to other na-
tions and often rely on the art of persuasion to ments thereafter) senior general officers will be
mobilize consensus behind their priorities. In es- provided opportunities for specific executive de-S~velopment and individualized assignment
sence, they shape the future for the Army. preparand

preparation.
4, Transitional Schooling and Subsequent De. 7. References.

velopment, Lieutenant generals and generals par-
ticipate to a limited extent in the continuing edu- a. Refer to Annex A, System Spread Sheets,
cation programs available to brigadier and major for a listing of Senior General Officer Develop.
generals. They direct and participate in develop- ment Period key attributes, policy, specific edu-
ment seminars and exercises within their own cation and training methods to use, the assign.
commands. Inter-assignment training and educa- ment of professional development roles and e
tion take the form of command and staff brief. description of current and near-term future, envi-
HIuP, orientation visits and preparation programs ronment for offIcers during this Development
negotiated on an individual basis with Army Period.
schools and GOMO. In future years, DA will for- b. Refer to Annex GG, Development Period:
rnalize senior general inter-assignment programs Senior General Officer, for a complete discussion
on an individual basis. of this development period.
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Chapter VI

System-Wide Issues

Section 1. Overview. 2. Simply stated, the Army's mission is protect-
ing the Nation from external aggression, In con-

1. The previous chapters have described fac- junction with the other Services, the Army pro-
tors which primarily influence the professional vides a vital service to the Nation and the world
growth of officers within the seven development by being a credible deterrent to war at any level
periods, Accordingly, the discussion involved is- of conflict. The officer corps provides leadership
sues which impact uniquely within a period with- for the Army and, therefore, each officer must be
out directly influencing growth in other periods, ready, willing and able--even eager-to accept

2. This chapter carries the discussion one step the responsibility for protecting the Nation.
further and develops those issues that may rea- 3. Soldiers and subordinate officers look to
sonably be referred to as "system-wide issues" for their more senior officers for the example of what
their influence is felt across more than one devel- to do, for guidance on how to do it and for the
opment period. These issues are discussed in or- resources adequate to accomplishing assigned
der of those that apply generally to the attributes and implied tasks, This requires that officers be
of officership (e.g., Warrior Spirit, BE-KNOW- competent in their profession, as appropriate to
DO, Professional Values, Art and Science of their branch, functional area and rank. In addi-

( War, Expert-Integrator, Decision Making, Corn- tion to branch, functional area and skill, each
mon Shared Operational Language, Self-Devel- officer must know the tools of the soldier's
opment and Mentor) and then those that apply trade-weapons, tactics and doctrine, By the
primarily to the school (e.g,, Common Core and very nature of the military profession, every offi-
Education and Training Methods), Care is taken cer is first a soldier, He must understand the
to articulate the aims, major thrusts and PDOS- Army and how it operates at several levels of
recommended base policies (which have been ap- conflict in various theaters of war. He must un-
proved in concept by the Chief of Staff, Army) of derstand contemporary threats, how to accom-
each of these issues so as to clarify the roles ex- plish his tasks in those threat environments and
pected of the individual officer, the officer as a how to protect himself and his soldiers from the
leader, the school and the unit or organization, threat while carrying out his missions, The reality

3. Each of the system-wide issues identified of today's and tomorrow's threats to the Army
above and discussed below draw its basis from and the Nation range from terrorism through low
the fundamental principles, strategic goals, thee- and high-intensity conventional conflict to thea-
retical concepts, education and training strategies ter and strategic nuclear war. Officers with the
and professional development framework articu- Warrior Spirit understand the threat and are pre-
lated in previous chapters. Refer to the appropri- pared to counter it. For example, they protect
ate annexes for a more detailed discussion. themselves and their organizations from terrorist

attack; they understand the implications of deep
thrust attacks in rear echelons and how to organ-

Section 2. Warrior Spirit. ize contingency defenses and plans to address
1, The Warrior Spirit is an essential part of this threat, and they realize that their profession-

being an Army officer. Every officer must have al education requires continuing effort to ensure
beingt aney rymoinicer.eEvery offirerrmustshave

the Warrior Spirit but not all officers need to be that they remain current in their profession.
Sfull-time warriors. This difference is key to un- 4. While every officer needs to be a soldier

derstanding the concept of the Warrior Spirit and first, not every officer needs to have frontline
providing the leadership which the Army needs warfighting as his primary focus. The Army is a
today and tomorrow as it prepares for future war, team and every officer must understand his role
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in optimizing the overall team effort. He is an b. Officers internalize the Warrior Spirit and
expert in the duties of his present position and in reinforce it in others,
other positions appropriate to his branch, func-
tional area and rank. He provides the leadership c. TRADOC ensure that officers understand
needed to keep his part of the team functioning Army mission to protect the Nation and how
as an efficient part of the Total Army effort. He each officer's branch and functional area support
can endure the rigors of combat and approach his this mission at each stage of career development.
duties confidently, willing to accept the chal- 10, The PDOS-recommended base policies, ap-
lenges they present and motivated to take those proved in concept by the CSA, are:
actions required to accomplish the mission. a. Common core curricula will include

5, The Warrior Spirit Is the state of mind and blocks of instruction and readings relevant to
preparedness required of each officer which professionalism and Warrior Spirit.
blends all the physical, mental, moral and psy-
chological qualities essential for an officer to suc- b. Schools will systematically and progres-
cessfully lead the Army in its mission of protect- sively stress confidence and competence in basic
ing the Nation. tactics, current doctrine and weapons

employment.
6, Officers with the Warrior Spirit are:

c. Officers will be provided the opportunity
a. Physically and mentally tough. to participate in challenging and stressful training
b. Self-confident. experiences (eg., Air Assault, Airborne, Ranger),

c, Motivated to exceed standards. d. Officers will continue Semi-Annual Physi-cal Readiness Testing (APRT),
d. Skilled in the fundamentals of weapons,

tactics and doctrine. e. Ideally, annual weapons firing will be
phased-in for all.

e, Calm and courageous under stress.
11, Annex J, Warrior Spirit, discusses this con-

f. Eager to accept responsibility for protect- cept in greater detail,
ing the Nation,

$. Action-orionted. Section 3. BE-KNOW-DO.
7. Therefore, the Warrior Spirit applies to all

officers, in all branches and functional areas, at 1983), develops a philosophy of leadership and
all ranks and during all assignments. The Warrior de velops a philosophy of l hi andSpiritdescribes that philosophy in terms of the attrib-
heart" of each officer. Officers in the combat uies desired of Army officersi These attributes

armsmus hae te Wrrio Spritandbe ar- build a model of an ideal officer in terms of whatarms must have the Warrior Spirit and be war- he must BE (his personal attributes), what he

riors as well as leaders of soldiers in combat. The must KO (his pers o f the milt po
Warrior Spirit concept applies to combat support must KNd (his persptie f tthem
and combat service support officers as well as esson) and what he must be able to DO (the
those in the combat arms; to women as well as proficiencies he exhibits).
men; to doctors, lawyers and nurses. The Warri. 2. PDOS expanded on this general philosophy
or Spirit does not require each officer to serve as of leadership to define the desired attributes for
a full-time warrior, but does require each officer the officer at the end of each professional devel-
to have those attributes, qualities, knowledge and opment period, PDOS used the BE-KNOW-DO
confidence that allow him to be a contributing framework because it provides an excellent ana-
leader on the Total Army team and to be a warri, lytical basis for specifying officer attributes and
or if required in certain situations, follows their growth through the various levels of

8. The aim of a Warrior Spirit concept Is to the system as officers progress in maturity,
develop officers with the characteristics of the nowledge and experience. These attributes pro-
S Warrior Spirit. Tide guidance to individual officers, their leaders
W o rand commanders and the Army school system in

* 9, The major thrusts to accomplish this aim their roles of developing and improving officers
are: as leaders,

a. Officers develop an understanding of the 3. The BE-KNOW-DO attributes trace an offi-
Warrior Spirit concept at the beginning of their cer's development through his career by buildingcareer, on the qualities, knowledge and proficiencies
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gained during current and prior professional de- behavior. Values influence priorities-people
velopment periods. This model presents a set of place strongly held values first and defend them
attributes to hold up to the officer corps as prop- the most. Values define what a person least wants
er goals for each officer to strive to attain. Al- to give up. .
though clearly stated as ideals and goals, these
attributes are difficult to implement across the 5. The aim of the Professional Values programentire officer corps. Nonetheless, they deserve is to develop officers who are worthy of the spe-the best efforts in which the officer corps can vcal trust and confidence bestowed upon them by

invest, representing as they do the very purpose the Nation.
of the profession. 6. The major thrusts to accomplish this aim

4. The specific BE-KNOW-DO attributes for are:
officers during each professional development a, Officer leaders throughout all units, orga-
period are discussed briefly in Chapter V and are nizations and schools reinforce in theIr subordi-
listed on the Development Period spread sheets nates and students an ethical base by stimulating
at Annex A, System Spread Sheets. A more de- a sensitivity to moral issues, teaching moral is-
tailed discussion of the BE-KNOW-DO concept sues, developing judgmental skills and eliciting a
and the development of the officer attributes as sense of moral obligation and personal
an officer progresses through the seven profes- responsibility.
sional development periods is in Annex K, BE,
KNOW-DO Concept, b. ODCSPER periodically qssess profession-

al values and ethics in the officer corps and pro-
vide feedback to the Army Policy Council and

Section 4. Professional Values. TRADOC,

1. The Review of Education and Training for c. ODCSPER reinforce ethical standards
Officers (RETO) Study defined commitment to through the selecLion process: schools, advance-
the Army as involving: ment, command.

a, A strong desire to remain a part of the 7. The PDOS-recommended base policies, ap-
SArmy. proved in concept by the CSA, are:

b. A willingness to exert high levels of effort a, ODCSPER periodically assess the status
on behalf of the Army. of professional values and ethics of the officer

c. A definite belief in and acceptance of, the corps with feedback to:
basic values and goals of the Army while still (
being willing to criticize and question specific (1) Army Policy Council.
actions of the Army when necessary. (2) TRADOC (Center for Army

d. A deep concern about the fate of the Leadership).

Army. (3) MACOM Commanders.

2. A corollary of this officer commitment to b. TRADOC continue to stress professional
the Army is the commitment made by the Army values and ethics in the core curricula of Army
to the individual officer. One of the key points institutional schools; provide appropriate materi-
made in the RETO study is that "in meeting its als for commanders to use for officer professional
own commitment responsibilities, the Army development.
must be open about what its organizational val-
ues and goals are and hold to them consistently 8. PDOS included professional values in the
throughout its functioning." BE portion of the BE-KNOW-DO attributeswithin each Professional Development Period,

3. Professional Values are the bedrock from Annex K, BE-KNOW-DO Concept, includes a
which commitment is nurtured and brought to discussion of professional values in terms of offi-
bear on individual behavior. This forms the link cer attributes.
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 Setion 5. Art And Silence Of War.

1commitment. 1, The Art and Science of War is the body of

4. Values are ideals of relative rank concerning theoretical knowledge and a set of practical skills
the worth or importance of concepts, things or which accompany such knowledge as it applies to
persons, Values come from beliefs and influence the military profession. Just as every officer must
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have the Warrior Spirit, every officer has the re- b. The core skills related to the Art and Sci-
sponsibility to focus his attention and expertise ence of War will include as a minimum:
on the accomplishment of the wartime mission of
the Army, This single factor is that which differ- (I) Appropriate thc,•etical knowledge
entiates an officer from a civilian with a similar and a set of practical skill3 and proficiencies at
skill. each level of responsibility oriented on "how the

Army fights" and "how the Amý nns."
2. Officers master the Art and Science of War

progressively as they move through each profes- (2) The knowlede of the human dimen-
sional development period by gaining the knowl- sion of combat.
edge, proficiencies and experience identified in
the BE-KNOW-DO attributes for each develop- (3) An historical perspective of war.
ment period.,, met peiod.(4) The ability to envision future war,

3. Officers who master the Art and Science of
War for their Development Period possess: c, The common core component related to

the Art and Science of War will be the basisa. Appropriate theoretical knowledge and a which the primary Army schools will use to sup-
set of practical skills and proficiencies for their port the development period expewience. This

.•level of responsibility..pr h eeomn eideprec.Ti
common core will be used to support training

b. A knowledge of the human dimension of and professional development at units and
combat. organizations.

c. An historical perspective of war. 7. Annex L, Art and Science of War, discusses

d. The ability to envision future war, this concept in greater detail,

4. The aim of the Art and Science of War pro-
gram is to ensure that all officers are technically Section 6. Expert-Intsgrator.
competent for their grade and branch and/or
functional area and understand the application of 1, Different officers need different sets of
their skills to support the Army mission, skills. The challenge for the Army is in develop.

ins sufficient numbers of officers with the proper
5. The major thrusts to accomplish th~is aim mix of skills and knowledge which meet Army

i are:
are: requirements and who are able to deal effectively

* a. TRADOC (for pre-commissioning with an increasingly complex environment and a
through major and lieutenant colonel) and ODC- variety of tasks,
SOPS (for colonel through general) develop an
Art and Science of War component of the Com- 2. The particular mix of skills thet an individu-
mon Core curriculum, Ensure that this compo- al officer will require varies by branch and func-
nent is progressive through the seven profession- tional area, assigument and the officer's career
al development periods and is used to support needs. For examkple, under the current system
unit training (see paragraph 11, below for a dis- there has been considerable conflict and debate
cussion on the common core curriculum), over what constitutes the most compatible mix of

skills. There are informally identified branch and
b. School system ensure that the Army con- functional area pairings in which a high level of

tinues to focus on wartime missions. compatability exists and which allow officers to

c. TRADOC provide realistic fighting simu- acquire the skills they need. There are other pair-
lations and exercises for the active and reserve ing where the opposite is true.
components. 3. Equally as important as identifying required

d. Branch service schools provide to field skills is a need to identify levels of skill proficien-
grade officers an opportunity to receive periodic cy which must be maintained. For field grade
branch and functional area skill updates. officers the opportunities for branch assignments

a6. The PDOS-recommended nd utilization which reinforce skill proficiency
6. Te PDS-reommededbase policies, ap-proved in concept by the CSA, are:to them in the current force structure. Notwith-

standing, there are frequent reminders for of-
a. There will be a common core curricula ficers of their need to maintain "branch qualifl.

component to provide officers the knowledge and cation." It would seen more reasonable that such
skills to progressi'vely master the Art and Science requirements would be based on a realistic expec-
of War. tation that a set of skills would be used.
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4. During the course of this study it became 3. It is difficult to develop the skills required to
clear that a priority should be given to the devel- handle complexity. Accordingly, the aim of the
opment of integrative skills. Requirements for PDOS decision-making concept is to develop and
these skills exist at all operating levels. While reinforce in officers the critical decision making
commanders have as their most important task and cognitive conceptualizing skills.
that of being "integrators," mastery of these skills
is equally important for all officers. 4. The following major thrusts accomplish this

aim:
5. The aims of the PDOS Expert-Integrator

concept are to provide a system that develops a. Officers learn through experience (i.e., sys-
officers who: tematic, tough, realistic and progressive training

a, Are technically competent (expert) in their and education).

branch and/or functional area. b. Leaders at all levels become teachers and
b, Are able to increase their breadth of mentors which develop a shared frame of refer-

b. A abe toinceasether bradt of ence and set a climate that encourages the devel-knowledge and depth of expertise as they ad- opment of subordinates,vance to higher levels.

c. Will progressively develop their decision c. TRADOC develop a long-term school sys-
making abilities with emphasis on integrative tern strategy characterized by:
skills. (1) Faculty members who act as mentors.

6. The following major thrusts accomplish this (2) The maximum use of simulations and
aim: tough, realistic training.

a, TRADOC identify skill requirements by
duty position and emphasize sequential, progres- (3) Small group learning modes.
sive development to ensure that officers acquire (4) Feedbac!, through an assessment
a foundation of knowledge in their basic branch program.
and/or' functional area and have the ability to
integrate different functional components when (5) Frequent use of "smart" computer
they are assigned to key integrative assignments. technologies.

andb. TRADOC establish standards of branch d. ODCSPER and TRADOC develop a pro-
and functional area proficiency, gram for assessment and feedback. An officer's

growth in decision making skills comes slowly
Seatlon ?. Decision Making. and has its foundation in a clear assessment of

his current decision making capacity, the de-
1. Decision making refers to those analytical mands of the position he occupies at a given level

and conceptual skills necessary to establish goals in the Army, his programmed learning and expe-
and objectives; identify problems; develop, eval- rience, his practice and its feedback, his integra-
uate and choose alternatives; implement; control tion of lessons learned and his personal re-
and evaluate decisions. assessment.

2. The following are characteristics of decision e. Commanders at all levels make maximum
making in large formal organizations such as the use of officer development tools, such as: coach-
Army: ing, wargaming, "what-if-ing," battle planning,

a. The need for creative, innovative and con- simulations, tactical exercises without troops
ceptual decisions increases with an increase in (TEWTs), etc.
the organizational level. S. The PDOS-recommended base policies, ap-

b. The frome of reference as well as the time proved in concept by the CSA, is ODCSPER de-
spent on decision making increases with organi- sign a phased plan to assist in developing and
zational level, using professional executive ability in the Army.As a minimum, this program will include:

c. The kind and amount of uncertainty with

which the decision maker must deal increases a. At COSC-assisted self-assessment for
with organizational level, professional development.

d. Decision maker personality is the most b. At SSC-in-depth assessment to check
important single factor influencing individual professional growth and assist in structuring de-
cognitive conceptualizing skills. velopment program for future assignments.
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c. Upon selection to general offi- 5. The PDOS-recommended base policies, ap-
cer-evaluate to provide completed profiles for proved in concept by the CSA, are:
possible use in assignment or systematic transi-
tion training prior to assignment, a. Doctrine, standardized terms and frames

of reference to support a common shared opera- J
tional language will continue to be developed and

Section S. Common Shared Operational refined by TRADOC.
Language. (1) Emphasize the development of corm-

1. Common shared operational language in- mon frames of reference and shared operational
cludes those doctrinal terms and concepts which language at each level throughout formal devel-
provide a clear and rapid transmission of the opment systems.
commander's intent, such as the estimate of the
situation, operations plans and order formats and (2) Emphasize common understanding

radio telephone procedures. It is a tool of the and use of estimates of the situation, operational

profession by which a commander expresses his plans and orders and operational terms and

intent in action-oriented terms in order to ac- graphics that enable the commander to clearly

complish his mission, In doing so he relies on a and quickly express his intent.

broad base of proficiencies, knowledge and ex- (3) Common shared operational language
pertise which he and others possess. The ultimate will be integrated with the Joint Operation Plan-
goal is to allow the commander to express his ning and Execution System to facilitate joint
intent in clear terms so as to achieve victory in operations,

battle.
(4) Proficiency testing in the Art and .Sci-

2. The common shared operational language ence of War will be done In terms of the common
facilitates and supports decision making at all shared operational language,
levels as well as "distributed decision making" as
discussed in FM 22.999 (Draft), Senior Level b. New tools will be developed to exploit the
Leadership, It directly supports: use of latest technology in automated systems to

enhance communications and decision making in
a. A shared sense of purpose. terms of a common shared operational language.
b. An agreement between shared and operat-.iin$ values. 6. A detailed discussion of this concept is at

gveAnnex N, Common Shared Operational

c. A common sense orientation. Language.
d. Shared frames of reference.

S......Section 9, Sel-Development.
3. The aims of the common shared operational

language concept are to allow commanders to as- 1, Self-development is the process by which
tablish the mission context and frame of refer- each individual officer accepts the primary re-
ence and to communicate to all concerned their sponsibility to progressively grow in mind, body
intent in clear and concise terms such that subor- and spirit to meet his individual potential. Of-
dinate units and Individuals know and under- ficers are responsible for their own professional
stand the concept of operation, are able to adjust development.
to rapidly changing situations and can continue
proactively in the absence of further instructions. 2. Intensifying specialization within the Army

demands that officers continue their develop-
4. The major thrusts to accomplish this aim sent efforts beyond the school. The need for self-

are: development among Army officers is real and

a, TRADOC coordinate doctrine, terms and enduring,
Sframes of reference among service schools. 3. A comprehensive program is required which

b, TRADOC emphasize the need and use in facilitates self-development for officers. Conse-
curricula of officer competency in basic educa- quently, the aim of the self-development program
tion skills go that officers achieve a firm founda- is to assist all officers in meeting their responsi-
tion in effective communication, bilities for professional self-development by:

c. TRADOC and ODCSOPS ensure consis- a. Providing a professional development
tency with Joint and Combined operational document to give necessary direction across each
language. officer's career.
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b. Expanding, validating and articulating (1) Continue to test, validate and field
standards to serve as guideposts along the way. MQS I, II and III.

c. Providing feedback through individual as- (2) Expand MQS to majors (MQS IV) and
sessment and evaluation programs. lieutenant colonels (MQS V),

4. The major thrusts to accomplish this aim c. Individual Assessment Program. Develop,
are: validate and implement an individual assessment

a. TRADOC publish a professional develop- program for officers, cadets and officer candi-
ment document. dates to provide feedback for professional

development,
b. TRADOC publish a professional develop-

ment periodical and notebook which updates of- (1) Establish individual assessment con.
ficers on professional development matters and trol mechanisms.
assists them in self-assessment. (2) Develop and define the core skills,

c. TRADOC continue the fielding and im. knowledge and proficiencies required of all of.
plementation of MQS 1, 11 and II1. ficers, cadets and candidates.

d, TRADOC expand the MQS system to in- (3) Select the initial assessment instru.
dlude majors und lieutenant colonels and validate ments to be used to provide feedback to the indi-
what is required in the certification process. vidual officer at each professional development

e. TRADOC develop, validate and imple. level.

ment an individual assessment program for all (4) Implement the individual assessment
officers, cadets and officer candidates so as to program.
provide professional development feedback to
them and to the system. d. Evaluation Program. Develop, validate

and implement an individual knowledge and
f. TRADOC develop, validate and imple- skills evaluation program.

ment an individual knowledge and skills evalua- (o•:tion program. (1) Determine which of the core skills,
knowledge requirements and standards will be

5. The PDOS-recommended base policies, ap- evaluated,
proved in concept by the CSA, are:

(2) Verify or develop assessment or evalu-
a. Professional Development Program. ation instruments and procedures to be used.

S~(1) Develop and publish a periodical dedi.
D l u p a(3) Select institutions to participate in the

cated to professional development (include as a individual evaluation program test.
minimum sections on branch and finctional
area, policy changes and changes in the common (4) Implement initial individual evalua-
core), tion program.

(2) Develop and publish a professional 6. For a detailed discussion of the Self-Devel-
development document which outlines the pro- opment program, see Annex H, Self-Develop-
fessional development system and identifies: ment/Individual Assessment Program.

(a) Responsibilities of the individual,

(b) Roles of schools, units and lectIon 10. Mentor.
organizations, l. A critical aspect of the professional develop-

(c) Individual assessment and evalua, ment of officers is the extent to which com-
tion programs. manders, instructors, supervisors and senior of-

ficers become involved in developing other(d) Branch and functional area officers by being for them a role model, a teacher,development. a coach, an advisor and a guide.

(3) Develop and publish notebooks on In-dividual professional development with sections 2. The needs analysis discussed in Chapter 3i fo sef-asessentsel-cerifiatio ofMQS suggleats that the Army can and must do a betterfo tself-assessment, self-ertiiatin m tofr, Q job of developing officers who are capable of
tasks and comment by rater and mentor, thinking about the conduct of war in broad terms

b. Military Qualification Standards (MQS). and of adapting to the demands of a fast-paced oan faatigt h dmnso afs-ae
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tactical environment. It will not be easy to devel- mentors and provide a developmental climate in
op officers possessing the required characteristics which each officer has the optimum opportunity
of a mentor in sufficient numbers. to develop those critical thinking and warfighting

skills needed to win on the battlefield,3. A renewed emphasis on warfighting is
needed in educational institutions. Consequent- 7. The PDOS-recommended base policies, ap-
ly, new teaching and learning methods are proved in concept by the CSA, are:
needed which develop officers possessing the
broad and deep knowledge required to outthink a a. TRADOC and ODCSPER review service
potential adversary. A new learning environment school authorizations for experience level appro-
concept is needed that provides the student with priate for a "mentoring" faculty.
a small-group learning environment oriented to- (.) Report to Chief of Staff, Army on
ward warflghting. Concurrently with the develop- recommended upgrades and seek Congressional
ment of the new curriculum, new and more effec- approval for increased field grade authorizations
tive teaching methodologies are needed which
feature more student-officer and faculty-mentor as necessary.
contact in small groups and more wargaming, (2) Modify staffing guides to support this
simulations and "smart" courseware to aid in the mentorship-based school system strategy.
decision making process. Students should be
challenged to solve case study problems without b. Emphasize the leader's role in develop-
the instructor "spoonfeeding" facts to the stu- ment of subordinates through doctrinal material.
dent. Students should be required to consult ref. c. Continue to develop, teach and export ap-
erences and use other sources of learning in order plied team building skills.
to acquire those facts, Evaluations should be
more intense and involve personal, face-to-face d. For further information refer to Annex A,
student-faculty interaction. Key to the imple- System Spread Sheets and Annex I, Mentorship
mentation of this strategy is the presence of a Strategy,
dedicated faculty member who possesses those
characteristics, ability and expertise to function 8A FMe more detailed discussion, see Annex g,
as a school "mentor" toward students.

4. FM 22-999 (Draft), Senior Level Leadership, o m n
explains how the thinking skills required on the Bectlon 11. Common Qore.
future battlefield constitute the longest growth 1. A common core of officer attributes, skills,
requirement in officer development, To impart knowledge and proficiencies extends through all
the requisite skills, certain changes to the current levels of professional development. From the
system for educating and training officers in time an individual makes a decision to pursue a
units and organizations are needed, Leaders at all career in the military, he begins to adopt certain
levels must adopt a teacher-mentor style of lead- characteristics that exemplify the Army officer:echrateisic whiah exemplrs th Amyat ooffmmanetha
ership which lfosters a climate of command that high professional values, a Warrior Spirit, a mas-
encourages young leaders to think for themselves. tery of the Art and Science of War, a leader and

S. The aim of the mentor program is to develop mentor role, an action-oriented thought process
officers in sufficient numbers who possess the and a broad base of general knowledge. All of
knowledge, skills, abilities and character to bc these characteristics are components of the corn-
able to both think about the conduct of war in mon core, The professional development system
broad terms and adapt to the demands of a fast. must support the officer with training arid educa-
paced tactical environment, tion which nurtures this common core so that it

6. The major thrusts to accomplish this aim can grow as the officer's career progresses.

are: 2. The common core should be based on the
Fundamental Principles of Officer Professional•'a, TRADOC develop new, small group ori- and Leadership Development. This Common

ented, experientially-based strategies with an ex- Core is best initiated and reinforced during a
pentrsiec facult capale resident schooling experience and serves as the
• mentorship needed in schools. common base for further specialized develop-

b. TRADOC and all unit and organization ment of officers. Definition of the Common Core
commanders emphasize the need for educating provides officers with a professional develop-
and training officers in units using experientially- ment guide for what he must BE, must KNOW
based teaching by leaders at all levels who act as and must be able to DO.

so
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3. The components of the common core must c. Provide documentation to serve as a guide
be introduced at all military courses from ROTC, for what an officer must BE, should KNOW and
USMA, OCS through OBC, OAC, CAS3, CJSC, should be able to DO across each career develop-
SAMS and SSC. The Common Core is the th cad ment period.
that ties together the things that all officers r ,ust 8. Annex 0, Common Core, discusses this con-
BE. KNOW and DO. cept in greater detail

4. In addition, a relationship must be estqtolish-
ed between the components of the comm jn core Section 12. Education and Training Methods.
and the categories of the individual a s~ssment
program by matching required skills, proficien- 1. The education and training components of
cies, knowledge and attributes. The goal here is professional development are driven by where
to ensure that the school evaluadon process and one learns-i.e., at a service school, through oc-
the individual assessment program are casional excursions into correspondence courses,
complementary. at civilian schools and in one's operational set-

ting. As the complexity of an officer's environ-
5. The aim of the common core curriculum is ment increases, so does the stress of living in that

to identify those fundamental elements common environment. The pressures to keep up and stay
to all officers regardless of branch or functional current, coupled with the time pressures of the
area and ensure that they serve as the common daily routine make it difficult, if not impossible,
core for the education and training system. for officers to take the time to reflect and draw

6. The major thrusts to accomplish this aim insights about their profession.
are: 2. It is no longer realistic to think that a few

a. TRADOC (coordinating with ODCSOPS years of college or graduate school are an ade-
fo theRcolonelD evelopmentinPewiod andSquate educational foundation for a lifetime offor the colonel Development Period and the service. A thoughtfully created and executed pro-

AWC) identify for each Development Period the gram of on-going continuous training and educa-
knowledge, skills and attributes expected of an tion is required of every officer for him to avoid
officer-i.e., those things he must BE-KN0V%'- having his knowledge become obsolete. A life-
DO. style of life-long education is a must, not an op-

b. TRADOC (coordinating with ODCSOPS tion. An officer must be expected to study, not
for the AWC) incorporate a common core curric- allowed to.
ulum throughout the school system, 3. The PDOS desired professional develop-

c. TRADOC (coordinating with ODCSOPS ment system seeks to meet today's education and
for the AWC) institute self-development and in- training challenges by pursuing an evolutionary
dividual assessment programs to support the movement toward an "education and training
common core. life-style" concept. The principal way this is

achieved is through active involvement by all
7, The PDOS-recommended base policies, ap- major participants in the professional develop-

proved in concept by the CSA, are: TRADOC ment process-the individual officer, the mentor
develop and define content of the common core in the school and in the unit, the unit and organi-
curricula for each level of schooling and identify zation and the school. These players use an array
those attributes, skills, knowledge and proficien- of methods to achieve the desired development
cies which provide for what an officer must BE. outcomes,
should KNOW and should be able to DO across 4, The PDOS education and training methods
all development levels: strategy seeks to provide the major players with

a. Incorporate the fundamental principles, the means to successfully meet today's and to-

identify elements for common core curriculum morrow's challenges. This strategy uses both
and determine what should be contained in the traditional education and training technologies
individual assessment program. as well as electronic methods. The earlier discus-

sion of mentorship dealt with the traditional
b. Incorporate in a systematic and progres- methods which aid in professional development,

sive fashion the appropriate common core curric- Other important "non-electronic" methods are
ulum level of schooling from pre-commissioning addressed throughout each development period
through SSC. Designate a proponent office to in Chapter V. The intent of the PDOS effort is to
monitor continuity between courses-Pre-Com- reinforce these proven conventional methods and
missioning, OBC, OAC, CAS3, CSC, SSC, those advanced computer technologies which are
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less developed. A listing of the roles of each ma- a. Ueneral.
jor player and the methods to emphasize at each
development period it shown in Figure VI-1 m (1) TRADOC use mentoring concepts and

the end of the chapter. The major focus of the "smart" technology aids as major initiatives.
remainder of this discussion concerns the tech- (2) TRADOC '- e proactive in incorporat-
nology applications, ing into post-con sioning service schools

5. PDOS education and training methods are evolving learning cc -pts associated with com-
those which should be emphasized to support the puter technology while providing safeguards to
individual officer, units and organizations and prevent duplication of research and development
unit and bchool mentors in performing their pro- efforts and reassessment. checkpoints which en-
fessional development roles during each develop- sure that mjor initiatives are proceeding to-
ment period, The Army must invest in technolo- wards the desired aim,

1ies which increace individual human capab.li1) (3) OLAS support evolving etforts to pro.
by making technology a natural expansion of an vide a senior leader aid in strategic planning and
officer's environment in a peacetime or wartime policy impact analysis using the Professional DN-
setting. velOpment oeP Officers System as a theme, This

6. The Army must use advanced computer will support the long-term navigation and refine-
technologies [referred to heteafter as Computer ment of the p -ofesslonal development desired
Communication Based Instruction (CCBI)] to as- system.
sist commanders, staffs and key decision makers b. Education,
in making sound decisions in a higher stress, fast-
paced, rapidly changing, complex environment, (1) TRADOC target the education, re-
If developed properly, CCBI can assist an officer search and dcvelopmcnt and information man-
in his decision making processes and help him to agenent communities to develop computer tech-
minimize his imprudent short-cuts while increas- nologics with the aim of increasing the tempo of
ing the tempo of his decision making in combat decision making under stressful, complex
as well as in peacetime, situation.

7. The ultimate alms of the Education and (2) TRADOC provide more assistance to
Training Methods program are: unit and organization leaders so they may em-

Sa. Education. ploy enhanced computer communication tech-
a, Educatiove cnologies in officer development,

(1) Provide a coherent, rational strategy
for long-range investment in an officer's (3) ODCSPER articulate better the re-,

potential. quirements for advanced civil schooling.

(2) Maximize each officer's capability for (4) TRADOC enhance the level of exper-
excellence and contribution to his profession tise in schools and broaden the faculty role to
over a series of assignments. incorporate a mentorship strategy in education.

(3) Impart to officers the understanding of (5) TRADOC provide more emphasis on
the context or frame of reference associated with the "how to think" component of learning with
the range of upcoming assignments within a par. focus on small group learning and with maxi-
ticular development period, mum use of experimental exercises.

b. Training. c. Training.

(I) Provide a coherent, rational strategy (1) TkADOC contirnue to develop func-
* for each assignment so as to sustain technical ional modules targeted to specific assignment

competence and proficiency, needs.

(2) Maximize each officer's capability for (2) TRADOC provide a systematic and
excellence in those skills required in current and/ progressive Common Core curriculum strategy.
or immediately subsequent assignment. (3) TRADOC (coordinating with ODC-

(3) Provide a means for an officer to ac- SOPS tor AWC) provide a self-assessment and
quire factual knowledge with the assistance of skill competency evaluation strategy with pertic-
user-friendly courseware and software. ular emphasis from COSC and beyond....

8. The major thrusts to accomplish these aims (4) TRADOC build and maintain com-
are: puter-knowledge bases to support the Common
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Core and specific technical fields; continue to to other populations and mission areas; and iden-
develop cnmputer-software tutorials. tify the overlap with other information manage-

() TRADOC shift the focus of OAC so ment systems. Report to DAMO-TR within six
that it provides for a maximum amount of stu- months from project initiation.
dent learning within the context of a small group (2) Authorize DAMO-TR one space (di-
and with particular emphasis on the experiential rected military overstrength) to coordinate CCBI
application of new skills, expansion program. (Note: Resource estimates

(6) It is the individual's responsibility to are based on addition of CCBI directorate within
maintain his technical proficiency; TRADOC existing TRADOCstucture).
support his obtaining the necessary factual c, Send five field grade officers to obtain
knowledge throughout a development period. post-masters level education in intelligent educa-

9. The PDOS-recommended base policies, ap. tional systems for eventual assignment to
9.rThed in OrconetebndedCA basepoiiep TRADOC, USMA, AR! and the Army'Staff.

a. TRADOC accelerate development of com- d. OCSA sponsor (for at least the next five
municatlon computer-based instruction (CCBI) years) a Senior Service College Army Researchcompuer- ae '' Associate to monitor the institutlonalization of
technologies for use in schools, units and organi- PDOS CCBI and other major PDOS initiatives.
zations and by individual officers so as to:

e. Incorporate a two day strategic planning
of emerging technologies. and future p6licy impact exercise for new briga.

dier generals with officer professional develop-
(2) Provide decision aids to increase the ment as a theme; use exercise insights to assist in

tempo of prudent sound decision making under navigation to desired PDOS system state,
stress, f. Further develop and apply the PDOS Fu-

b. HQDA approve resources to accomplish tures process as a strategic planning and policy
approved CCBI related policies, to include: impact analysis model to anticipate long-term

(I) Task and fund Construction Engineer profesilonal development needs and assist In se-
Research Laboratory (CERL) to: estimate costs; nior leader development.
evaluate the most cost effective ways to apply 10. Annex P, Education and Training Meth.
CCBI technologies; identify applications of CCBI ods, discusses this concept in greater detail,
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-SYSTEMS AND SMART COURSEWARE" WILL ENHANCE THEIR MINTORING AND CONTINUED
EDUCATION CAPABILITIES.

UNI r/OKb

TINE FOR 60 PROFESSIONAL DEVELOPMENT, ACCEPTS NE ED 0 SIMILAR TO A6/MG DEVELOPMENT PERIOD.,
INCIPALS POSITIONS FOR SHORT PERIODS OF GO TRAINING
OLD PERIODIC SEMINARS AND EXERCISES To ENHANCE WARTIME
ND ACNIEVE OTHER GO DEVELOPMENT OBJECTIVES.,

SCHOOLS 4

NPACT/STRATEGIC PLANNING EXERCISE DURING GO 0 SIMILAR TO £G/MG DEVELOPMENT PERIOD BUT WITH MORE RELIANCE ON CIVILIAN
ST IN DETERMINING THE LONG 'TERM IMPACT OF POLICIES. UNIVMBITICB OR INSTITUTS FOR EXECUrIVE DEVELOPMENT OROAAS ARY DO
IFRAME OF REFERENCE SHFST AINLSRTGE. SCHOOLS RESPONSIVE to SENIOR GO NEEDS WITH DISTRIBUTED EDUCATION OR TRAINING
TY AND JOINT SERVICE, SPONS R SHORT COURSES. SEMINAR PROGRAMS.
0-AUDIO TELECONFERENCING), I NCORPORATE ADDED SENIOR
OS AS DEVELOPED. PRODUCE SENIOR LEVEL R4FRIISHER"
D DISTRIBUTE RECDMMENDED REIADINGS AND- SYNOPSES,

MiTHODS TO EMIPHASIZE METHODS TO EI'ZPHASIZE

ELETROICCONVENTIONAL ELECTRONIC

PREP, ~ ompuTg ASSISTED 'MEFRESNER" PACKAGES INVDUL
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IMPACT AID PROFESSIONAL READING XPERT SYSTEMIS4

STRATEGIC PLEANNING/POLICY IMPACT AID

COMPUTER TELECONFERENCING (VIDEO/AUDIO) MENTORIt
SEMINARS COMPUTER rELECONFERrNCING (VIDEO/AUDIO)
COLLIEGI WqS

COMPUTER TELECONFERENCING (VIEO/AUDO) UNIr/ORGANIZATIONI
EIELD TRAININGCOPTRTLCNEECN ID/AnoCOMPUTER ASSISTED E.XERCIBSE EXPER IENTIAL APPLICATIONCOPTR ELONRNIG(ID/AIO
COMMAND CONFERENCES COMPUTER ASSISTEDO EXERCISES

COMPUTER ASSISTED 'RiFRESHER' PACKAGES SCHOOLSi
.OMPUTER TE 0~EOFRNIG VDOADO SHORT COURSES .NFORMATI ON STORAGE & DECISION AIDSARTIFICIAL N TELLIGENCE SEMINARS CONPUTER 1EIECONFERENCINO (VIDEO/AUDIO)
EXPERT SYSTEMS CLEIM RIIJLITLIEC
STRATEGIC PLANNING/POLICY IMPACT AID CELLGIUE ARTFC AL TELLM EC

STRATEGIC PLANNING/POLICY IMPACT AID
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ACCOMPLISHMENT THRU DEVELOPMENT OF SUSORCINATES. CONCENTRATION,
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OFFICERS'. PERSPECTIVt. ____________________
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EDPRACTICAL EXERCISES IELD RlACTICAL EXERtISIES
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FIELD PRACTICAL EXERCISES:1ELD TRAINING SMALL 6ROUIPS CcmpuTER As

PROFESSIONAL KEApIN ComputER ASSISTED INSTRUCTION (CAI) PACKAGES ý.Asl STUODi~ LwIPUTER St
FIELD PRACTICAL E.AERCISEs MAINTAINING WCONPUTER KNOWALEDGE SASES PR t. S S IOAi, IFTADIt4G
SMALL GROUPA (lES THAN OR FACULTY MENTOR.' I SIRVICE SCHOOLS
EQ UAL TI'LTHANDS-ON IRAINING

Figure VI-1: tsevelopment Period Rolos vain

Methods to Emphasize SuppLor
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Chapter VII

Special Interest Items

Seotlon 1. Introduction. cope with in the way of total time spent in mili.
tary endeavors before he or she finds it, impossi-

1. Overview, During the course of this study ble to continue in the system, Figure VII-I por-
numerous special subject areas were evaluated, trays the relationships of the changes
Since some of these areas have a significant ima. recommended pertaining to the RC officer as dis-
pact on the Army, additional attention is de- cussed below,
served and they are presented within this chap- a. The current system and on-going initia-
tor. These subjects include Reserve Components, tives in pre-commissioning and OBC fairly well
functional education and training, special meet the needs of the RC. Options such as the
branches, pre-command courses, advanced civil ARNO State OCS program and RC Officer Basic
schooling, impact on the individual and the fami- Coursedl with a combination of resident and' non-
ly, women in the Army and control and coordina- resident instruction must be continued, While it
tion of officer development, is recognized that OBC conducted entirely in a

non-resident mode is not viable, the extent of2. General. This chapter selectively extracts the residence required must 'be held to a minimum
highlights of these special interest items in order and should be based on RC needs.
to provide concise sections which deal with the
implications of the PDOS recommendations on b. The OAC as a prerequisite for promotion
each issue. Refer to Chapter VIII for a discussion to major does not ensure that the skills provided
of those base policies which support each of these by this course are obtained early enough in the
areas, 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

Section 2. The Reserve Components. not later than the end of the third year after pro.
motion to captain. Since the DA Action Plan pro-

1. The current reliance on the Reserve Compo- posal eliminates the timing problem, PDOS rec-

nents (RC) and their importance in mobilization ommends implementation of that plan as it

scenarios mandates that RC officers receive the perains to QAC,
best possible professional development, At the c, While CAS3 fulfills a universally recog-
same time the Army inust recognize the special nized need for staff development training in the
considerations of the RC officer in that he must Active Component, the nature and length of the
simultaneously maintain proficiency in two ca- course make it virtually unobtainable for the typ-
reers (civilian and military). Educatioi. and train- ical RC officer. This' tends to leave a large void in
ing requirements must be based on actual needs, the development process that is vital for RC of-
held to the absolute minimum and offered in ficers. Because of this void, PDOS recommends
multiple modes to make it possible for RC of- the design and implementation of a correspond-
ficers to fit military duties into an already de- ing studies staff development course with a maxi-
manding schedule, The special needs of the Re- mum of two weeks in residence, Introduction of
serve Components have been kept in continual this course will allow its completion instead of
focus during the course of the study, A lack of one-half of COSOC to be the educational prereq-
good data or other objective means of determin- uisite for RC promotion to lieutenant colonel,
ing impacts of aew requirements on the RC offi- CAS3 (resident or USAR school option) can ftal-
cer dictates that a study be initiated to deter- fill this requirement and is the preferred method,
mine, if possible, what the typical RC officer can The resident course will be required for all Full-

.. .I
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Time Support officers. Completion of the Staff 3. PDOS-recommended base policies which .14
Development Course or CAS3 will be required are relevant to the Reserve Components and
not later than the end of the third year after pro- have been approved in concept by the CSA are:
motion to major. a. Full-time support officers will be profes-

d. All AC options should continue to be sionally developed in accordance with AC
available to RC officers for CSC level education, counterparts. "a
The RC phase of the resident course should be b. Expedite the process by which RC officers
redesigned around the "common core" for MEL may change branches. Develop a system of as.
4 producing courses and should be based on sessments and courses designed to meet addition-
warfighting proficiencies required by RC officers, al skill or training proficiency requirements,
Emphasis should be placed on including battle
simulations exercises in the RC phase. CGSOC c. Develop education and training methods
becomes the educational prerequisite for promo- to support the professional development strategy
tion to the grade of colonel, only., which is aligned with the Active Component.

Modalities will assist the Individual in self-devel-
e. For the Senior Service College, the current opment and will require minimum in-resident

system of providing, quotas to -each of the Re- schooling.
serve Components and selection by board action
should be continued. USAR graduates of SSC d. Non-resident Instruction programs will be
should be given priority for assignment to Indi- developed simultaneously with the in-resident
vidual Mobilization Augmentee (IMA) or Troop programs and updated as required.
Program Unit (TPU) positions, e, Determine the average amount of time

f, Multiple options must be made available that the typical RC officer can be expected to
devote to professional development during each ",for RC officers attending pre-command courses. professional development period,

While attendance of RC officers at AC pre-com.
mand courses should be encouraged, those f, Develop and Implement a new Army cor-
courses contain material not necessarily meeting respondence "Staff Development Course" with
"RC requirements, Therefore, pre-command no more than two weeks in residence as an alter- ...
courses tailored to RC needs must be developed native for RC officers who cannot attend CAS3,
and offered in multiple options. The minimum education requirement for promo.

tion to lieutenant colonel will be the Staff Devil.
2. To help ensure that the system adequately opment Course which will be completed not later

provides for the orderly and complete develop- than the end of the third year as a major. Success-
ment of RC officers, PDOS recommends some ful completion of CAS3 may be substituted for
actions in addition to those oriented on the promotion purposes,
school structure.

g. Update and implement the RC lieutenant
a. Reserve Components must be included in colonel and colonel pre-command course that

new education and training modes, particularly was pilot tested in 1983.
those that can help to decrease resident coursetimerequremetsh. Evaluate the feasibility of providing ap.

propriate compensation for RC officers who pur-

b. A system to expedite branch change for sue professional development through programs
RC officers must be developed. It must include a of non-resident instruction.
means of identifying education required, short 4. A complete discussion on the impact of the
modular courses and the means to validate the Reserve Components included In this study can
course by test if an individual Is already profi- be found in Annex HH, Reserve Components.
ctent in an area or areas.

c. Full-Time Support Officers should be de- S"'tlon 3. Funotional Eduoatlon And Training.
veloped in a fashion similar to their Active Com.
ponent counterpart, 1. The scope of effort in the area of functionaleducation and training included an analysis of

d. Because of the reliance of RC officers on the proponency system and its affect on officer (. )
non-resident course programs, equal priority professional development, the entry level educa.
with development and maintenance of resident tion and training for functional areas, skill train-
courses must, be given to keeping the NRI pro- ing and continued education and training oppor-
grams current. tunities in the functional areas. Functional
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Figure VII-1

EVELOPMENT SYSTEM FOR RESERVE COMPONENT OFFICERS

STAFF OFFICER DEVELOPMENT FOR RC OFFICERS

0 PDOS POLICY - An Army Correspondence Course Program (ACCP) Staff Develupment Course with no
more than two weeks in residence will be designed and implemented fur the Reserve Components as an
alternative for 1G officers who cannot sttend the resident of USAR CAS 3 school,

o After the Staff Development Course is implemented, it or CAS 3 
will be the minimum

education requirement for promotion to LTC and will be completed NLT the and of the third
year as Major.

o RSASUNS:

o Needed to provide detailed staff skill development training to RC of~ficers at a time it is
useful,

a The only way to ensure that all KC officers g•et the training is to mnke it mandatory,

o Other PDIS proposals will make this option feasible with minimal additional time required.

o Policy will encourage attendance at CAS
3 

for those who may not otherwise go.

o IMPLEMENTATION1

o Policy will apply only to those commilsioned after I Oct 85.

o To be encouraged for all others eas soon as course is developed.

o Course to be for RC officers only to provide minimum staff development training.

o Non-Res phase to be conducted in a corresponding studies mode concentrating on written

staff work.

o Two week resident phase to concentrate on staff coordination, and briefing skills,

YEARS 8 - 17

0' RG portion of CUSOC to be developed based on

appropriate portion of warfightLng core plus 0C toC

requiremnts. 
6 00

o Shorter than current course (300 hours?). 66, 60

en Final phase (2 wks) to be at Ft 1 '00 %Cta
Leavenworth until such time as battle "
simulations exercises are available at

USAR schools or other decentraliged sltes.

CtUSOC to be required for promotion to ColonelC

(0b) only.
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education includes those professional develop. b. One recommendation of the OPMS Study
ment opportunities in support of functional areas Group was to review and refine all position cod-
which were established by the OPMS Study ing to better reflect the real requirement and to
Group's recommendations. Functional training include proponents in the approval process of the
is that training to support skills that are atypical manning documents, These actions will provide
to a branch and not part of the common set of a more firm basis on which to predict require-
proficiencies required of all officers. ments and develop an inventory of the right mix

2, The proponency system is having a positive of branch, functional area and skill proficiencies.

impact on officer professional development. This c. Once the requirement is understood and
is not only true for branch proponents but also the right number of officers are identified for
for functional area proponents. When the OPMS entry into a functional are, MILPERCEN can
Study Group recommendation concerning pro- schedule an officer into the correct entry level
ponents for skills is implemented the impact will course after company level branch qualification.
be even greater. Through the proponency system, Currently entry level courses are available for
viable career paths and opportunities are being most fiunctional areas. Exceptiltsons are Person-
defined, duty descriptions are being standard. nel Management and Operations, Plans and
ized, education and training requirements are be. Training, These areas will require some action on
ing identified and voi0s in the system are being the pan of the proponents to develop the appro.
filled; but challenges still exist, priate courses, Another area that will requiro at-

tention is the ADP Staff Officer functional area.
a. Challenges. The projected entry level course Is an advanced

(1) An officer must receive education and degree in ADP or a related field, This method
training in a functional area or skill before begin- does not provide the military perspective of the
ning assignments requiring the functional area or functional ares,
skill, For this to be effective the Army must d. For any functional area that currently can
know what functional area or skills are effective be designated solely on award of an advanced
the Army must know what functional area or degree, a military entry level course is required to
skills are required for a particular position so that provide the frame of reference and military per-
the proper education and training is obtained by spectivc that cannot be obtained through ad-
the officer before assignment to that position, vanced civil schooling, Ideally this military entry

(2) Under the current system of position level course will be completed prior to attend.
coding, the planners who are responsible for de. ance at the civil Institution,
veloping the officer inventory have a difficult 3, The OPMS Study Group recommendation
time projecting future needs. to have multiple career tacks (i.e., single track in

(a) The manning documents, especially a branch, dual track in a branch and functional
the TDAs, are in a steady state of flux and do not area, or sequential track from a branch to a func-
always accurately reflect position requirements, tional are a where primary duties relate to the

functional area thereafter) will also affect func-
(b) The planners also have difficulty tional education and training,

due to current MILPERCEN policy of managing
by the first specialty code only. A position is cod- a, It is estimated that approximately 20 per-
ed with a primary code, and are of concentration cent of the officer corps will single track in a
identifier, a second specialty code, followed by branch and nearly all their development will be
skill identifiers, The second specialty code gets oriented toward the specific branch involved,
lost since it is not used in the forecast models The development system in place today is well.
(elg., 13B i4 ithe "s4" is lost), This results in an suited for this track as it is already oriented to-

imbalance since some of the functional area spe- ward branch development. The system can also
cialty codes tend to be identified primarily in the accommodate officers who are dual tracked since
second position. these officers will remain branch affiliated and

retain branch primacy, They will receive addi-
(c) Management by skill is seriously tional education or training for their functional

lacking except in a few isolated cases such as the area needs just as they do now. The remaining
Material Acquisition Management (6T) program. officcrs will either have their functional area spe-
For the system to have meaning, it must assume cialty holding primacy or else be sequentially
that if a specialty or skill is in fact required to racked in a functional area thereafter and not
successfully accomplish the tasks perfurmed by have a primary affiliation with a branch. These
an officer in that position, officer swill be a challenge to the system due to
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their unique professional development needs. PDOS. For example, the fundamental principles
The current system is not designed to provide for apply to the entire officer corps and will be used
officers with primary focus on functional areas. by special branches in designing the professionalSdevelopment system for their officers, The com- ]

b. Sequentially tracked officers or officerswith primary orientation in a functional area, if mon core will apply also but modified as dis-with primatedpryioritosenationi fuconl maore, iy cussed below. When the improved education and
so designated prior to selection for major, may training methods are implemented, they will be
require special attention to provide appropriate available for all officers, Specific impacts on the
intermediate education and training upon entry special branches are discussed below.
into the field grade ranks,

(1) Sequentially tracked officers do re- 2. As a result of the atudy, attendance criteria
quire education and training in the common for CSC and SSC are modified. For those officers
warfighting and support doctrine. Currently, the In the special branches who participate in the
other segments of the current CSC education do CSC and SSC education, the attendance criteria
not support all functional areas, Accordingly, the will be the same as for all other officers. It Is not
functional area proponents need to establish al- the intent of the study to reduce or eliminate
ternative programs for award of MEL 4 to these special branch participation in these pro-
officers, grams-rather, the study reaffirms the need for

special branches, as well as all branches and func-
(2) The proponents must explore means tional areas, to be represented in those courses,

to provide a continuing education and training
program for the functional areats. Branch schools 3, For each development period basic profi-
will be developing refresher programs for officers ciencies required of officers are established.
being assigned back into a branch assignment These are identified as the BE-KNOW-DO
from functional area or branch immaterial as- attributes, Each special branch proponent should
signments. *Many of the functional areas have ensure that their officers maintain these profl.
comparable civilian professions which already ciencies except where prohibited by current regu-
have continuing education and training programs lations or policy, An example of an exception is
established to include regional and national semi- combatant skills for the Chaplain Corps. The Ge.
nars, The Army should take advantage of such neva Convention classifies chaplains as noncom-
programs and ensure offcers who are being de- batants and current policy prevents chaplains
veloped as "experts" in these areas are afforded from qualifying with and carrying side arms,
the opportunity to participate with their civilian Clearly the proficiencies dealing with the use of
counterparts, weapons cannot apply to officers in the Chaplain

S4. PDOS-recommended base policies which Corps, The special branch proponents should re.
fonctional education and training view the BE-KNOW-DO and modify them asare relevant to veducation an trainSn needed based on current regulations and policies,

and have been approved in concept by the CSA SealotedsuinofheB-NWDart: See also the discussion of the BE-KNOW.DO
concept in Chapter 4, and in Annex K, BE-

a. Company le,,el branch qualification will KNOW-DO Concept,
pre•ede functional area development,

b, Develop or revise, as needed, courses and/ Section 5. Pre-Command Course.
or modules to support all areas or concentration
and functional areas. I, The discussion contained In this section per-

c, Officers will be eligible for assignment to tains to both the major and lieutenant colonel
positions coded with area of concentration, func- development period and the colonel develop-
tional area or applicable skill codes after comple- ment period,
tion of an applicable military course or 2, The purpose of the Pre-Command Course
equivalent experience. (PCC) today is to assist command selectees in

5. Further detailed discussion of functional ed- their preparation for battalion and brigade-level
ucation and training can be found in Annex Q, command by ensuring a common understanding
Functional Education and Training, of current tactical doctrine and by providing both

new and refresher training in selected functions
Sootlon 4. Impact On Speclal Eranahea, and duties, Any other additional training would (.,)i 4be defined as functional or technical train-

I, The special branches will be affected by the ing-and should not be considered part of the
implementation of the policies recommended by pre-command program.
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ao The task of providing refresher training to command course at either the branch proponent

our commanders has become much more diffi- school and/or at the Leavenworth phase.
cult as the responsibilities of our commanders 4. For further detailed discussion on the Pro-
have grown, rho PCC program continues to grow Command Course, refer to Annex R, Command.
in size and complexity.

b. The pre-command course consists of four Section 6. Advanced Civil Schooling (ACS).
separate phases which officers attended sequen-
tially and before assuming command. A brief 1, Throughout the years, the role of the profes-
description of these phases follows: sional Army officer has become increasingly

complex and diversified in an era of expanding(I) The first phase• ls a self-study packet technological sophistication. As a result, the Ar-
prepared and mailed by the Army Training Sup- my has had to greatly increase its reliance on
port Center, It contains readings and a short di. civilian institutions to educate officers in the
agnostic test. skills necessary to stay abreast of scientific, tech-

(2) The second phase, "How to Fight," nological, and social changes. In 1963, the Army
conducted at Fort Leavenworth, stresses com- Educational Requirements Board (AERB) was
binod arms doctrine, It includes instruction on established to validate Army graduate education
the AirLand Battle, offensive and defensive oper- requirements. This board meets periodically to
atron, logistics, etc. This phase is one week in review individual positions submitted by the
duration, field. Based on approved AERB validations, ful-

ly-funded quotas are annually established. Upon
(3) The third phase ("How to Com- graduation, officers are required to serve three

mand"), also at Fort Leavenworth, is devoted to years In AERB validated positions,
the human aspects of command. This phase is 2Aone wek i duraion,2, In 1970, the General Accounting Office pub-,
one week In duration. lished a report critical of the services, charging

(4) The final phase, conducted at the ap- mismanagement of graduate education programs.
proprIate branch school, provides a refresher to There have since been several reports by other
the command designee on branch and technical agencies which have addressed similar shortcom-
subjects with emphasis given to hands-on train. ings, namely, the Army's validation process and
ing. This phase can be up to three weeks in utilization rates of graduate educated officers.
length, These shortcomings are the result of both a nar-

row definition of requirements (e,g., by individu.
3. Study group recommendations, pertaining al position) and defining "payback" as utilization

to the Pre-Command Course (PCC), fall into two in an individual validated position, RETO found
categories, that because of such constraints we "have de.

a, The first of these recommends that ODC- fined ourselves into a position of appearing to be
SOPS publish a regulation which would define poor managers."
policies, purpose and responsibilities for the pre- 3, Management of the current ACS system is
command program, formalize requirements for not the issue, especially in view of recent devel.
coordination between TRADOC and other opment by MILPERCEN of the Civil Schools
MACOMs, address major policy areas such as Management Information System, The issue rests
exemptions and deferments and provide for with how the Army meets its requirements and
oversight of PCC funds. the philosophical basis for why the Army needs

b. Secondly, a recommendation was made to officers with advanced civil schooling.
expand opportunities for Reserve Component 4. Since the first AERB in 1963, the scope of
(RC) officers to receive pre-command training, validation has been restricted to individual posi.
At the present time, attendance at the pre-com- tions, In fact, only those positions requested for
mand course by RC officers is constrained by a validation or re-validation by the field are even
number of factors, Because of their civilian em- considered by the board, Such a process of basing
ployment, it is difficult for RC officers to attend requirements on individual authorizations and
either two to three weeks at the branch propo- then on only a select few cannot establish total
nent school and/or two weeks at Fort Leaven- Army requirements, The 1983 AERB was tasked
worth. Establishing a separate pre-command to identify total Army requirements but at best
course (5-7 days in duration) for RC officers will only eight percent of OPMS authorizations were
provide a course tailored to their needs-and validated. However, much evidence exists show-
would not preclude iheir attending the AC pre- Ing that many positions worthy of validation are
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II
not-because they are never submitted for board Army must make maximum use of officer tal-
consideration. Reasons for this vary, but center ents, especially those talents of a functional na-
primarily on field misconceptions of validation ture, This is accomplished by assigning this in-
criteria, oversight, or commander's hesitancy to ventory of to validated units, organizations and
tie his authorizations to extraordinary manage- positions for normal tours as soon as possible
ment constraints. On the other hand, some posi- subsequent to schooling and, as appropriate,
tions are submitted for the wrong rea- thereafter throughout a career.
sons-quality cut aspects and an increase in the
unit's Officer Distribution Plan (ODP) allow- 8, PDOS-recommended base policies which

ance. The focal point of the requirements identi- are relevant to Advanced Civil Schooling and

fication dilemma obviously rests with the scope. have been approved in concept by the CSA are:

Pressuring the current system to "work better" is Army full-time Advanced Civil Schooling (ACS)
not a solution, We have tried that since 1963. An programs will be designed to meet Army require.

alternative process with broader scope is needed. ments and goals.

a. Requirements and goals will be based on
5, The worth of ACS has historically been mea- current and future unit, organization or position

sured in functional terms. That is, an officer is needs.
educated in an academic discipline which sup-
ports one of his specialties and then is "properly b. The scope of ACS will include the need for
utilized" only when he works in a validated posi- officer broad-based knowledge and cognitive
tion requiring his grade, specialty and functional skills as well as meet functional requirements.
skill obtained through graduate education. A
functionally competent officer corps is essential c, Criteria will be established for identifying
to the Army, We need in-depth experts in a varie- educational institutions which meet ACS require-
ty of areas. However, the worth of a challenging ments and goals and Army full-time students will

advanced civil schooling experience cannot be attend only those institutions,

measured exclusively in terms of functional prep- d. ACS graduates will serve a normal tour in
aration. The schooling experience is a broadening a unit, organization or position requiring in-
experience which raises one's frame of reference creased knowledge and skills.
and thereby stimulates vision. 9, For a further detailed discussion on Ad-

6. Under current policy, officers may attend vanced Civil Schooling, refer to Annex S, Ad-
full-time ACS at any accredited college or univer- vanced Civil Schooling.
sity which offers study in a directed academic
discipline. Considering the cost of full-time pro- Section 7. Impact On The Individual And
grams, especially fully funded, we must identify Families.
those schools which provide the best education
for the investment. In so doing, however, we I, PDOS recognized that the impact of recom-
must ensure that a sufficient variety of schools mended policies on an officer's family had to be
are identified to provide necessary diversity, Ma- considered. In addition, the aggregation of poli-
jor concern in doing this is that not all graduate cies and their resulting impact needed to be ana.
schools offer program-. of equal quality and some lyzed both in the near and far term.
schools are noted for particular fields of study,

Accreditation does not indicate quality but rather 2, For a discussion of this impact refer to An-
attainment of minimum institutional standards, nex T, Impact on Officers and Families,
Additionally, programs of study within the same
academic discipline vary significantly between
schools. They vary by content, subject matter, Section 8. Implication For Women Officers.
quantity of classroom hours, thesis or project re- 1, The study group considered the unique
quirements and standards. The graduate educa- needs of women officers throughout all phases of
tion experience must be a challenge which ndlows•:: study. We conclude that PDOS recommended
Sreflection, research and inquiry, policies contain no unfair sexual bias.

7. The manpower investment in full-time ACS 2. The underlying themes of the system-wide
programs exceeded 900 man years in FY 84 and issues of Warrior Spirit and the Art and Science
by 1988 fully-funded tuition costs will exceed of War carry the connotation of direct involve.
$16 million. Although ACS has valuable broad- ment in the conduct of violence associated with
ening aspects for officers, as discussed earlier, the the proftssion. Current policy prohibits women
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from "front line" positions which raises the ques- be continued for loading the training base, pro-
tion of a possible dichotomy. However, when ful- fessional development, career management, civil
ly thought through, it is clear that the concept of education and pre-commissioning training. Army
the Warrior Spirit that focuses on success in corn- Regulation 10-5, Organization and Functions, as-
bat as the ultimate reason for enistence of the signs DCSOPS the responsibility for unit and in-
Army, applies equally well to all officers, regard- dividual training policies, program directorship
less of branch or sex. Familiarity with those as- for Program 8 (training) resourcing and supervi-
pects of warfare is necessary to all especially in sion and control over certain institutional
view of the potential for conflict anywhere in a schools. DCSPER has the responsibility for mill-
future, war and not just on the front line, The Art tary personnel management and associated func-
and Science of War encompasses expertise in ac- tions and managemomt systems (OPMS), pre-
tions of those who support and sustain the effort commissioning training and leadership develop-
and this again applies to all officers including ment. Finally, the 1984 Haldane Study noted
women. that training responsibilities within current DA

3. Since all officers must be knowledgeable in regulations are unclear and fragmented and day-
to-day responsibilities preclude the full participa-

their branch and/or functional area, they must be t
appropriately trained and given the assignments tion in training oversight by GSA and VCSA.necessary to develop professional competence This study recommended that ODCSOPS be as-ndepes tisaryntoedevelop enrofssionalEcorpetence signed as a proponent for Learning Centers; that
and expertise in their chosen field(s), Every offi-
cer Is expected to possess a common core of the Army Continuing Education System (ACES)be transferred from ODCSPER to ODCSOPS; :
knowledge. Women officers will be expected to btpossess the same knowledge and skills as men in that ODCSOPS reorganize to establish an ADC-SOPS for Training and Education; and that
the same branch and/or functional area. They ODCSPER continue its current role in leadership
must be given the same schooling and assignment tang
opportunities as men if they are to be comped- training.

tive, Thus, the professional development system
constructed in this study is equally applicable to 4. Retention of the current status quo in pro-o tedn. fessional development on the Army Staff will de-Swomen. tract from the PDOS aim to provide for an agen-

4, For further detailed discussion see Annex U, cy on the Army General Staff to function in a
Implications for Women. long-term overwatch capacity so as to monitor

implementation of approved PDOS recomnien- 4

Section 0. Control And Coordination Of Officer dations, Consequently, the following steps should
Professional Development, be taken to enhance efforts to coordinate officerprofessional development:

1. The 5 November 1984 PDOS briefing to the
Chief of Staff, Army identified as a system weak. a. Create a fourth objective to the Leader.
ness that no one single individual is in charge of ship Goal entitled "Professional Development"
professional development and many players in so as to monitor professional development
the system (are) not fitted tobether, throtigh the Performance Management, Army

process in consonance with DA Memo 5-10. This
2. There is a self-evident need to pin down additional objective would be stated as: "Profes-

responsibility for oa erwatch of professional de- sional Development, The preparation of officers
velupment to ensure coherence of the system. and noncommissioned officers to effectively lead
Therae ulmany playeis who currently can and do the Army and efficiently manage its resources."
take unilateral actions to further their aims and The supporting objectives of the Leadership Goal
goals. However well reasoned and intended these suggest a natural framework for ODCSPER to
actions are, they represent sub-opinrizations due centrally monitor professional devolopment and
to the limitations inherent in the relatively lower oversee the realizationi of PDOS aims and major
perspective of these decision makers below DA thrusts. Thib action ipecifically tasks DCSPER
level. In the algregate, the3c actions are not co- with monitoring officer professions; and leader-
herently coordinated and do not constitute a ship development.
system.

3, ODCSPER and ODCSOPS both have criti- b. Create a PDOS cell in ODCSOPS to coor-
cal and at times overlapping roles in the .ievelop- dinate implementation of approved PDOS edu-
ment process. The 1978 Long Study recommend cation and training policies and programs as they
ed that all military training be consolidated are approved. Additionally, they will ensure that
under DCSOPS and that DCSPER responsibility effective coordination occurs between CGSC and
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AWC. Placement of this cell in ODCSOPS is nec- (2) Add a fourth objective to the Leader-
essary because revised TRADOC policies and ac- ship Goal: "Professional Development. The
companying resource matters are central to many preparation of officers and noncommissioned of-
recommendations. ficers to effectively lead the Army and efficiently

5. PDOS-recommended base policies which manage its resources."
are relevant to control and coordination and b. ODCSOPS create a PDOS cell to coordi-
have been approved in concept by the CSA are: nate a PDOS eei a to pol.nate approved PDOS education and training pol-

a. ODCSPER overwatch professional devel- icies related to Army schools and individual and
opment under the Leadership Goal. unit training (staffed initially with three field

S(1) Coordinage approved education and rade officers, directed military overstrength).
training policies related to management of of.
ficers and to other related studies (OPMS, 6, For further discussion refer to Annex W,
TWOS, EPMS, ROTC, etc.). Control And Coordination.

7
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Chapter V111

Chief of Staff, Army Decisions and Implementation Strategy

Section 1. IntroducUon. commander did not fully support the remommen-
darien as stated, but rather encouraged -a corn-

1. Background, On 21 December 1984 the promise position that minimized designated
Chief of Staff, Army received a decision briefing units for quality. See Section 4 for CSA remiarks).
from the Director, Professional Development of
Officers Study on the results of the six month
study effort. This briefing presented the aims, officers as instructors to provide for more exper-
major thrusts and base policies required to im- rise in the schools.
plement the desired officer professional and lead- b. Concerns. Commanders expressed reser-
ership development system. vations about the following areas:

2, Overview, Presented in this chapter is a brief (1) CAS3. The CAS3 graduate performs
review of the comments provided by major Army well however.
commanders, a recapitulation of all the base poll- (er
cies presented to the: Chief of Staff for approval (a) The time spent by officers away
and a discussion of the implementation plans for from units while attending the course represents
the study recommendations as they are ap- time away from units,
proved. Additionally, challenges associated with (b) The amount of time captains have 4
this implementation strategy are discussed to in- available to them to finish the correspondence
elude implications for the future. Finally, a brief phase of the course is limited by job demands, J
summary of tho study effort and conclusions as
to the nature of the study's impact on the Army (c) Tbov expense to the system associat-
are detailed, ed with the requirement that most CAS3 instruc-

tors be former battalion commanders is high.
Sctiton 2. Summary Of MACOM Commanders (2) The company grade years may be
Comments. crowded with too many schools,

(3) The Army loses too many good of-
1. PDOS briefings to various MACOM com. ficers who feel they are not successful if they are

manders prior to the 21 December presentation not selected for comr id or SSC.
to the Chief of Staff elicited the following
positions: 2. For additional details, refer to Annex II,

MACOM Commander Comments.
a. Concurrence, MACOM commanders gen- Co

erally concur with and strongly support: Section S. C9A Approved Seeis Policies.
(I) The Fundamental Principles of Officer
(1)Theona FundamentaldPrinciplDe seofOfiert I, General, This section lists those policies

briefed to and approved in concept by the Chief

(2) The concepts of Mentorship and War. of Staff. They are presented in the same order as
tior Spirit (but caution that these issues must be discussed in the previous chapters of this report.
carefully articulated to avoid misunderstanding), The detailed supporting policies associated with

each base policy are contained in the fold-out at
(3) The distribution of officers so as to Annex A (these policies will be implemented as

achieve balanced cells of quality across the Army they are approved) and the aims and major
from captain through lieutenant colonel (one thrusts of these base policies are discussed in
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Chapters V, VI and VII and in their respective b. TRADOC evaluate OAC in light of OAC
annexes. mission and CAS3 to ensure that there exists no

unnecessary duplication between the two schools;
2. Development Period., Pre-Commissioning, design modules into OAC which support prepa-

a. Commissioning standards will be tight- ration fPr follow-on attendance to CAS3.j
ened and tied to an assessment program (e.g., c. Company level branch qualification oc-
military skills, physical standards, PMS evalua-

,ROTC Basic/Advanced Course). curs prior to assignment to other than branch
tion, material position (e.g., functional area, civil

b. Minimum standards for entry into all pre- schooling).
commissioning programs will be uniform, based
"on commissioning standards and tied to the indi- e a A FC s w
vidual assessment program.

c, Branch selection procedures will consider (1) Ramp to 2ý400 in FY 86,

the'qualifications of each individual measured (2) Ramp to 4,500 in FY 87,
against an established set of standards required
by each branch, ,. Assign some former battalion and brigade 4

commanders to school faculty.
d. Assignment of cadre will be based In part

on the branch production mission of the Institu- f, Fot further information refer to Annex A,
tion with the aim of assisting in the recruiting System Spread Sheets and Annex CC, Develop-
effort by providing a role model and mentor. ment Period: Captain.

e, All ROTC cadre will attend a formal train- S. Development Period, Major and Lieutenant
ing course prior to assuming duties, Colonel,

f, For further information refer to Annex A, a. All active component officers will com-

System Spread Sheets and Annex AA, Develop- plete a resident or non-resident command and
ment Period: Pre-Commissioning. staff level course prior to selection to lieutenant

colonel. This course will include a command and3. Deelopmnt Peiod: ieuteant.staff level land warfi:•hting and support doctrine ')

a. OBC will be a resident experience for all corev
officers upon entry into commissioned service. b, A small number of MEL 4 graduates will
The purpose of OBC is to: be provided opportunities for an Advanced Mili-

(1) Set core foundation for officer values, tary Studies Program (AMSP) emphasizing the
integration of the Art and Science of War at the

(2) Provide branch training/knowledge, operational level, in joint and combined opera-

(3) Provide initial professional develop- tions and across the full spectrum of conflict.
ment guidance and materials. Actions related to AMSP include: 4

b, Goal: The first assignment after OBC for (I) Maintain enrollment at 48 students.
all lieutenants will be to a branch material posi- Evaluate student, cost and benefit tradeoffs, then
tion, preferably with troops, make decision on future course enrollment,

c. TRADOC develop and implement Com- (2) Publish a DA circular which formal-
mon Core curriculum across all OBCs, Izes the selection process.

d, DCSPER and TRADOC develop and (3) Commander, TRADOC determine
publish professional development material (pro- correct branch and skill mix for course attendees.
fessional development document, notebook, c. Publish an Army Regulation which will
S journal). define pre-command course policies, purposes

e. For further information refer to Annex A, and responsibilities.
System Spread Sheets and Annex PB, Develop- d. Develop a pre-command course tailored
, meat Period: Lieutenant. to the needs of RC lieutenant colonel

4, Development Period: Captain. commanders.

a Goal: All officers attend OAC upon pro- e. For turther information refer to Annex A,
motion to captain and prior to company System Spread Sheets and Annex DD, Develop-
command, ment Period: Major And Lieutenant Colonel.
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6, Development Period. Colonel. d. For further information refer to Annex A,
SyRtem Spread Sheets and Annex FF, Develop-a. All active component (OPMD) promot, ment Period: Brigadier And Major General. ,

able lieutenant colonels and colonels will receive ei
an opportunity to attain MEL 1 level education 8. Development Period: Senior General Officer.
(resident, non-resident or other), Upon selection to lieutenant general (and be-

tween assignments thereafter) senior general of-
two Acou frses: awarded (echewilons abovlete ficers will b' provided opportunities for specific 4two courses: "Warfighting (echelons above executive development and Individualized as-

corps)" and "How the Army Runs" to be offered signment preparation. For further information
and conducted by AWC (resident, non-resident rea e•. or oher), 'refer to Annex A, System .Spread Sheets and An- i

nex GO, Development Period; Senior General :)g

c. The AWC will remain a FOA of ODC- Officer.
SOPS; ODCSOPS develop a formal curriculum ,coordination procedure between TRADOC and 9,arorSr, .Ofefswldelo nu. •

, ,oodebwn A Ca derstanding of the Warrior Spirit concept early in
their career and will reinforce it continuously,

d. Develop a pre.command course tailored For example:
to the needs of RC colonel commanders,

a, Common. Core curricula will include
e. Publish, an Army Regulation which will blocks of instruction and readings relevant to

define pre-commaud course policies, purposes Professionalism and Warrior Spirit,
and responsibilities.

b,. Schools will systematically and progres-
f. For further information refer to Annex A, sively stress confidence and competence in basic

System Spread Sheets and Annex EE, Develop- tactics, current doctrine and weapons
ment Period: Colonel, employment.

7. Developmert Period: Brigadier and Major c, Officers will be provided the opportunity
General. to participate in challenging and stressful training" i:: experiences (e,g,, Air Assault, Airborne, Ranger),

a. Transform brigadier general orientation e,
into a formal transition program with up to six d. Officers will continue, semi-annual physi.
weeks in length distributed in segments across cal fitness readiness testing (APFRT),
time and with the following course context:, ~e, Ideally, •annual weapons firing will be

(I) Self-development course, phased-in for all.

(2) Land warfare and policy impact analy- f, For further information refer to Annex A,
sis exeicises. System Spread Sheets and Annex J, Warrior

(3) Force integration training, Spirit.

(4) DA staff briefings. I0. Professional Values.
(5) Ta. ODCSPER periodically assess the status)Tailored assignment preparation, of professional values and ethics of the officer

b. Expand interassignment, developmental corps with feedback to:
and orientational programs.,: (1) Army Policy Council,

(I) Increase participation in executive de-
velopment programs and DA and MACOM (2) TRADOC (Center for Army
seminars, Leadership),

(2) Seek JCS approval to double the cap- (3) MACOM Commanders.
stone course frequency. b. TRADOC continue to stress professional

(3) Develop GO information management values and ethics in the core curricula of Army
and public affairs courses. institutional schools; provide appropriate materi-

als for commanders to use for officer professional
c. Consolidate responsibility for GO devel- development.t opment and assessment programs under one ex-

ecutive development organization (as recom- c. For further information refer to Annex A,mended by SLCC). System Spread Sheets.
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11. Art And Science Of War. (2) Emphasize common understanding

a. There will be a Common Core curricula and use of estimates of the situation, operational

component to provide officers the knowledge and plans and orders and operational terms and

skills to progressively master the Art and Science graphics that enable the commander to clearlyof War. and quickly express his intent.

b. The core skills related to the Art and Sci- (3) Common shared operational language
ence of War will include as a minimum: will be integrated with the Joint Operation Plan-

ning and Execution System to facilitate joint
(I) Appropriate theoretical knowledge operations.

and a set of practical skills and proficiencies at
each level of responsibility oriented on "how the (4) Proficiency testing in the Art and Sci-
Army fights" and "how the Army runs," ence of War will be done in terms of the common

shared operational language.
(2) The knowledge of the human dimes-(s2on of combath b, New tools will be developed to exploit the

sion ofouse of latest technology in automated systems to
(3) An historical perspective of war. enhance communications and decision making in

(4) The ability to envision future war. terms of a common shared operational language,

c, The Common Core component related to c. For further information refer to Annex A,
the Art and Science of War will be the basis System Spread Sheets and Annex N, Common
which the primary Army schools wvill use to sup- Shared Operational Language.
port the development 'period experience. This 1 Se.Development,
Common Core will be used to support training
and professional development at units and a, Professional Development Program.
organizations, (1) Develop and publish a periodical dedi-

d. For further information refer to Annex A, cated to professional development (include as a
System Spread Sheets and Annex L, Art And Sci- minimum sections on branch and functional
ence Of War. area, policy changes and changes in the Common

12, Decision Making ODCSPER design Core), )
phased plan to assist in developing and using (2) Develop and publish a professional
professional executive ability in the Army, As a development document which outlines the pro-
minimum, this program will include: fessional development system and identifies:

a. At CGSC-asiisted self-assessment for (a) Responsibilities of the individual.professional development, (b) Roles of schools, units and
b. At SSC-in-depth assessment to check organizations.

professional growth and assist in structuring de-
velopment program for future assignments. (c) Individual assessment and evalua-

tion programs,
c. Upon selection to GO-evaluate to pro.

vide completed profiles for possible use in assign- (d) Branch and functional area
ment or systematic transition training prior to development.
assignment, (3) Develop and publish notebooks on in.

d. For further information refer to Annex A, dividual professional development with sections
System Spread Sheets and Annex 0, Decision for self-assessment, self-certification of MQS
Making And Cognitive Complexity. tasks and comment by rater and mentor.

13. Common Shared Operational Language. b, Military Qualification Standards (MQS).

a. Doctrine, standardized terms and frames (1) Continue to test, validate and field
of reference to support a common shared opera- MQS 1, II and Ill1
tional language will continue to be developed and
refined by TRADOC. (2) Expand MQS to majors (MQS IV) and

(I) Emphasize the development of corn- lieutenant colonls (MQS V).

mon frames of reference and shared operational c. For further information refer to Annex A,
language at each level throughout formal devel. System Spread Sheets and Annex H, Self-Devel-
opment systems. optnent And Individual Assessment Program.
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15. Individual Assessment And Evaluation d. For further information refer to Annex A,
Program. System Spread Sheets and Annex I, Mentorship

a. Develop, validate and implement an indi. Strategy.

vidual assessment program for officers, cadets 17. Common Core.
and officer candidates to provide feedback for a. TRADOC develop and define content of
professional development, the Common Core curricula for each level of

(1) Establish individual assessment con. schooling and identify those attributes, skills,
trol mechanisms, knowledge and proficiencies which provide for

what an officer must BE, should KNOW and
(2) Develop and define the core skills, should be able to DO across all development

knowledge and proficiencies required of all of- levels
ficers, cadets and candidates. (1) Incorporate the fundamental princi-

(3) Select the initial assessment instru- ples, identify elements for Common Core curric-
ments to be used to provide feedback to the indi. ulum and determine what should be contained in
vidual officer at each professional development the individual assessment program,
level, (2) Incorporate in a systematic and pro-

(4) Implement the individual assessment gressive fashion the appropriate Common Core
program, curriculum level of schooling from pre-commis.

sioning through SSC, Designate a proponent of-
b. Evaluation program: develop, validate fice to monitor continuity between courses-Pre-

and implement an individual knowledge and Commissioning, OBC, OAC, CAS3, COSOC,
skills evaluation program, SSC,

(I) Determine which of the core skills, (3) Provide documentation to serve as a
knowledge requirements and standards will be guide for what an officer must BE, should
evaluated. KNOW and should be able to DO across each

(2) Verify or develop assessment or evalu. career development period,

( ation instruments and procedures to be used, b, For further information refer to Annex A,System Spread Sheets and Annex 0, Common t
(3) Select institutions to participate in the Coreo.

individual evaluation program test,•= ~18. Education and Training Methods. ,

(4) Implement initial individual evalua. da
tion program, a. TRADOC accelerate development of com-puter based instruction (CCBI) technologies for

c. For further information refer to Annex A, use in schools, units and organizations and by J
System Spread Sheets, Annex H, Self-Develop. individual officers so as to:
ment And Individual Assessment Program and to
paragraph 12 (Decision Making) of this section. (1) Capitalize on educational advantages

of emerging technologies.
16. Mentor and Teacher, (2) Provide decision aids to increase the

a. TRADOC Commander and DA DCSPER tempo of prudent sound decision-making under
review service school authorizations for experl- stress.
once level appropriate for a "reenterini" faculty. ,HD prv eore oacmls

(I) Report to Chief of Staff, Army on approved CCBI related policies, to include:
recommended upgrades and seek congressional (I) Task and fund Construction Engi-
approval for increased field grade authorizations neer Research Laboratory (CERL) to: evaluate
as necessary. the most cost effective ways to apply CCBI tech-

(2) Modify staffing guides to support this nologies, identify applications of CCBI to other
mentorship-based school system strategy. populations and mission areas and identify the

overlap with other information management sys-
b. Emphasize leader's role in development of tems. Report to DAMO-TR within six months( subordinates through doctrinal material, from project initiation.

c. Continue to develop, teach and export ap- (2) Authorize DAMO-TR one space (di-
plied team building skills. rected military overstrength) to coordinate CCBI
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expansion program, (Note: Resource estimates than the end of the third year as a major. Success.
are based on addition of CCBI directorate within ful completion of CAS3 may be substituted for
an existing TRADOC structure), promotion purposes.

c. Send five field grade officers to obtain g, Update and implement the RC lieutenant
post-masters level education in intelligent educa- colonel and colonel pre-command course that
tional systems for eventual assignment to was pilot tested in 1983.
TRADOC, USMA, ARI and the Army Staff.

Ath, Evaluate the feasibility of providing ap-
Sd. OCSA sponsor (for at least the next five propriate compensation for RC officers who pur-

years) a Senior Service College Army Research sue professional development through programs
Associate to monitor institutionalization of of non-resident instruction.
PDOS CCBI and other major PDOS initiatives,

e. I p e -nI. For further information refer to Annex
and e. Incorporate a two day strategic planning HH, Reserve Components,
and future policy impact exercise for new briga-
dier generals with officer professional develop- 20, Functional Education and Training.
ment as a theme; use exercise insights to assist in
navigation to desired PDOS system state, a, Company level branch qualification will• ~precede functional area development.

f. Further develop and apply the PDOS Fu- pm
tures process as a strategic planning and policy b. Develop or revise, as needed, courses and/
impact analysis model to anticipate long-term or modules to support all areas of concentration
"professional development needs and assist in se- and functional areas,

Snior leader development. c, Officers will be eligible for assignment to
g, For further information refer to Annex A, positions coded with area of concentration, func-

System Spread Sheets and Annex P, Education tional area or applicable skill codes after comple.
And Training Methods. tion of military course or equivalent experience,

19, Reserve Components, d, For further Information refer to Annex Q,
a, Full~time support officers will be profes- Functional Education And Training,

sionally devwbped In accordance with AC 21, Advanced CivilSchooling.
counterparts.

bsa, Army full-time Advanced Civil SchoolingSb. Expedite the process by which RC officers (ACS) programs will be designed to meet Army
may change branches, Develop a system of as- requirements and goals i
sessments and courses designed to meet addition-
al skill or training proficiency requirements. (I) Requirements and goals will be based

c. Develop education and training methods on current and future unit, organization or posi-
to support the professional development strategy tion needs,
which is aligned with the Active Component. (2) The scope of ACS will include the need
Modalities will assist the individual in self-devel- for officer broad-based knowledge and cognitive
opinent and will require minimum in-resident skills as well as meet functional requirements.
schooling.

(3) Criteria will be established for identi-
d. Non-resident instruction programs will be fying educational Institutions which meet ACSi

developed simultaneously with the in-resident requirements and goals and Army full time stu-
programs and updated as required, dents will attend only those institutions.

e, Determine the average amount of time normal
that the typical RC officer can be expected to (4) ACS graduates will serve a normal
dev4,Me to professional development during each tour in a unit, organization or position requiring
pruibssional development period. increased knowledge and skills.

f. Develop and implement a new Army cor- b. For further information refer to Annex A,
respondence "Staff Development Course" with Syster.. Spread Sheets and Annex S, Advanced
no more than two weeks in residence as an alter- Civil Schooling,
native for RC officers who cannot attend CAS3. 22. Control and Coordination, , "
The minimum education requirement for promo.
tion to lieutenant colonel is a "Staff Develop- a. ODCSPER overwatch Professional Devel-
ment Course" which will be completed not later opment under the Leadership Goa,.
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(I) Coordinate approved education and selecting colonels will identify resident SSC at-
training policies related to management of of. tendees." This policy is not approved by the
ficers and to other' related studies (OPMS, Chief of Staff, Army, The CSA also disapproved
TWOS, EPMS, ROTC, etc,), the concept that only promotable lieutenant colo-

nels and colonels will attend SSC or equivalentG (2) Add a fourth objective to Leadership level schooling, Regarding the policy that all
Goal entitled, "Professional Development. The promotable lieutenant colonels and colonels will

receive an opportunity to attain MEL I level edu-
flcers to effectively lead the Army and efficiently cation (resident, non-resident or other) must be
manage its resources." studied further by the DA Staff to determine

b. ODCSOPS create a PDOS cell to coordi- feasibility.
nate approved PDOS education and training pol.
icies related to Army schools and individual and 5, Balanced Cells Of Quality. A major thrust ofthe st~udy S roup was tO distribute officers
unit training (staffed initially with three field throeghout the Army so as to provide balanced
gtrde officers as directed military overstrength). thoigu th rys st poieblne

cells of quality, Specifically, the recommendation
c. For further information refer to Annex A, is that: ODCSPER distribute non-promotion

System Spread Sheets and Annex W, Control risk officers throughout the Army so as to pro-
And Coordination and Section 5 of this chapter. 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 uniti for quality, assign officers based

I, General. This section presents those base upon their qualification and maintain balance by
policies that were either not approved or were promotion potential from captain through lieu.
approved with modifications by the Chief of tenant colonel across all MACOMs and activi-
Staff. ties. The Chief of Staff, Army directs that further

study be conducted in this area and that the VC-2, Development Period: Captain, SA and DCSPER look at paring down the num.

a, One base policy recommends, "With full ber of currently excepted designated activities.( Imlemntaton f CA3, fficrs ill nlyat For further information op balanced cells ofimplementation of CAS3, office! will only at.

tend OAC of 'their' own branch." The Chief of quality refer to Annex X,
Staff, Army desires that some selected officers be
provided an opportunity to attend an OAC of a Setlon 5. Implementation Plan.
different branch for cross-fertilization purposes.

b. Another base policy recommends, "Some 1, General, This section discusses the nature of
CAS3 seminar instructors should be former bat- the plans developed by the study group to imple-
talion commanders, however, all will have dem- ment specific policies as they are approved, Key
onitrated proficiency at the brigade and division components include the identification of those
staff level," The Chief of Staff, Army desires that actions necessary to execute the PDOS strategies,
the policy be restated to allow that "most" CAS3 the procedures and data associated with the phas-
seminar instructors should be former battalion ing and resourcing of these actions and a pro-
commanders (the Chief of Staff later clarified gram for disseminating information. Refer to An-

"nex E, Implementation Plan for detailed"most" to mean 40 to 50 percent).inoatnaddt. information and data.
3. Development Period: Major and Lieutenant

Colonel. A portion base policy which suggests, 2. Action Plans.
"Promotion boards selecting majors will select a
officers for resident command and staff level a. The action plans each list:
schooling", is not approved as stated. The Chief (I) Base policies.
of Staff, Army desires two separate boards, one
for selection to major and one for school selec. (2) The supporting actions necessary to
tion. Additionally, the current CSC resident se- implement the recommended base policies.
lection process over a four year eligibility period
will remain intact. (3) Those agencies involved in the imple-

mentation to include designation of lead and sup-
4. Development Period: Colonel, Similar to De- porting agents.

velopment Period: Major and Lieutenant Colo-
nel, a base policy states, "The promotion board (4) Targeted completion dates,
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Figure Vili-1: The Action Plan,

Figure Vill-2: The Phasing And Rosouroing Plan.
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b. FicURE VIII-I shows a sample action 4. Public Affairs Plan.
plan. a. The success of the PDOS recommended

3. Phasing Plans, system for officer profession and leadership de-
a. Phasing plans were developed to portray velopment hinges on its adequate understanding,

schematically the phased implementation of acceptance and support by many audiences. This
PDOS policies across time (see Figure VIII-2). plan, geared to the action, phasing and resourcing

plans, is included at Appendix 3, Public Affairs
b, These plans contain the following data: Plan, to Annex E, Implementation Plan,

(1) Summed required resources by year in
terms of: b, The objectives of the public affairs plan

are to:
(a) Increased student man-years per

year. (1) Provide for the dissemination of criti-

(b) Increased staff and faculty man- cal information in a timely manner.
years per year. (2) Initiate an active short-range public

(c) Total Obligation Authority (TOA) affairs program to ensure continued understand-
changes in the POM per year in millions of ing and support of the PDOS officer develop-
dollars. sent system as approved.

(2) Schematic portrayal of linked imple- (3) Enhance understanding of the officer
mentation events over time. professional development system,

c. The following near term-cost analysis as-
wumptions were made in developing the (4) Inform the public both of the PDOS
worksheets. strategies that are approved in concept by the

Chief of Staff and the policies as approved for
(1) Constant FY 85 dollars are used for implementation.

comparative cost analysis,
SFigure VIII.3 shows a Sml nomto( (2) Congress will not alter the 20 year eSampleinformation

retirement system In the near future, Plan.
(3) End strength will remain constant dur-

ing the POM years. section 6. Managing UnoerIelnty.
(4) There will be no significant gain in thecommissioned officer percentage of the total ITeNT AXpossdcrbdnCh.

force end strengthi ter II provided one of the strategic planning tools
used by the study group to analyze the impact of

(5) Reserve Components continue to be a PDOS-recommended policies through the year
major element of the Total Army. 2025. Additionally, it became evident early in the

LONG RAN INORAIOPA

< .1
I]GAE ELAN TO INFORM ARMY
OF POLICY IMPLEMENTATION/CHANIGES

Figure VIII-3: Sample Information Plan.
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study that this technology could be used by se. (2) Along the x-axis are the years of the
nior Army leaders to help them navigate the offl- simulation (1985-2025).
cer professional development system toward the (3) The upper line is the line of maximum
desired end condition. values throughout the simulations (note: no sin.

2. As an example of the potential utility of the gle scenario traces any one of the lines-this is a
process, the study group ran computer simula- line of"peaks" for all scenarios).
tions against which recommended policies were
"tested" so as to determine their long-term via- (4) The middle line is the line of average

bility and robustness across and within four spe. values throughout the simulations.

cific environments, (5) The bottom line is the line of mini.• mum values throughout the simulations,
a. World-With-Wars (a variety of forms of m uth i

conflict were permitted to occur at specific times b, Warrior Spirit, This trend or system-wide
into the future). issue receives very limited impact in the absence

b. Domestic-Internal Control (the Army re- of PDOS-recommended policies. This seems to

ceived a variety of "protection" or "police" mis- track correctly with the current state of the na-
n fture of the warrior spirit concept. The initiation

sions at specific times no trof the PDOS-recom bended policies on warrior
c. International-Domestic Tranquillity (the spirit sees worlds with the greatest impact being

Army had no war nor domestic control missions), felt during times of conflict,

d. Free-Play (all possible events were allowed c. Self-Development. This trend sees the in-
to occur at random). stitution of a professional value of professional

. m c ic development throughout the officer corps. In the3. Two multiple scenarios (i,e,, 25 scenarios asneo DSrcmeddplcetl
eac) wre un gansteac ofth for evirn- absence of PDOS-recommended policies, thisi each) were run against each of the four environ. "officer cd•ps-wide" value is virtually unknown.

ments depicted above. One of these scenarios With the initiation of PDOS-recommended poli-
was without PDOS-recommended policies and ies, self-development is allowed to become an
the other was run with PDOS-recommended poll- "officer corps-wide" value, The effect of this clus-
cies, A series of graphs which show these effects thIsi peni o ner, uueEnio- ter of policies is positive throughout all simulated I/is in Appendix 4 to Annex B, Future Environ- worlds.
mont/Policy Impact Analysis. Figure VIII-4 is wrd
one of these graphs and is presented here to assist d. Leader-Mentor, This trend deals with the
the reader In visualizing what an effect lookslike amount of time available for leaders to develop
and to provide a flavor of the INTERAX their subordinates under the philosophy associat-
product. ed with this system-wide issue, In the absence of

PDOS-recommended policies, there is little"a. Art And Science Of War. This system- movement from its present state. The only time
wide issue is the centerpiece of the entire study, positive fluctuation occurs is in the presence of
The data indicate that when the Art and Science armed conflict-and then, only slightly. In the
of War is left to "grow and mature" under cur-
rent policies and in the absence of PDOS-recom- presence of PDOS-recommended policies, thistrend experiences dramatic shifts during times of
iendedoli the tfree-play"world;uwill improve onlyconflict and only slight improvement during the

result of war in the "world-with-wars" environ- "internal control" and the "tranquillity" worlds.

ment; and will experience a decline from its pres- e. Expert-Integrator, This trend is closely as-
ent status in the "internal control" and "tranquil- sociated with the Art and Science of War in that
lity" environments. When PDOS-recommended the policies cross-impacting both are quite simi.
policies are added to the computer simulations, lar, The events which crossimpact these two
the improvements in the trend are dramatic and trends are nearly identical, with some exceptions.
in all cases experience a steady improvement, The results with PDOS-recomrnended policies
Ficui, VIII-4 shows the results of the simula- are also similar.
tions for Art and Science of War. The upper se- f. Decision-Making Skills. This system-wide
ties of graphs shows the four worlds without poli-
cies and the lower series shows the four worlds issue is dependent, predominantly, on technolog-
wesiandth e lo w ries, ical advances which are forecast to become avail-

able after the year 2000. In fact, in the absence of

(1) Along the y-axis of a given graph is the PDOS-recommended po!icies, no improvement
relative level of the trend with "1.00" being the worth discussing is evident. With the implemen-
value for 1985, tation of PDOS-recommended policies, dramatic
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improvement in this trend is "felt" almost study group determined that a common and ex-
immediately. plicitly stated aim for education and training of-

,Common Shared Operational Language. ricers was lacking, sub-optimum decisions often
took place and a coherent system did not exist, J

This trend has no current policies which cause it Accordingly, the study group proceeded to articu-
to tiuxuate. In fact, in the absence of PDOS-rec- late the essence of officership through the Funda-
ommended policies, there is a steady decline over mental Principles of Officer Professional and
all simulated worlds with only slight improve- Leadership Development, These principles
ment during times of conflict, Once conflict is served as a bedrock bench mark on which to
over, the trend returns to its depressed state. In anchor Strategic Goals and ultimately, policies
the presence of 2DOS-recommended policies,
the trend does improve, with significant im. and programs attuned to the pressures of the

provement during armed conflict, future.
h, Professional Values. This trend sees virtu. b. Consistent with this approach, considera-

ally no improvement nor decline in any of the ble research of fundamental works on long-range
"without policy" simulations, With the imple- planning under uncertainty, organization theory,
mentation of PDOS-recommended policies, this motivation, and the learning cycle provided thetrend experiences immediate and dramatic ira. foundation for what would evolve to become thetroendexperient ces Immeiate andu d atic imu-, model for officer professional development, This
provement -which lasts throughout the simula- moealwdfratiutonfdvlo et
tion-to 2025. model allowed for articulation of development

issues (both vertical and horizontal) across seven
4, The results of this futures modeling suggest discrete development periods from pre-commis-

that PDOS policies cause improvement and once sioning through general, From this vision of the
installed, they need to be continuously moni- desired system evolved base policies to transition
tored. Accordingly, throughout the recommend- the Officer Professional Development System
ed system a number of policies were designed to and, following a cost and trade-off analysis, a
assist in the management of the uncertainty asso- detailed Implementation Plan,
ciated with changing the way we educate and
train officers, These policies ensure that coher- c, The desired system is based on the under-
ence exists throughout the system and are men- standing that there are discrete transitions in an

tioned here so as to highlight their criticality to officer's career which require major adjustments
on the part of the officer. The proper frame oft r p t rreference of the next development period must

a. ODCSPER will explicitly overwatch offi- be acquired so the officer can understand the
cer professional development as part of the Lead- changing nature of work and different roles that
ership Goal and ODCSOPS will be provided a must be played during that period, Additionally,
small cell to exercise those system functions In. the officer must Internalize the capability to rise
herent in the responsibility for individual and to the levels of behavior and performance re-
unit training, quired by the expanded functions associated with

b. A three day strategic planning and futures the next development period.
policy impact analysis exercise will be included d. To assist in making each of these develop.
in the evolving educational program for new ment period transitions, an in-resident school ex-
brigadier generals. perience is required upon commissioning and up-

c. To accelerate the introduction raid use of on selection for promotion or promotion to
Communication Computr-.Nased Instruction captain, major, colonel and brigadier general. A
(CCBI) technologies, a CCII Directorate will be tailored preparation is also seen as necessary atestablished TRADOC, the significant transition to senior general officer.

This focus on the need to provide the necessarysord, The Director of the Army Staff will upon- training, education or other developmental expe-

sor a Senior Service Colleý ;e Army Research As- rience to all who need it prior to the time when
sociate to continue to lo' -k for ways to instltu- the expertise is required means that these transi-t ionalize major PDOS thrt qts and inithitives, tional schoolin• opportunities will be given In

some fashion to all and not just to a select few.

B, |ectlon 7. flummery and Owlusions, e, To make the current system accommodate
these requirements calls for some adjustments in1, Summnary, the timing and focus of OBC, OAC, CSC, SSC

a. After a review of the c irrent system and and formalization of the brigadier general orien-
identification of strengths ancý weaknesses, the tation course, Most captains will attend CAS3
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enroute to an assignment requiring it out of OAC promotion potential. The Chief of Staff decided
(all by the eighth year of service) and AMSP will to minimize excepted organizations and request-
be rontinued with a more formalized selection ed a review of TRADOC's needs for former bat-
process. Not everyone may attend a fully-resident talion commanders,
CSC and SSC; however all officers will receive a
warfighting common core of skills and knowledge g. To assist officers in self-development andand achieve the appropriate military education farther ramp-up officer c:ompetence, feedback
level by multiple routes appropriate to thcir will be provided by extending the MQS system tolevlbya mruntinle rotes, Additionally, the major and lieutenant colonel and implement thebranch or functional area. AdditionaloyCSh individual assessment program In each profes.
study group recommended that selection for CSC sional development period, Self-development
and SSC be done concurrently with selec~tion for will be further enhanced as the school system
promotion to major and colonel, respectively, moves further into the practical application as-
This is consistent with the need to attend resi-
dent schooling in time to be of use, The Chief of pects of the learning cycle v"i case studies, small
Staff decided to continue separate boards, multi- work groups; and will assume greater responsibil-
pie considerations and to continue to allow lieu- ity in providing assistance to leaders and units in

tenant colonels (not in a. promotion status) to the field in developing subordinates. This re-

attend SSC. Specific recommendations were quires the development of a single integrated
made to adapt the system to the special needs of data base with Officers becoming increasingly
the Reserve Component officer and were ap- adapt at using electronic aids, An office to cham-
proved in concept by the CSA n pion the introduction of computer communica-

tion-based instruction (CCBI) will assist in the
rapid introduction and maturation of artificial

f. New roles are required of everyone to im- intelligence and other decision-making tools.
plement the desired system. This means that in-
structors must be more than subject matter ex- h., The study group derived a new methodol-
perts or inforniation conduits, To appropriately ogy to generate a range of feasible future scenari-
guide, coach and assist students in development, os to test the impacts of policies under consider-
they must be more experienced and senior than is ation. This tool proved to be valuable for gaining
the case today, A number of each service school's insights into the strategic planning process and

Sfaculty should have been battalion and brigade has been developed into a policy impact analysis
commanders. Accordingly, the study group rec- exercise for use in the brigadier general transition
ommended the elimination of excepted organiza- course. This will both educate participants and
tions for quality distribution and a plan to bal- provide feedback to the Chief of Staff about both
"ance the distribution of officers based on ihe currency of officer professional development
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policies and the statuw of the transition toward evolve toward a system which provides officers
the desired system, with an appropriate frame of reference early in

each development period. Accordingly, officers
will be better prepared to make the critical deci-

nation of officer professional development, the sions required at each level.
study group recommended that ODCSPER be ine raahv
given explicit overwatch responsibility for the c. The individual officer is now recognized
system and that the ODCSOPS establish a small as having a far greater role and stake in the sys-
"cell to exehcise those system functions inherent in tern--both as an individual concerned with self-
his responsibility for individual and unit development and as a leader responsible for the
training. mentorship and development of subordinates.'

J. The study group recommendations were d. The PDOS study group designed a desired
approved in concept on 21 December 1984 by end-state condition for officers (see Chapter 4
the Chief of Stuff for implementation with the and 5). Also, it developed a methodololy to Sen-
minor modifications noted above. crate alternative' futures and manage the uncer-

2. Concluslons. tainty associated with complex projects intended
to survive (with modifications) for a number of

a. The efforts of the study group have pro- decades. In short, the study group filled in the
vided the Army with a set of fundamental princi- need for a strategic officer professional develop-
pies for developing officers and the description of ment plan to aim the Army through and'beyond
a coherent system for officer education and train- the programmed yewrs (see FiouRE VIII-5).
ing which incorporates a theoretical base and the
capabilities ef emerging technology while retain- e. In the words oftheClief of Staff, thecosts

!• ins the strong points of the current system. associated with implementation of PDOS recom-..
" t t n etmendations are "peanuts when contrasted with

b. The PDOS policy recommendations and. the I .creased professionalism of the officer corps
implementation plans will allow twe Army to that is sure to result."

1(1)
•,1



Annex A

System. Spread Sheets

1. Ovemwiew. This annex contains two. types of c. Show how this system develops the, re-
system spread sheets.ý one contains a summary of quired officer attributes during the particular pe-
each developmnent period, and the other contains Hodw by:
at summary of each system-wide issue. For specif-
ic details of each subject, refer. to the appropriate .(1) Assigaing professional development
annex. roles.

2. Development Period Spread Sheets, There (2), Recommending specific education and
are two sheets for each Developmient Period,.pro- training' methods,
viding a useful reference to understand each of
the seven development periods in an offcer's ca- (3) Describing the current and near-terni
reer. These spread sheets contain the following: future environment for officers.

a. List officer attributes for the applicable 3, How To Read, The Development Period
development period, Spread Sheets., Figure A-i shows samples of the

two spread sheets used to summarize each devel-
b. List the specific policies for the develop- opment period. The parts marked on the figure

ment period which move the Army toward the are keyed to the following discussion.
desired Officir Professional Development

System. a. Part 1: Development period title.

RECOMMENDED SYSTEM DEVELOPMEN~ PEftIOOO

DESIRED SYSTEM: DEVELOPE'NT PERIOO

A-1



b. Part 2: Officer attributes at the end of the the instructor likewise changes. Rather than be-
development period in terms of the BE-KNOW- ing merely a conduit for information, he becomes
DO concept. a role model whose responsibility is to guide stu-

dents to a better and more rapid understanding
c. Part 3: Development roles. FIGURE A-2 of the fundamental concepts and context in

d isplays these roles pictorially. People acquire which their future functions are to be performed.
conceptual understanding more rapidly and rich- Consequently, it is not sufficient that instructors
ly through interaction with instructors and peerso be-subject-matter experts. More important to this
whereas facts and detailed procedures can be new role. is the impact of instructor maturity and
learned by the individual alone with some assis- past experience in tho application of the concepts
tance, Therefore, individuals ca'n be more re- being taught,
sponsible for the acquisition of data and infor-'
mation, while service schools should concentrate (2) Electronic technologies are matched to
on the conceptual and contextual aspects, This each development period to assist in individual
allows 1the. .ich6Ols 'to provide a u )1,e vrious self-developmet tandonthe-joblearning. These
expe•ience via case studies, small group method- electronic technologies are useful in providing:
olegies and simulations. In addition, schools pro.
vide support for the professional development (a) Simulation packages to teach, prac-

needs and programs of both individuals and tice, and hone decision-making skills.

units and organizations in the field. (b) Teaching assistance packages to

d.dPart, 4,, Environment summarizes the per- units.
sonnel management event that is happening, to (c)' Instructional packages for in-depth,
the officer corps during a particular period, refresher or familiarization needs,

e. Part 3: Methods to Emphasize refers to (4) A common electronic database,
education and training methods,

f. Part 6: Development Period Policies
(I) An implication resulting from the move the Army toward the desired Officer Pro.

changed focus of the schools in that the role of fessional Development System.,

•4.'•. B"

4- 14* 1

F gFH$ULCp4C/SX1IA3I ~ ~ ~ ~ P CVLY 0,u~F 114tS

LIARN O0 CoNM'•

Figure A-2' Pictorial Display of the Development Roles During a Typical Development Period.
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4. System- Wide Issue Spread Sheets. The sys- a. Define the particular issue,
tern-wide issue spread sheets provide a useful ref. b. Discuss the issue, as appropriate.
erence to understand each system-wide issue in
the desired Officer Professional Development c. List the specific policies the study devel-
System (refer to FiuRE A.3). These spread oped to move the Army toward the desired Offi-
sheets provide the following: cer Professional Development System.

: ~ RECOMM OENMg. SYSTM "M

( Figure A-3: Sample System-Wide Idsue Spread Sheet, Ii

A-3
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RE.COMMENDED SYSTEM*
DEVELOPMENT PERIOD PRE-COMMIS

OFFICER AT END OF PERIOD POLICIES
& .COMM4ISSIONINO STANDARDS WILL 9E TIGHTENED AND TIED TO Ali ABSBESS mt

AALEADER AT THE END oF PRorcERTICRAL DEVELOPMENT PERIO4i PRC-COHM11SIONINO, . PORM
EACHCADT O OFICC CANIDAE MI~i0 CAMINI CURREINT COMMISSIONING STANDARDS AND ADJUST TO M%5TPAO~kCT4U AmM

ITI to THE PftSONAL ARMY ETH1Di LtVGALUIURkE'tKON',SROiSslcICAIDAIVAN. CAI) 4QTV8I)
TRUE , VALTY NN CAR FOR SODIERSo O~vEop INTERIM COMOINN TNADAS REQUIRED, IN ADDITION to1.10i AFOPT1 111110o1106sIUITY FO PROTECTING THE NATION, CURM N TASTANDARDSI, TO 45NSURE THAT STANDARDS EXIOT FOR ALL ASSEOSMENT
2. N IIIIIIGF1110"L CARACER N~til A, EýORNIC TO BE MEASURED UNAEN TAR C EW INDIVIDUAL AIISISMENT PROGIRAM

2 IROA 9HRCE TR0S SEDI , BASIC CoMPUIOR "KLL PMED LAW IWNP AND FOR ALL SKILL,2.YSR~PO ICAL FIT AND AlLt TO PERFORM UNDER STRESSFUL CONDITIONS. KNOWLEDGIE AND PROFICIENCY 10EIUIREMIENTS, 9~ Y6

0 DEVELOP ALA INDIVIDUAL A95ESIMENT PROGRAM WHICH PROVILDES FUEEUSACK TO THE
WAIR LEADE AT TAR END OF PROFESSIONRAL DEVELOPMENT PERIOD, PRE-COMMIIRRIDNING, INDItfIDjAL. AND A NOCNANI NM FOR VA~ TTN RCCMISDIIAApCADA CADET AND OFFICER CANODNIE AY k0M51ONf(STADRS NNI)I ARM ININ4 O UL A UTILL S AKiING

,A, KNOW THE FACTORS OF LIADEASAIP AND WOW TAEY AFFECT IlACA OTHER, CHEVD

=Lo MINIMUM STANDARDS FON ENTRY INTO ALL PREtOMMISSIONIHO PROGERAMS WILLC~ ~LATORRIP OFICR *AHVIMT SRFIGINAL VALUER, UNIFORM, BASED ON COMMISIJoLINASAO US ANo IED to) TAD 11 IIIVIUAL
I EIDO ý ARPCRDMO TO LD MALL UN;T IN CRAT ASSESSMENT PROGRAM,

14. KNOW HIRRIFi 0 EXAMIVE'CUAVENT PAE;COMMISSIONINQ StANLIARUS FOR RUTC, USMA, OCS AND
ADUSOT TAEIR STANDARD UtICA DAPL"LI CARLC Te to UT STANDUARDS FUR

S AIIPLC I OF I NDIVIDUAL RERPONRIRILITO NELUTIN 1 TO E AREQUIREMEENTSPR :

1 0~ 1 AMO I~Aff RIT PRFSSOA "EEOMN IPO DAP 0 DrVEIOP INDIVIDUAL PREDCOMMISW NING ASSESSMENT PROGRAM WHAICH PHOVILIES
AMLA OR PFDE R OESSIOA L tELOPMENT, (P)IVOP' ýDAý, 0'E11IVIIDUAL, AllOTS IN RVAULAWOINQ WIS OUALIFICATI'INS,

14DY AMILIAM WITH OFFICER CARDER CRN1IVISUAL ASRESSMENT PROGRAM. A 0COVDG TO TAD ýýt A MECHANISM FOX IOEVELOPINU REMREDIAL. TRAINING E

4. KNOW NUMAN NATURE! PNOORIAM, ý2Q0~~
B~ RANCHING SELECTIDON PROCEDýAHS WILL CONSIDER INK tlUALIPICATIDUD OP EACA

6:0~RC IITR LE1ADERSH8IP AND COMMUNICATION UNILL1, INDIVIDUAL MEASURED hoAINST AN EUTABLISNDO SET OFP UTAINDAHUS REQUIjAlio AY
5 01 OMAN NEEDS ANYD EMOTION, CAH IRANCIA,

A. KNOW AIR 3011 0 DEVELOP A SET OF BRANHC-SPECIFIC COMMISSIONING ITA 11 ARDS P OH DCd!! ANAND

R- 1 1S I TAIKO, WHICH ARE COMPAPTIBLE WITH BASIC COMMAISSIONING STANDARDS.(( FY 861
K-DO FOWTICIAL APPROAHEES TO MILITARY PROBLEM SDLVING. Ul AS31ONMENT OF CAQNE to ill!ITITUTIONS WILL B1C BASED, IN PAAT, 014 THU BRANCH

rF0T IAONDUCIDN To MIL'1 AA A1 S R PRODULITION MISSIU14 OF THE INOTI`TUTIONý
r OlY T TNDU CTIN TO PROPEOIONAL MILITARY LITERATLRE PERTAIANIN TO

Ex P INAItNCE & At I NDIVIDUAL AND I MAL L ...T LVc L 0 BRANCH MIX OF CADRE At EACd IN'tiITUTIUO WILL AE BASED), IN! PART, Ott THE
6-0" OtNEA AL CON 4CPT DYO T HE 'T H 4CET BRANECH PCOUICT ION MISolol OPTE INSTITUTION AtTN4 THE AIM LI AaUl DIHU Ili
AP06- O W ITO 0 USE A MAP HAND COMPASS TO NAVIGATE CROSD-COUN4THV. THE REC U IT INO EFFMOAT AV PRCFVIUINU A RLADE AOU EL .NU NINTOA, lU FY 31]1)
A-n7 FIINDArNtAALS TF INfANtNA TACTIC9, ArAPONA AND CANTUrINOC At

IN11IVIDUAL, DQUOLIT AND PLATTON LEVEL, Oja 41.1. IlOtC CADOL. WILL ATTENAD H FORMAL TRAINITNG CYLIRSL PAIUL To A5.jIlUiVO
S-OP V1OW T0 MAICNTAIN A PTrAICNAL WFAPTIN ANT D 1:010tT, DUTIES,
(1TO lDn TO F INE INDIVIDUAL WEAPON 5 HIFLE OR PISTOL, PAUNINRAME BOTA), 0 JED)E VITIL ATILOPLOIC ULIWI.ALLHIAILiITIUIA

7. KNOW His 'iRiT, 0 N 0 L'S T41tJAIIAINtHL VUALU, (14F0 CADR WILH05)~ILLw 11-4

7-TI IMPORTANCE OF DISCIPLINE AND ESPRIT to UNIT PENFrOmAMNCE,

XM LEADEN AT TAR ERA OF PROFESISONAL DEVELOPMENT PERIOI 'R-CRASI01H
EACH CADET AND OFFICER CANDIDATE MUSTO

A, PROYISE DIrECTION,

8-01 APPLIEN ELEMENTARA OECI&ION-MAAINI TECANIRuEL.

N. MPLEMENT,

90-1 USER COMMON OPERATIONAL LANOUAGE TO DIRECT ACTIONS AND CONDUCT
PLANNIRY IN MALL UNIT atN IOPERH ICR

iT!, MOTIVATE,

10-01 PRACT:C(S PEER LEADNSOp,

A-5
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'OMMENDED SYSTE M
;RIOD PRE- COMMISSIONING'

POLICIES POLICIES CONT.'
0ANDARDS WILL Of. tOGATENED AND I IED TO0 MAAO%lESKi

COMMISIONIO STAA IN" AS'REOjhU4 NARD3A DITION TA

FOI'm AIIANMCID RE AMP)EM

t UDNEVDUAL. ASSESSMENT PROAAWIH$O ONFERAPTO4THE
isIN"IC O6A TSIHI AW1 PY OMNSlL ~l aN
PROF ~ k NI NOgic tGIRIN OW NELL19 HETANDAFRS ALEL IN

RIDS YO ORUtND INTO ALL ORICOMPI ISSICHNIIL PROGRAKS WIL.L It

24N01AMMISSIONINQ STANDARDS AND TIED TO THE I INI VIHV UA L

PREDUNMI$SIOHIMD STAhDNAR I FOR ROOC. (IDMA, "IS AND
ANDARI1ý1Rn 0 1FPLICABLE T9 MEEIT STAIUADAIED FOR

DUAL I'AE-e04MIS 5IONIIAG AASESO'I40T PONOHAM WHICH P40VIDES
C fiNOVIDUAL, ANSLST IN EVALUATING HIS ODULIFSCATION1,

P 90A Mcd'HANISH FOR OFVELOPINII REMEDIAL 'RUSN1110

Cr100 PROCOUDRES WILL CONSIDER THE QUALIFICATIDON OF EACH
SUM ED AGAINST AN EATABLIIHgD GET OF STANDARDS hEUDIR0L BY

opIU1C4U'DII CO 4A(SSIOSINQV, U.ARDALA FDA 64ACL BRANCH
At RI OVWITH RASIC COýMM I UON IrNC STANDARDS. (IQ rY 8G)

AVARIL tO IUTItUTIOHT WILL BE BASED, IN PART, Qi4 TrIE BRANCH

SADIE UNr TH F.O UTILTDI 5II T ItED III IohOHT

it) MI 1;OI 011 Tf THE INSITTION WI TH TflE AIM UP AUDIFST lA Iii
4I rr 04, BY 114DHIDINa A RUI.D HU0iJEi. AND hEIITON, 4W Yl 85)

WILL Ar fl4ll A FORMUAL DMAIN INO COURS PIORA l TU HUOUMINO

111 i m) orHIIU IIAQj CAURC IAHLL. BD CUMP0AT.i wL MI Tn JblIA

4 C.~
. ý< A
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1 DESIRED SYSTEM

'DEVELOPMENT, PERIOD - PRE-COMMI
DEVELOPMENTAL ROLE ENVIRONMENT

INDIVIDUAL UI
0 RESPONSIBLE 10 LEARN/DE VELOP 9 THERE ARE SIL6 bENIOR IVOt DETACHMENTS, PLUS USMA AND OCS. 0

U tHERE ARE 6300 AC ACCESS CN6, PLUS A SIMILAR NUMNSt OF RC ACCESSIONS
9 PROACTIVE IN SEEKING INFORMATION ANNUALLY,

O IDENTIFY OWN WKAKN91SES (tkStINOI U PRECOMMIft5105NJO GOALS, 30% ISSINENS0112U% ESING EERINal 2 0% PHYSICAL C

O MWsS I VALIDATEDCI 'lt 0 A CNC ýA T411M I

MENTOR 0 tAURt ARE QOU WOMEN ACCESSED,uU
U INTRUTORIN LASROO INITIAL CHOICE$ RESARDINO COMPONENTS OF THE LIFE STRUCTURE (OCCUPATION,
0 INSRUCTR INCLASROOMMARRIAHE--PAMILY, PERI RELATIONSHIPS, AND COMVIITTMEHIS),

0O EXEMPLIFIES ARMY VALUES 0 MOQ5 I CERTIFICATION. OF

00 INRTIODUCE$ CANDIURTE/CRUET to ARMY CULTURE 0 COMMITS HIMSELF OR HERSELF to SERVE AS AN OFFICER AT LEAST THROUGH ANWH

D o TEACHES MOS I REQUIEREMENS INITIAL ENTRY TOUR, a L

O PARENTS/FAMILY ENVIRUNMENT o AC/AL uiECISION, UI(C

a ADVANCE CAMP EUPERIENCE 
RNCIG

SCHOOLS,

0 PROVIDE BAISC TECHNICAIL/TACIICAL AND GENERAL MILITARY KNOWLEDGE

o TEACHES/CERYIFICAtION MQS I

0 PROVIDE BASE TO START FROM

O FOCUS ON COMPETENCY ENHANCEMENT

o 311' DEVELOPMENT

0 DEVELOP MILITARY BASIC SKILLS AND OFFICERS VALUES

0 COMPUTER LITERACY

RPV17 . 717-

" .,.'. 1



)ESIRED SYSTEM

PERIOD PRE-COMMISSIONING
ENVIRONMENT METHODS TO EMPHASIZE

I ND IVIDUAL

316 SENION R KC DETACIIMENTl, PLUR 'JSMA AND OCS, 0 FACTUAL LEARNING

6300 AC ACC•SSIONS, OLUS A SIMILAR NUMBER OF. RC ACCSsIONS O PROGRAMMED INSTRUCTION

IDNIN GOALSI gUIINISSI 2U1 .INKINIIRING1 209 PHYSICAL U COMPUTER AtOýD LEARNING

SOCIAL SCIIENCSS: LOK OTHERS. MENOR

1,) WOMEN ACCEISS• . 0 GUIDANCI
OICES RaUARUINQ COMPONEI~l OF THR LIFE ITNUCTUMt (OCCUPATION, 0 INTERACTION WITH LOW STUDENT TO FACULTY RATIO
ILV, PEEMR OLATIONIHIPn, AND COMMITTMENTS),
IFICATION, 0 FIELD EXPERIENCE

MSELF OR HERSELF TO SERVE AS AN OFFICER AT LEAST !HROUGA A' SCHOOLSI ,t.
TOUR, u EDUCATIONAL FOUNDATION
SION, 0 CoUmilWARk TO MATCH LEARNING VEHIlCLE TO INDHIVIbAL'S DOMINANT MODALITY

'.I

. , " . I, , ,,'* ?. '.,. , .~ . .. ".., ,"- . ... V. .
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RECOMMENDED SYSTEM

DEVELOPMENT PERIOD- LIEUTENý
OFFICER AT END OF' PERIOD OFFICER AT END OF PERIOD

~LEADER AT THE ENIS OF PROFESSIONAL DEVELOPMENT PERIOISS LIEUTENANT, EACH IM8P tM[NsirncL IHSLIR QIMN RIPRAINRLTH

NTEGRATIS ~~~WEAPON SYSTEMS, rH.EIPETO
1, BE COMMITTEDI TO THE PROFESSIONAL ARMY ETHICI 10IALUI ACTIVITIES AND OPERATIONS,

03 RD A9 AND SUPERVISES 'WNItHIN ASTP~lFP SECtIQI. 0
1-01 EXHIBIT$ INTUANItY, SELPLCISNESS, HONESTY, SPECIAL TRUST, LOVALITY. 5315JUDOEMI NT AND COMMON SENSE INPACTM A PROBLEM SOLVINO RRý

CARL FOR SOLDIERS AND FAMILIES tl N PCCtS PERSONNEL AND EQUI PMEnt
1-02 AcCEPTS CU CLLEC IN PERFORMANCE OF ALL DUTIES A S-HIS OH HEM PART 9', AOOCT I NF LAT AND CEREMORGNIEAIOS INDFNIV0ATC

OF EXECUTINO THE ARMY MISSION OF PROTECTING THE NAATIR0I? IANPATN P VIIONL EL RAIATQS NDENIV LECTEL FR(

2, POS1956 PROFISSIONAL CHARACTER TNAITII :8 $[THC OMMN 0ERATIONAL ýARGUAGK to D 1RET CT I1 ADCNUT0
I LANNINOP SM SMALL UNIT OPERA AIOtN& CIN NTC UT0

2-k IPHYSICALLY PIT AND PERFORMS WELL UNPNI STRESSFUL COMO[ IOISS 9-10 ISIS8 COMIAN ORDERS AND ISSUES PATROL/PLATOON ORDERS A1ND ESTIMATES 00

2-x I A ROLE NO%~ ANO COACH POOR SUEDE DINATIIA AND PlEAS ~ fTwo SITUTON615-
A-Q GS, 141.11 INOS SAIYT ACCOAMLISH THN IMSSEION AND THE v"ATo MILITARY CORNSOHEC ANINIRATIARPRS0FLOaSI,.tY TOM I ANG WCHENN NCSAR I.t CCD!CT, INIkPIN01 'AND DECISION PAPERS AN TAGATO EPRS0

Al.A LEADER AT tHo END OP PmopEUSotAL OEELooPMim PiRmIO LitUTeNANT, BACH tS MOTIVATES
OPPICER SOOAT) E001 HOILIIIS OASIC LEAPERSHIP SK 11.1.4 no

3, KNOW THC FACtUH9 JF LEADLRýHII' ANDHON THEY AFFECT EACH OINURI 21? SJI:YISO AN q lITAINO1 1 TA M ADA

ASIC LEJAIISRoSSiS WNDCTRIA4CFi MC 'RCC S) y PRACTICAL 6)(11I'IC ! 40
3-03 IIATIC MISI.U1 AHVITIVOi AND UOMIMJNICATInN USKILLS TImp

II. KNOW lSMtSl I m I. I,1s1,

4-01 P0 ROADMAP AMUO ITS IMPORTANCE AND ROLE IN SSLF-VEYLELYPMR4t TRUST At
41-02 HlOW TO uSEý AS )ýSMENT SYSTEM FEEDBACK RESULTS (9U.0 PT , OIAiISAOT C0

AC11IEIVEMET FITU~ rI TO GUoIr SLLFSDEVI!OPMI!NT All

Si, KROW HuMAN NATURES n'

5-01 HUMANI DIMENSIONS OV UNITS AND OROANIIATIOSIS AND IMPACT UF URN DO
DELIDIONS ON AOlDILR3 AND FAMIILITD MO

G. KNOW .;53 JoUs]G qn'
6-01 !N-DS:P TII I XPEAT IN ARAN( A SKIL1.1. AT PLATOON OH ESIJ I VAILFIt Lf IA AiL 141,

6-02 PIIDli0WIllALS or AASHy ORGARINIZ lOll AND OOLTAINL APSIRUS'AIAt.It llh ()F r

RA AND~l LOVELLL, RINFORCED THROUGH PRACTICAL EAPEI'SIENCL

~ -04 55W TOUTAPPLICATION SOFTWARE PROGRAMS ON COMFUtERO ANI
005 PNSPADSONEAL READING PR0UNUM THAT EMPHASIZES ISIINARAL M ILITARY "PAS

HIS lUPY, INCL DINO RADINGS AT TH PLATOON, AND I US4NY LEVEL
PRAC TICAL tERRAIN APPRF'IA~TON -AVALVIE1 IERTSIN REP1N

AND F IME SUP PONAt, HOW to I NTEO 4UTL AItA TE.RRAIN IN A DEFENSIVE ROLF

K.NO4W 11 s41tuIS

1-01 NEEDI rUR iwNvuIIAIDL P 1515 AUL LIMIT1 PHYSICAL CORU:TIONI~iS
1-Is' RA$IL TjEAC:ISIP(A KIL L
I'Tl tAC? ICA. lIs liUT .Ai S, ACeS~ .OLNI.SAAILITIIA IMPALISli, OSN III" U1111

ANSI 1151W To5 l'ALPA~fl Al4TSMSWlI Si Ix.,- VISTI1AL iLSLlJ.l0 Altol

CQUN;ERAAI TU'.ýo'L 0511 ASM LIERC I S) to O LS1LRIAC IflE TSSNLAT
7-04 S HOW SL U LO DISCIPLINE AND ESP't:T IN SMALL UNITS,

LEADER At THE END OP PROFESSIONAL DEVELOPHNIl PERIOD LitutENA1AI, EACH

OFFICER MUSTS

6. PROVIDE DIRECTIO141

1"-0) APPLIES ANALYTICAL PECIsION-MAKItill TOOLS AND TICHiNIOUIS
TU6SS AWOLD. TOCIIIV PLUT7ON-LEVI. ONRGANIZATIONSEAlt WA 0t,(iNSTR , ACT ON

Q-5 MAINTAINS PERSONAL WEAPON HASD EQUIPMENT

A-B %L NY
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D SYSTEM 2
D- LIEUTENANT

OF PERIOD -POLICIES

f9 THF. DOC WIL EDADEI~ NT EXPEfllthCC L rrcp AND RC) UPONM~t6 I ",! OR OFICC m ALUE&AND PKTI.U IOYE NAICHrAND
7
OLDj A NDC POTOX IHTA PNOFESNTONA11111

OUIPMHINT OR IX4FUAMATIbUi RELATINA vFCOAA M IND jANCI. I WILL ALSO ASIT THE VALIDATO RCS O
T11005, COMISSEINTH TANDaN
A STAI-F SECTION IN~ HTAL0OfOR AS TEDTE
TRNk~l LEPROBLEM TACTICS SAHLHPRIOR To FII 1OHNT-t

D4N~tV ACIS00 TRADOC ASEt ypm COC POX AND LENOTN OF CAU;SI TO ENSURE IHAY,AINATrAltNC PNGPERLý TRAINE LIAlSNT TO THE PZ6LS0
Of Tb D IECT ACTIO140 AND CONDUCT 00 TRADOC IMPLEMEINT MOO It S40Y86l
ROL/PLATOON ONDEINS AIHO ESTIMATES 60 CISSUE INITIAL AIT Of PROICISSTNAL OEVELOPMENT SUPP@NT..SATtRIAL

PEN$ ANDI AFTER-ACTIO14 REPORTS a* TRADOC DEVELOP ANDO IMPLEMENT A COHMNO CARE IN ALL BRANCH SCHOOL Polls
THAT TO CUMPATIS:LrE WITRH jt~SOMMON SKILLS. PROP tCI INEtS A ND ENOWLEA&
TUSKS, PNoFESiO HAL HALUEI tT.
0c TRADTOC. REUiA THE PLATOONTAHNLATN ACOCPTTICRPAT
ATIVANTAOES IA ALL COBV -4

no0 PROPOHENt PROVIDE INITOU~tOA NA PD 105CRTOM INLO LNTON OF PIN DATIV a Alp. 9EN PNAH tO POTA AYIVOPUATESook AND THURt1.TNPTNtAlAt* AND DOLE IH 4(LF-DtVELOPSEHT4 'UYD
41, TAT1 TTRTIA ASSItIHENT kAFOE AtTEHOHACT A, 08C KON ALL LIXtU7HNNTI WILL SI

TOAPANH cKMrAIRA L POSITIONlj , REHESAILY AETH4 TNDOoPS. AWTT THE tXCEPTIOH offTHOAISEAELTITD To P UNSIUC I( CTAL IIID t UCATZO ON ASSONIICNTS,

Do TRAI)OC OCTERMINE tHOSE POSITIONS AUTHONIITED $ON IEATEhAHTI THAT ANE~~np~MATfNIAL AN SUPPORT THE CIVELORMIN A0TH HE W LIEUTENANT

a0 TOCPTESTAULT1k A C OAL THAT EACH LT BE A PLATOON LEADER PAN 16
NITNYE (FOR THOSE ,ANCItS WITHOUT PLATATN1, ON WITH INSOTFICIENT

PLATOONS, T,54UY KCD RIN ýOMPAAU-LNEAEL UNITS 9OH A6FiLOW AS POUSISLE IN
.10TT~T D~k10 RTA UNITS O INACUH NANO 9 LAE TI TE ATTW

00 TrAP IAI.IAIT IMPACT OF NNINOTNA ALL F11. NUE FORCE DUTY (RFD)
orFFý.Cfl ON kPTIVE 04TY FOP A (WO YEAN PERI~o H OF 89.
00 iXI.PEACCN ENsuor 'HAT OFFICERS WHO ANY NAUNCH TRANSFINNED AT 3 TYlT
AENOT A1111N1O IN tHHU TNC UNTIL 1TE OFU1CES HAS ATTENDIA THAT

HINC 'toAHC COURS. Ur.ý1 I VTF7WI
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DESIRED SYSTEM

DEVELOPMENT PERIOD - LIEUTENANT

"DEVELOPMENTAL ROLE ENVIRONMENT

INDIVI DUAL _ o 'AcIIsooi 6181 CoRIAl AllS, 281 COMBAT SUPPORT- 141 COMeAT Sovizc
IUPpOR?,

0 ASSUMES REIPONSIEILITY FOR OWN LEARNING ANO DEVELOPMENT, INAIIVI
IN SUBJECT AREA VIA RE60Y ELECTRONIC A CE S TO KNOWLEDGE BASES MA|NTAINEN 0 l0Prialll 01ITRII470 INTO A Of LS IRASCN[I. H fUNCtXONAL ANCAI, ON 3"THE SERVICE SCHO I|O M T D LIFESTYLE OF PHY ICA6/ ENTA IMNNATE[rIL PORITION 90015.
WELL09INO ANO LIFE-LONG IMPROVEMENT Of OWN EDUCATION, PMOACTIVELY SEEKS
INFORMATION AND S NRECEPTIVE TO CONSTRUCTIVE FEIUBACK, 0 J001 ATTgNp Ole (up To 19 VwI. 4 GAVII,

MENTOR o "Z ELETo R 024'Oz (DECENTRALIZEDI) . MNIORi

0 EXEMPLIFIES PROFESSIONAL VALUES, SHAPES AND MOLDS 6iEUTENANT INTO ARMY a Aiout 760 (OThA) IRANCH TRANIFERR(O DURINI 30 Y031 1I4U
CULTURE. STRESSES HANDS-ON, XPERIENTIAL EXERCIfEIS RELFP LIEUTENANT KEEP
CURRENT IN BRANCH USsJ CTS, ASSURS LItUTENA~j• • ,| iRT'SELIN CýITIJAL TASKS 0 THOSE NONQ-ILECTtO FOR PROMOTION ARICONIIDtREO POR IEPARATION. JAN0
ASSOCIATED WITH EMPLOYING WEAPONS lAND OTHER R QUIREPI
COMPANY AND BATTALION LEVEL FRAME OF REFERENCE, fACULTY MENTON AT L•IEUTRNANT 0 or O0 POTIONR ARE iRA0CM THRArENSAL (P541 STUIR OUP),
LEVEL IS A CAPTAIN PLATUON TAC TICAL OFFICER OR TRAINER WHO STRESE S- S I$1ON
ACCOMPLISHEHNT THRY DEVELOPMENT OF SUBUODINAT[S. 0 TtNTATIVI AECIPYANCE Of MILITARY LIFF.ITYLIVALUtAEI, UI T/01

UNIT/ORG .0 INITIAL BRANCH TRAIHINIIZUALIFICATION,

0 PROVIDES DEVtLOPMENTAL OPPORTUNIT1ES TO ENNA CE COMMAN CLIMATE CUIIUCTIHE a NOS It CCRtIIArlI|ON, 1SPL8I
TO LIAUNINO, CREATIVITY, AND INITIATIVE, IN UNIT. HAS PIIUURAMTO HOITON
COMPTEINCY IN LEARNINO HOU TO LEAD AND FIGHT A 'LAbO (AND U OTHER 10S Ml 0 ARImNNMNT IEPIUNRU REINFORCER IAEIE ENRALERRE, ANILLI AND ItANDANBI
'AShlI, 1 tSESOEU FIELD YAAINIIO TII•OUGIH EXPERIENTIAL PHASE OF LEARNING LEARNER IN P| 1 AND l$ 01,
CYCLE WEVE•S MATERIAL ON EURVICE PCHOOLS' COMPUTE KNOWLEDGE 9ASU$ FOR
RELEVANCf tO REAL WORLD' SETTINIS, .UPPORTS INDIVIUUAL UFFICER'S CONTINUED 0 UNIT IOCEALI1ATISN IEOUHI,
Use fF KNOWLEDOE BASE to REMAIN CURRENT AND MILITARY HEAULNU TO aROADEN THlEIA

PERSPECTIVE, 0 COMuYI SEILF TO CONTIWUINO AMRY SERVICE BE OND INITIAL ENTRY tOUR, ELF
SH ALL I

*SCHOOLS N 921 SELECTED FOR 03 ((ENTRALlOER). LVAL
jOANUS"(

o FACULTY MENTORS MODEL PROFLHEOIOAL VALUEU AND CONDUCT EAPRRIENTIAL TRAININO
DES(jNED TO PREPARE THE LIEUTENANT FOR ASSIGNHENTS AT THE H13 LEVEL, ROVYIUES
CONTEX

T 
FOR LEARNINO KNOWLEDGE AND DRILLS AND ENSURES OFFIOHA KNOWS HOW TO

STUYO VANIOUO TYPE GUSJtUECT, INOIHUCTS IN OW 1'0 ygE VARIOUS RUEERENCE
DOURCS IN REMAINING CURRENT IN 114ANCH SUAJUCTS, iNTRUOUCES LIEUTENANT TO

AiS AVAJAILO t SUPPORT THT THAININO AND EDUCATION, VALIUAICU APPHORIMATELY
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..D SYSTEM

0 LIEUTENANTK
IRONMENT METHODS TO EMPHASIZE
AMIS. 21 CO99SAT SUPP@Rs 19.I4 COMBAT SCAVzCt CONVENTION1AL ELECTRONIIC

LNDIVIDUALI
o I F I IRNRAS I FUNTIOAL REA, ,TRAINNIoo COMPUTER AsSISTED INSTRUCTION (CAI) PACKAGES

9 w~. L4 oARSF $1 ~OA L READING

eRTOALIZERI. MEM~ORI

TRANIFER1(D cUustw 30 YOB. KlLL) PRACTICAL EXERCI ES
ROIITIO AP COIGONIEroNIEPSATONUMALL LiROUP5 I$ I THAN, OR COMPUTER AssISTCW INSTRUCTIOIN (CAI) PACKAGES

ESNRANCH ORRATINIAL (OPH4S STUDY ONOVPIPOBOIRL.E~R

OAAUZ~At~h, INIT/ORLANIZATIONi
E oL TOAZURComPUTER A591STELi IN57AUCTION (CAI) PACKAGES

APER VITI AFPJCATIONi

INIdONCEI BASIC KNOWLEROR, 1KI41. AND STANDRDSACHOLS

OAFLUI ONAL HKROENA o(NOu (O TAACsistao INStRUCtION (CAI) PACKAGES
NO ANMY IENAICE WCONG INITIAL ENTNY took, hitLA rRACICAL LUCROIE kIANTA!NING COMPUTER KNOWLEUGE BASES

SMALL (RAUP1 (LUSS T'HAN OR

HAEUPN RANN



RECOMMENDED SYSTEM
____________DEVELOPMENT PERIOD - CAPTA

OFFICER AT END OF PERIOD OFFICER AT END OF. PERIOD
tACERA T TTT ENO OF I'OF 5 0 AL DEVELOPMENT PERIO01 CAPTAIN, EACH ;4ALADRA TOE END OF PROFESSIONAL DEVELOPMEINT PERIOUI CAPTAIN LAC.H ~ I

OFFU MUTI FFICR MSTIý?NI

1, Sr. COMMITTED To Tl PhIIOtSSIONAL ARMY eTAIcI a. PROVIDE DIRECTIONJil18
1-01 INTERNALIZES MORAL, ETHICAL, AND PROFIT'SSIONAL STANDARDS, CARE$ lO 88-C1 COMMANDS AT COMPANY LEVEL (OR IN ORGANIZATIONS HEADED BY CAP'AINSI

SOLDIERS AND FAMIL1ES 802 PUTS TOGETHER AND PROGRAMS A SERIES OF DIRECT OPERATING TASKS AT
t-2 AHAVE S CONSISTENT WI HA PROFESSIONAL VALUES COMPANY OR EQUIVALENT LEVEL

Uo PPRCIATES WAAT THE ARMY MISSION OF PROTECTIIIG THE NATION ENTAILS 8-03 UsEIS MILI:3ARY-ORIENtET THOUGHT PROCESS: IPESTABL.ISHES ,OVALSAND4 III tl
FOR HIS0 BRANCHI ANT/OR FUNCTIONAL AREA OBJECTIVE~ ITIENTIFIES PROBLEMS) TEVELOPO, EV ALUATES, w L SEO

ALTERNATIVES: IMPLEMENTS THE DECISION: CONTRULS AND EVALUATES 
T
HE

2. POS$ESS PROFTUSInNAL CHARACTER TRAITS: ,ESULTS
8-ON1 WAES BDOLD, DECISIVE ACTION

2-1 PREPARES PHYSICALLY AND PEYCIIILOUICALLT FOH TII IUDRf.O A , IPEET

ý,A SII T M[DE0 ENASTOY TO ACCOMPiLT5L TE HI1 ON1, ANO THE
rEN tIDILT TOCANaI AS h GUIRFT TO THE SIIDATION 4 UPERVISES OTHER OFFICERS ANT DELEGATES AUTHORITY2-04 IA S "RACTI1CAL0,8 3-jHN NTSLDCMMNSNET PARtICIP AT95 IN-COMBINED ARMS ANT SERVMIET'PgRATIONSMHUN ANDOOLI CONO14 ENSEq: INTEGRATES1 OPERATIONS ANT ACTIVITIES OF COMPANY SIZED UNITS AND

ý,NDIVIIEUAL BATTALION LEVEL ST AFF ELEMENTS
C~EADEHATTH END OP PROFESSIONAL DEVELOPMENT PERIOD: CAPTAIN. EACH ~ 0 OVIDES HIYGH TYALITY INSTRUCTION IN UNITS AND WITHIN TM: ARMYOFFICER HUST: 9- 6 UCkTION SYSEM AlS-5 DES COMMON OPENATINAL TERMS AND GRAPAICS3, KNOW THE FACTORS Or LEADERSHIP AND HOW THEY AFFECT EACO OTHERI 9D DEVELOPS INTENT UP COMMANDER IA TERMS Or ESTIMATES AND ORDERS At

COM PANY, ILATTAL ION AND BRIGADE LEVELS ILI,
A:jýW;Mý &L. OI CHANG 3? PEFOM DTI EU SATAFFOPERA4TIONS AND PROEDUETAS ON IOMBINEUATM ihI1Ow1 AA ~p UCIN90 AND ESERICES, S ASALLATION AND HIGHERSTAPTYCOMUNIATINS OILS 308 AFPLIES FUNCTIONAL 4REA EXPERTISE TO MUTT ARM LESSýO ILTARYCOMMUICATONS SILLS9-09 DRAI'Ts, REVIEWS5 A1ND EDITS MILITARY COARCSPONOEAIýI

4. KNEW HIMSELF:

4-8j PD ROWOMAP AND ITS IMPORTANCE AN ROLE IN SELF-tiXEYLOPMENT
H-2 OW TO USE ABSESSMENT 1,YSTIN PEEDBACK RESULTS AND OTHER BOURCED to 10-01 AS'ALISHES AN OCAHIZRTIOAtI L CLIMATE. WHICH PRODUCES INITIATIVE,
GUIDE STLF-O)EVEL(ITMENT, RAU'T. ,COACHAIIIG,M SEEF-UEVELOPMENT AND PHYSICAL F ITNESS~Q~~ TABLISE1 AN MI, TAI NT UNIT DISCIPLINE, HEALTH AND WELFARE

6, KO DMNNTR01OY TTI'ATES3 SRBOND INAIES TO 0SET COMMON PURPOSE, D IRECTIO0N, ANIT:05, KNOWHUMAN ATUREICOMMITMENT TO ESTAht ISH RESPONSIVE CHANNELS. FORI D I SEMINATINO
5-01 HIUMAN VIMEADIONt OF UNITS ANT GORANI 9ATIONS ANT THE IMPACT UP URN jNTE NT

DRdClNT ON SOLDIERS, t'AMILIEs, DOD CIVILIANS AND QOWEk LEVEL 10-041 IEACHES ANT COACHES SMALL UNIT LEADERS
OROANIZATIONS n'

6, KNOW AiR JoniNh(lCI

-01El tN-IITPlV EXPERT IN COMPANYD AND BATTALION OH EQLIYALEiT LEVEL BRANCH p
SE ILLS, PROCEDURES, DOCTRINE AND TACTICS

6-02 INtERYDLATIONS AMEND COMRAT,'CDMBAT SUPPORT/COMU]AT SECi ICE SIJPSA~t A

MSilCONDUCTING COHYINCD ARMS OPLYATIONS

.8 4 N CH QUALIFIED SFWR ACMUR
NNDAMENTAL PROFICIENCIES ASSOCIATED Whill 415 DESIGNAV~ITI FUNCTIONAL

6.1 REA OR SHILL-0 PROFESSIONAL HEATING PROGRAM THAT EMPHAWIME GENERAL MILITARY
HISTORY TO INCLUDE READINGS AT COMPANY, BATTALION, RND1O BIA DC/
REGIMENTAL LEVELS U

6-0R T HREAT STRENGTHS ANT VOLNEFRABILITIESI AT TACTICAL LEYTLI;A
r)-00 HlOW TO VI SUAL I Z AND ANALAZE ERRAIN AND MAX IMIE IT S JOE TO

ACCOMPLISH MISSIONS APPROPRIATE TO HIS ARAIICA HAS/DR FUIIILTIDNAL AHEA
0-0 FUNDAMENTAL% OF EMPLOYING MACHINT GUNS, ANTI-TANK WEAPT1113. MANSEYEAI,

AND FIRE SUPPORT, AN HOW TO INTOGRATE WITH tERRAIN IN4 A I:EFERSIVL0
ROLE

-11 lOW TO WORK WITh AN0 [VAILUAT RESERVE COMPONENTS (RC) USHING THTIH A
ANNUAL TRAINING AND INACTIVE DUTY TRAININD PERIODS

7, KNOW HlT UNIT: MP~AN

0 OLE OF PHYIIICAL FiTNELS IN5THE ARMY E.
. EAH0ANDICOACHING lU LL

1HREATl CAPABILIT I ES N LIMITATIONS APPROPRIATE TO HIS HT:M AND ,t
PLAC (OGANI:ATIONAL LEVEL AND L8CA TAI'F

KNOWS HOW TO PREPARE CDUNtERMEA URES (ES. s PS SSC , PHYSICA. rIUAEvT
SECURITY AND COUNTERATTACK PLANS ANT EEC S)S T COSINTUHACT TE tII
THREAT. iII4

7-ON lOW TO BUILD DISCIPLINE ANT ESPRIT IN COMPANY SIZE UNITS yE ti

A-13~~ ~
7_7 A......
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4ENDED SYSTEM ~

PERIOD CAPTAIN __

W TEND OF PERIOD POLICIES
CAPTAIN, E ~ ~ 12 I INoEPll RON OCO' A PN'I

rSIONAL DEVELOPM4ENT PERIOD: C MTIN ACH TIP EIOr I)PT PO I DA TOMF0d110UNPt0AIOR WCL!11CO!AMOODID t A CGYIVAHOIODwONIlIoI FOR THE. R OFFLiCtR C0LEII OrFAWL EEAL iAlDMADA
17)PERITMC 11PRIO TO TONE THIRD) YEAR AFTER PROMNOTI1ON TO CYTI AN[, WHERE ITASIBLE,
PRIOR TO, AR OURING, A C O,,PA yi'AY.OEyL COMHMAND EXPERIECLC

L:VEL (OR IN ORADiADITAIONS HAOATlR'~F CAP TAI N.) To OtICS~rR Pupist,) THIAT, IN PREPARAT ITONFRCM' 1011011v AI ID,14, T11lE GO0L15I
OSHAMS A AERIES OF DIN IC1 PERAT!ING TASKS Ar THýAT,`011. DO ODE A I IL ITAiO Pk D 01~l AIENDDui OAC .0-04,Y85.
T IFEL .11T LE DOR Or 20 WEE "" lopS ' I oIIi QAC 1111 BE LVALIATED 1 LIGHT
AJ THIOUGHT PROCESSI ES&LAD OL ADOrTA OA MIT lol AND TOO CAO COASE -p8,

.0 P'MGE.EM81 UDEVEL OPS, EVALUATES , C140G ;E S

.1,00 THE DECISION: COATMOL1 ANO EYALAtLDH THE OS TRADOC REVIEW CURRENlT 0CA CLoo ION CnmAE A110 "GO`AD l.SH OAC LENGTH,
AlIN AD GOALS EIIADRIID COMPAT)I I,TrY WlI! :ItTIHL COURSE$, OITAODI

ACT loll Sql LS, PROFICIENCIES AND K14OWLEOTE POUGIRED OF ALL OFFICEDS U,,
CR! IC~ CD OS TASKS, OAFEOGY GOiIALU0000, PHYSICAL P I rs:G) - U0FYD,
00o R TOAC IIYIEMElIT ITS II -OFYAB,
00 MILPERCACES 1 DO ONCE, AT A GOAL, THE ASSGIOMMENT A FOFFICEAT TO UAC

C'E.SAND ART ELRDAF AUýTHORITY UPON SELECTIOTI F OR PRSOM 6T N IT THlE ORATE OP CI' 3Q Yal,

NDIlT DAIS AMA SENVHICOPNRPAAOI~o' 00 ODCSPl EARLICSTAIL POLIOCY TH0AT ADIGNMEDT PRIOPITY POD rHRADDATEG OF
AN D A CT I VITIEit OF C OMPA NY S IZED UNITS A DD OAC ID TO o GAMID.ATIONS WITH TIFPORTUR ITIE F P OR CO RPANY COMMAND (ON TO

LEHEL 3T0AFF 1. IL'i TS APPROPRIATE UTIIZ IATION ASOIRDIREi POR THOSE DRANILIFS WI TH MINIIMAL
INOTHUCO I11 MITT AND WITHINIMFTH ARMMY OPP')TRTIIITIES FPT COIIMAND) - OF 86.,

00 ON;ýNTENTYNWIT~~rULOAIPLE~iENtAT 10,1, OP 00O, 1I1ly'EACEII ETTADI ISH
LEM ALMA AN tHAPAILA POLICY J!HATFArSODACE TAT AAI WLILL Hr ONLY TO UFrICLOD SDASIC HAI

MMAE IN TERM OF TIMATES ARE' ORDEHS AT GC 1OOL H1ll TUE X EPCFII OPl TL EcTAND/FATYOICG 108
IIIDM000 EVLS02 RrDGUIREM(NTS FOR COMFANY-LEVEL DRANCH) ODALII'ICATIO lolILI lt HE GPIDEA AND

Fl 0 PEIATITIIS AND PROCEDAHE.G ON COMBINEA ARMS BRANCH ntIALIFICATIOTI WILL NORMALLY OCCUR BEPORE BHANCH IMAtERADIAL AOiS6,1111NRLTS
Al CAN AND HIDH1,RSTAFF5
PA PEiR1 ,10£ TO MIEET ARMYv NEEDs 00 IRPDOFOENTO EGTADt. 1GMINlT IAL HEHOIREMENTGS FM BANHANI DUAL IFICATloll
I S0 MI IRAN CSRDESFONDENCE FOR MON ALip AGMEN OPFICERS 'Nij FYOVILSY IrFCOMHOADATION3IrDT IRALIOr - 2FY86.

Go AIICS t~ EGTOMI.I T OI) D ICY THAT At NFPNORIMWRELY S' Y%1, ANU1 PALOR T1
ATTENDANEAT100 DAIC, OF ICEPS WILL BE OFFEHLD 111£ OP`ORTAIIITY TO BANHANI
TRANSFER VOLUNTOARILY to COMATA SUPPORT AND £01400? SENVICE SUFPORT

IJAIITONL CLIMATE WHIICH P'NG0TUCES INITIATIVE, ORARCIIF.O THAT0 HAVE OPENIlIGS IIGQyar,,
tN'VIIOLOPHFNT ANG FPHYSICAL F ITNESS 00 

0
1101GNENTS ESTRAL I Il EDUCAT ION/DDDCII QUAL iF ICAT ION RGDHLUIRLENIITN

10111UNI 0 D1 OISCILFMLD, HEALT E NDAR WELPARE iTIIOYT THAT BRANCH TRANSTFER At TOE THRDEA ,I 1011 C O loll 10 I CIS 8.

RA DO $FT COMMON PURPOSE, DIRECTION, AND 00 T`1600. IITOIAW ANDT APPFROVE IRHANCO DHAt L CATII HODiDl MH - ' FORT

lIS RESPONG ME CHANNELS FOR DISSEMINATING GO MI l PEIICL IISTAUrLloll "OILUICIN OThAT O FFICEH R lI. L IlL B11011 ORAL IFD
PRIOR to SELOCt ION FOk PROM t IO to lAý - I~rYFYA

9MALL DM10 LEAOERS SAD i oASG OHkBTIAINBIAI O11N118t
f120cl SICHOLF .AAIII P1 TAC~ri ASIl aOHE DAT TA ll/DIOIE OMA GT

T0 PROPONENTSA 0000NIMINE POSITIONS, INI FAli(HItO, AILHE HASSIADENT OF A
'OPMITEI BATTAL ION OR DRI1HADE COmMANDER 1 115DEIDO - ;UFYDE,.
ca 00PRDC'NAETERMINE MAO RAM NUDDEDR OfP 10011R C0IIIIANLJLH IIIAT CAN 3L

AS.;I NE OB ANC CHOOLS OOFY815
£0o RYAIOCAPP'ROVE POSITIOINS WHERE FODRMER CO1IMANUERS ARC AEsIHIG - 'OFYIL?,
00 GIIOSPER ESTABLISH POL ICY TO ASOSIDON FORALOR CORIMANUEHA SD SEIGIIjtAIOD
POSTlIOPNS Ill BRANCH SCHOOLS 2 RFY8Y.
00 11l1 EACEN IMPLEMENT POLICY To DODIMI PORNI" 00M1HANDLIRS TO IIENTIP IED

-I lt ?IGSE1 U VHL I GTl OIIEAY ALL M1E010 RE .,0ALI'. THARI 50101CI AT BA1ANCHj
10LS 1C A HIGHDLY D0ESIRADLE ASO IDIIEIIT - LIUFYD?,

uo ODESOER ENSURE SELECT ION O1(.500 ODE AWAHLO D IMPOHIASCL Al IIIOiHALSIlk
4ALL 0PI4, WILL ATTENDE CO~lS NlED ARI4G AND0 SEDOILL S STAFF SCHDOLL

I O ITM 851 VIM oF APOS,

00 OFF ICERS Ill AAC AITlI FOLLOW- N )ADNSNIE0T HIT H 0:ROO!DE LEVEL OR HIGHIER
,STAPP ýllASGE ORON PROM1, 0015 ~ C) illL ATTN I V s ENIODIE,
00 CPTT WILL. DOTE NO CAS' PARIOD To A BHRIGADE GA HIGHERI LEVEL STAFF
ASSIGNMENT.

1_Z OFFICERS ARE EL.IGIBLE FL.1 PULL-TIME ADVANICED CIVIL 0CCHOOLING AFTER

COMPHRV LLYLL BRANCHPDRALIFICATIOD,.ICORFAILY-Lr EVL 8 ADYCH ORAL IF 01 ljoll WILl REOCEUE PFlER CIIOAL AREA

i1N SPICIAL BRANCH AND RESEMYD COMPONENT OFIICOOS DWILL AOTEIII1 CAS3 BASED OIl)
1A0T ATMI LAHIIJiTY, S OIPOCrLD MY ODCSOPS,f 'TRE CAS TEIIAR IGSTRHCTDRG SHIOULD DOL FOHIL,1l DOT TALON COMIA1NDLRS:

IIWOF,,,ALL WILL IHAV DEMONMSTRATED PROFICIENCY AT T14O BRIGADC Ait)I DIVISIONI

00' l AHIVTý COPRESPONDRIICE C0URSE PHOGRAM EACCPI STAFF 01YEOELPMEII COURGAAII TIr)D MORE THIAN 'AS WEEKS INI YELDEIICE WILL DR ADESIGNED A1,0 IIIPLEMDI f`1,I loH
T1lE CQM IP(,Nll' A, All ALTERN1ATIVE FORl TO OFFICERS VI'ICANO A011 H N l~THTE
wit)r i JOAR COO' SCH1O001

uG A' ii THlE STOMPF DtVIELCFTETT COURSE IS ;lIPLEFIENlTED. IT1, 0!'.
WILL BO THlE MINIIMAR EITUCATIOA 1010 EGOUIHME ti FUR5PYOlFOT1014 10 L, I NU DY MLL

111 r 01911 1'CIIlILT C OMPLE 11 FTI lE or 11111 THRYEAM AS A 'ADJAI,.



DESIRED SYSTEM

DEVELOPMENT PERIOD - CAPTAIN
DEVELOPMENTAL ROLE ENVIRONMENT ME

INLIVIUUAL o 921 SELECTED FOR 03 (CENYRALIZED),

o FocUs ,N CEMENTING ARANCH PROFICIENCIiS. CONTINUES LIFISTYLE.A OF CONTINUED 0 3i III
TRAININm MED EDUCA.ION AalslllS OWN SHORTPALIi WHILI REMAINING RECEPTIVE To 0 1001 ATTEND OAC (20 I6 WEEKS 02IP)-03, U
MENTOR CRITIQUE. It ERBI1 M F O RAL READING TO REMAIN CIURRENT IN 0 F1
BRANCH, FUACTIONAL IA CAl OD O RANCH TRANSFERS AROM COMNAT AARA WILL REEIVE NOW BROACH TIAINIHG POFIO TO FIEL

INITIAL CS/CS ASSIGNMENT, paOFE~

w NTOR o GOALI 100% ATTEND CAS3 (9 WTEKS : 03 HLT 8 YOR*), UNTORI

0 CONTIBUKA TO EXCMPLI.IY IPRLESIONAL VALUESA It A ROLE MODEL FOR PHYSICAL
FIT1NESS AND CONTINUED EDUCATION LIFESTYLES, ASIUaV CAPTAINS HAVE 0 10% OF 03 AS!bOHM[NTS ARN RRASA ZIMATKAtAL. (OPMS STUDY INOUP). LD
DEMONSTRATED EXPERTISE IN CRITICAl ISKILLS A SOcIAfED wITA FIGHTINO THE M I.
IMMEDIATE BATTLE[ eXPLAINS AND REINF ORCES iRIGADE LEVEL FýAMI OP REFERENCE. 0 11% RECEIVE ADVANCED CIVIL SCHOOLING (6'S YOC) CASE ST
FACULTY MENTOR STRESSES COACHING AND GUIOING ASPECTS OF MENTOASHIP IN
CHALLENGING SETTING, PROVIDES COURSEWARE AND OCTR IN p':y TO C1MPUOR 0 161 SERVING OUTSIDE EITHER BRANCH 0. FUNCTIONAL ACA, PROFESS

KNOWLE•O. BASE WITHIN APPROPRIATE BSANCH, FUNCTIONAL AREA OH AREAS OF
CONCENRA''ION, 0 VOLUNTARY INDEFINITE S

T
ATUS APPLICATION 8IH YOS, UN/ONH

uN1r/moR o FUNCTIONAt AREA DESIGNATION OCCURS• lLY PROMOTTION TO 05. FI3L. t

0 IN UNIT, PROVIDES DEVELOPMENTAL OPPORTrNITIES, EEPECIALLV THOSE WHICH 0 TOTAL MILITARY SERVICE OBLIGATION EXPIRES! 8 YO, kKpIE1

POSTER SKILLS AT FIGHTIN1. AND SUPPORTING H COMPANY, USkS COMPUTER X IRCS
PIMALATIONST CA/ AND OTHER TRAININ TLCHNOLOGIES INTRODUCED BY SCHOOL TO 0 ACCEPTS THE MILITARY 05 A POSSIBLE CAkEER WITH ITS VALUES AND NORMS, SCHOOLS
SUPPORT UNIT/OROANIZATION PR PEESIONAL DEVELOPMENJ PROGRAM AND OPERATIONAL
AISSIONS, PONITORS CAPTAINS COMPETENCY IN S 111 TASKS, 0 ENLARGEID PLASPECYIVE OF lOW THE ARMY WORKII, FIELD P4MALL t

bCHOOLS 0 OPPORtUt4iTY to C•HMAND COMPANY-SIZE UNITS, HAS LL

O ROLE OF SCHOOL IS TO M4ENTOR RESIDENT AND NON-ATIIEENT STUDENTS. PROVIDE 0 MOS It! CwVTrIIcATION, PROPESE

TRAINING SUPPORT MATERIALS (E.G. SIMULATIONS, CAI PACKAGES, ETC.) FOR FACULTY

INDIA DUAL. UNIT AND SGANIZATIONAL USE AND DEVELOP COMPUTER KNOWLEDGE BASE D REINFORCEMENT OF VALUEd BY SOCIALIZATION PROCESS (IIF.. IeER INPUT),
TON A AND RC USAGE, N•L.S STUDENT RESPONSIBLE FDO FACTUAL CONT$NT. ENABLING
NON, EXPERIENTIAL APPLICATION EXERCISES IN THE SCHOOL SETTING. mROHiDRs 0 FAMILY COMMITMENT TO THE ARMY,
SELF-ASSESSMENT OPPUOTUNITIES FUR INDIVIDUAL DEVELOPMENT PURPOSES, O STAFF OFFICER At BRIGADE T4ROUGH MACOM LEVELS CAPABLE OF APPLYING BRANCH OR

FUNCTIONAL AREA EXPERTISE IN A COMBINED ARMS AND SONVICES CONTEXT.

0 'BRANC• OUALIF IE)

0 SO3 qELC•!Tt) FOR OIda PI'RHOTION SO&R Of tEHMIHNES RANK ORhfr LIT FOR C'SC,.

CPT'S IUON-SELECtAO FOR 0, ARE 5ZPA.IATED ON SELECTIVELY (UNtIftLEU F0A UP tO

( IPOOS RECOMHENOAlION)
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ED SYSTEM

)D -CAPTAIN

ýRONMENT METHODS TO EMPHASIZE
* CONW,'NIIONAL alctRVOiIC

51 0(p)-3).INUIVIbUALi
ARM. WILL RELEIVA NEW BRANCH TRAINING PRIOR TO GOi* rANG O4UT10NIRI IN STRUCTN A NG PA1 AG)

ohKSt 03 NLT 8 YOSO) INT
IdCH IMMATERIAL (OPMS STUDY GROU-), NALD PRACTICAL. 6XI AV INN PACAGE
HOOLING (G-8 YOU) LI.L ROUPS gPONN.S21TIED IJUCTAION PCA9

EOP60I0N1PUTDIN SIMUL.ATION, ~Ago All){t ANCH ON FUNCVIOHAL AREA.,FINA dbN

'F'LICATION JTH YOU. UNIIt/OKGANIZ .ArIUNI
~u~ HL POMOIO TOIELD11. TRAININý COMIUTER ASSI17ED INS UCTION PACKAQ91i

IION kXPIRES, 8 YO3 x ER IENTIAL PPLICA1INN EOR4PUTER SflhuIATIONS RARGAKES)I 1XECR CIS, I
SIOtLF CANCER WITH ITS VALUES AND NORMS,.CIOS

II ANY 110011,FiULO PRACTICAL EXERCISES
O-0 IfEJ~s, 4MALL 690UPS ~OMAIITEN ASSISTED INST U(tION PACK41ES

(.050STUDIES LOMPUTER SIMULATIONS (WARGAMIES)
A FOS &IONAl. HEAVINCi
FACULTY MENTORS Q SERVICE SCHOOLS

CIALIZATION PROCESS (I.E., PEER INPUT).

11GR MICUM LEVEL% CAPAaLE 01 APPLYING BRANCH OR
OMBINLO ARMS AND SERYICOS CUNRiTP.AT

UI BOARD1 IIEILIMINES RANK OUNER LISI I OR CSC.

'UPARAIEI) 01: SLLI:CT10EY i'140C L, uoTo
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RECOMMENDED SYSTEM
DEVELOPMENT PERIOD THE MAJOR AND LIEUTE

OFFICER AT END OF PERIOD OFFICER AT END OF E 10-
7. KNOW HIS UNITI !02 ALL ACE~~L,. LANNAN AND

MMLEADER At THE END OF PAIJIAS TONAl DEVELOPMENPT PEAIOUI MORAO 'I DLEROFIPHYHSICAL FITNESS IN THE ARMY ENLOSE A 00
tlETTEANT COLONEL, EACI DP ICEA MU Tk 6NPH ITEACHFR. COACHi AND MENTOR 0 H

3 HREAT CAPABIjLITIES AND LIMITATTONS APTPROPRIATE TO HIS TIMýE QUO L0 CH SE C
1. BE COMMITTED TO THE PROFESSIONAL ARMY ETHIC! P4ACE (Ok.lANZATIONAL L!EVL. AND GOGORAPTII. LOCA19N IN) TAT YHi:MY ANT DcoL CR50

HOW to PPANE COUJATEHREASL'RES IE ,, 0P1 GIOULC. OY ICAL isA A AI N
SECRTY A C CNEOTIACK PLANJS AND EXEPCISES) TO COUNTRAT A TARl AF IRY II

j:jýHYECONS ISTENT WITHMNIOHSMORALA AN CTHCA 1ALUE HE AT D AI REOT SITH~:~~P~ItES WHAT THE ARMMIIO OF PHIUETN TH AIO NAIS- SALTION (Ic.E, REST. CAMP AND STATION) AND COMMUNITY OPERATIONS 1T RATFO HI ARA NH AN R FUNTIONAL ACA 75 H~ OR TO ASSESS 'NHD AFFECT DISCIPLINE PNO ESPRIT IA DATTALION SIZECOAN D

2. POSESO~ PROFESSIONAL CHARACTER TRAITS: ORGANIZATIONS A N! UN STAFFS COMAN TWERE

2-0 PREPARES! PHYSICALLY AND PSYCHOLOGICALLY FOR THE RIGORS UF WAR m LAlkA r EDOPRFSINLEVOMNTEID AJRAUCA AA
AS RIOLEMONDELAD TENAIYTO ACCMPIUTENANTDBIIT COLONEL, EACH OFFICER MUSTI PROGRAM NMANýA IGEMNE EAIYT COPIHMISSION N THE LIEUTENANTAL~ OPRTJAITI~EAND COURAGE TO CHAN E AS REQUIRES By TRE SITUATION 8, PROVIDL DIRECTIONI ULTEV LNDT1,2-04 NAS PRACTICAL JUDGMIENT AND SOLID COMMON SCAENLSEEAN

FNU'8-01 COMMANDS, LEALDS, DIRECTS, DRUANIZES, ANDI TRAINS UNITE AND 107 OFFSET
;F"P;EADER AT THE END OF PROFESSIONAL DEVELOPMENT PE111OD13 MAJOR AND!80 OHGANIZATIONI, AT THE BATTALION OR EQUIVALENT IDA LEE OMRAND AND
LIEUTENANT COLONEL, EACH OIFICER RUST! :0 MOLDS OPERATINO TADS/OMETHODS INTO FUNCTIJNAL SYSTE'MS

8-0ý AYJUST tYST MS TO CP RITA CHAR'OES IN THE ENYIVN'HIENT E'.ECTTNE PORC
3. KNOW TAE FACTORS OF LEADERSHIP HOD HOW TAUY AFFECT EACH OTHERT to0 APPLIES R PO BLTTAIEM TECVINIGE H DRSIAE NLTCLGIL 1 FIE

TOMSIAYPRBE OVN WANC STAFF LI
3-01 How OPMS,'OPDS AND EPMS/EPDS I'LlCTIUG 6-05 TAKES BOLD, DECISIVE ACTION ATN H

8-06 DEVELOPS DOCTRINE AND SUPPORTS R & TO ASSIST LONG TERM GROWHY OF TED H
14. KNOW HITISELFI' THE AllA AND TO BUILD ON THE SYNERGISM OF LIGHT AND! HAPVY FORCED DIII ClC 0RA

3. P'RET STUDIES PRO(
4-01 HOW ID USE PD ROADRAP 0AA CONTINUED SELF -DEVELOPRENT IMLM lWlARFCATAUTlHE1
11-02 IDW 0 USE ASSESSMENT SYSTEM FEEDBACK ITEAITH. END OTHER SUDRCE5 TO 9-01 INTEGRATES, COORD INATES ANTI DIRECTS STAFF FNTEONET SN! AS A PRINCIPAL SPCRM F

GUIDE SELF-UEVELYPMENT OR A REMBER IN ANY DTAFP POSITION AT TACTICAL/IN4TALLATLON LEVEL MAOD OS IRE
5, KOW hMANNATLTE ATNE, TO INCLITDE JOINT AN!! COM11IIIDO STAFF5,KO3UA AUE -02 PROVIDSE AND SUPERVISES HIGH4 QUALITY INSTRUCTION WITTHIN THE ARMY REQUIREMENT!

EDUCA'IONLSSEM NEEDS. ANT
5-01 ROMAN DIMENSIONS OF OrAIT t/ROANIETIoIAON AGD IMPACT OF SAN UECL;jIONS 9-03 JISEl MANAGES, AND! WOTICULATES REQUAIREME'NTS FOR COMPUTER SYOTEMIG ERON DOLDIFRD, FAMILIES, DOD CIVILIATN$, WAND ORGAHIZOUTiOH APPLICATIONS IN MILITARY ORGANIZATIONS -9 Do UERT

9-04 APPLIES OPERATIONAL TERMS AND! URNTTIC!! AS AFYHIDn-IATE TO AUT14 BORANCH TAUL NTEVL IE61 KNOW HIS Jost ARID FUNCTIONAL ARES

G-01 'COPEW'" !NNORANCH AND/SR F!UNCTIONAL AREA] CAPAITLE OF APPLYING 9:0 WAITES PLANS ORDERS AND ESTIMATES AT ALL LEVELS Sto ALL
ERPER TIE TN ARMY. JOINT AR COMBINED STUMF5 9.06 ARTICULATES CDNMANDER'S INTENTGRTTAE

6-02 OPERATIONS ANT SUPPORT DOCTRINE AY THE COAPS LEVEL AND INLJAW 1-UP TRAH5ET WOS CommARER1D IATENT TO oiTECT FUNCTIONAL ACTIVITIES AND CORPS LI

6-04 MIS TVA VTSS,. 10, MUTIVATET 00 AT0
6 AH'hWT A RM IO INTOAD INN SHO OTHER V lUNCHIES, FDLT IOITAL NAWVACED MITAREAS, ARVMYAVSFA RSLO STILT AN OTHER SERVICED WORK TOGETHER 'U MULrIPL` 10-01 FtATWLISIAEO AN INSTIEUTIONAL CLIMATE WHICH PRODLUCES INITIATIVE, AtNCOMBAT POWER AND ATTAIN NATIONAL AL!! OPERATI ONAL ODIJECkEIAI ERODE, COACHING. SELF-DEXVOLOPHEVT, AND PHTSICAL FITNELS SECIt N P

G-05 'HDW THE ARMY RUNG' PuNcTioNsiSI THDOTOUE, STATION, MHA EQI P 01, 10-02 MOTIVATES STAFFS AND SULORDRINIATE LCYALOTTO TO OUT COMMON FOPUkOUE 908 ImpRO0Y
THAI,, UNUT, OHIIZEOEFSYSEUAIN WAT MRAH lE!! IR ClION AN!! CORMITRI0 AND '0 ESTA9LITT HOREPONGIVE CHITHENL5 FOR

O:3HR GXNWE0UF T'PSI.S T)ISSEMINATING INTENT GO THE
I O AMFitU INTO CURRENT LCOTOMIC GNU PSI. ITICAL ENYIRONMETINI EVE 10-03 LTELNT'T COAITIRO OKll, IT TN SOIUNORINATE' AGE OTUUOCTST DESIGNEE IN

IRPLICATIONS OF PUBLIC INTHERET TO SITE LARMY 10-011 TI TYFOIRTU APPROPRIATE ROLE MODEL BEHAVIOR TA4 SUORORINATEIT
(U-OH PROFESSTOTAL. READING T'HOURAMT TMHYASIE ZOOt, OPERTIONTIDAL LVI. A. OF NAR 00 THE

AND 'ITT IMPACT OF CS AND 015 INTEGRAT IO OTSN TIlL DTO1AL AUTTLET TOLD WEERS AT C0l
'1-09 READING INCLUDES 01 ON D v~EEMI Or THE SUDOLI. TO ,OiC'T jMpA~t AT, THE.

ARMYT AND POrpYtIWL ARTAY HIDYITTYD lE.U, POLITICAL AN;) tlCOTiIYIC Do ENPIVYOTERI!T rOM'AN iAND SRUG'1,2,tTTEISHAL REVAHVIN)RI ENEABLTISIN,
r-TO HAITAEA ,TNEN0TT5 ANTIt AiIH 'IEA I I rElS At TUE TYýAMA IA'',ý. AN, TACT[ .

LIVCE GO PITBI
NRIT ONS INIL

6-11 HOW To VISUALIZE AHO ANALYZE TEARRAIN AND MAXIMIZE ITS USE TO GOS DENT
ACCOMPLISH MISSIONS APPRTPRIATE TO HID IBRANC H AN DIOR FUNCTIONAL AHEA COMMANDERS.
KOR EACH ASSITORMENT

6-12 MJOAMETATALS OF EMPLOYING MACHINE SUNS, ANTI-TANK WEAPONS, MANtJVER, 00 IAll
FIRE SUPPORT, AND AIR DEFENSE SUPPORT, AWE How TO ATIE RATE WITH SE IRNE ESl.
TERRAIN IN A DEFENSIV E HOLE

V-y CIHILIANRCERGONNIL MANAGEMENT PROCEDURES SO,' LOTi wN-D HW TAE RSE RY'r LOMPNENtS (RC) DIFFER PROP. THE ACIVE COMPONENT EDUCATION tIAC) AND APPAL. SATE THE DIFFERENCE BIETWEEN TNE TWL
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:COMMENDED SYSTEM

THE MAJOR AND LIEUTENANT COLONEL
R AT END OF PERIOD(CONT.) POLICIES
ITE 102 ALL ACTIVE COMPONENT OFPIEEMS WILL COMPlITE A NESIIINT DR NONREISENT

COMMANO AN STAFF LEVEL .O.... PRIOR TO SELIOTION TO LIC, THE. SCHOOL WILL
OF PHYSICAL FPITNES IN THE ARMY INCLUDE CONMANO AND STAFF LEVEL LANO WARfIHTINS AND RIYPPORT AOCTtINE CORE,

AT TEACHER, COACH, AND MENTORAT.CAPAGILITIES Al LIIT.ATIONS APPROPRIATE TO HIS TIME AND 103 THINE WILL 0E A MESIDENET PHASE IN THE CORRESPUNDENCE PHORM AMA USAW
u (ORGANIZA 1ON10 LEVUI, AND .EOORAPLI LOtN M THE ARMY ANO SCHOOL COSOC COUNBE WITH A BLOCK OF TAO WICK& IN LENGTH INPOWAIZINO
To PREPA E COUNT REEASURES (Ca,, OFSLC, SIOSEC, PHYSICAL IHTEGRATION OF ALL EL[MENTI IN THE UORMINT COMMAND AND STAFF LEVEL LANA
RITY, ANH COUNTCEATTACK PLANS AND EXERCISES) TO COUNTERACT THE WAM•FIHTONd AND SUPPORT DOLTNINE, TECHNOLOGIES MAY ALLOW THIN TO 1E CONItUCTtD
AT AT REMOTE AIl(S.
AtIATION (IC,, POST, CAMP AND STATION) AND COMMUNITY OPERATIONS
TO ASSESS AND AFFECT DISCIPLHIE AND ESPEIT IIT BATTALION SIZELL SELECT OCOHAMN FOR RLLIDENT
NITATION S ANU ON STAFFS COMMAWD AND bAFF LCVEL SCHOOLING,

106 THEME HILL It ALTERNATIVE COMMAND AND STAFF LEVAL SCHOOLINS OPPORTUNITIES
THE END OP PROFESSIOCAL DEVELOPMENT PERIODI MAJOR AND SUCH AM TRAINIIO 1, TH INDUSTRY, LOGISTICS EXECUTIVE PtEILOP ENT COuASE,

ONEL, EACH OFFICER MUSTI PRMOD AM MANAGEMrNT COUNGE. FOR THE PUNPOSE OF OOPANDIN THE REIDENT
OPPOVH~UITIuS FOR COMMAND AND S.ITArF LEVEL SCHOOLING 8FFICERSIN THESE

RECTIONI ALTERATIVE PROOMAMS MUST ACSUPOR COMPETE Y IN THE CUMMENT COMMAND AND STAFF
LiVEL LAND WARFIOATING AND SUPPORT DOCTRIN C

ANDS, LEADS, DIRECTS, ORUANIZES, AND TRAINS UNITS ANDNIZATIONS AlO T HATTALION OR ECUIVALENT TWA LEV1l 507 OFFICERS ATTENDINO OTHER CHT LEVEL SCHOOLI WELL RECEIVE THE CURRENT
S OPERATING TASKS/MtTHODS INTO PUNCTIONAL SYSTEMS COMMAND AND STAFF.LEVEL LAND WAMrIOHTINO AND SUPPORT DOCTRINE THROUGH RESIDENT
STS SYSTEMS TO COPE WITH CHANOGS IL THE EVVVONCENT ELECTItC POGRAM (PREFER•RE OR D ON-O|tOIDENT PROORAM OR A COMNINATION THEREOF,
I S QUANTITAIIVE TECCNIQUES AND SOPHISTICATED ANALYTICAL SKILLS
ILI:ARY PROBIEM SOLVING It6OFFICERS kTCNDINO FORtION CSC LEVEL SCHOOLS •IILL COMPLETE THE COMMAND
R BOLD, DECISIVE ACTION AND STAFF LEVEL LAND HARFIOHTINO ANO SUPPORT DOCTRINE ,ORUEl NEFORE THEY
DPI DOCTRINE AND SUPPORTS R L D TO ASSIST LONG TEAM GROWTH OF ATTEND THE FORCION SCHOOL,
NHH AND TO BUILD ON THE SYNERGISM OF LIGHT AND HEAVY FONCES 110 CCC ONADUATI V]LL SE PROVItOD UPPORTUNITIES FOR AN ADVANCEDMILITARY

STUDIES PROGRAM (A SIP EMPHASI1IN THE INTEGRATION OF THE ART AND SCIENCE OF
WM AT THE OPERATIONAL LEVEL, IN JOINT AND COMBINED OPERATIONS AND ACROSS THE

3HATLE, COORDINATES AND DIRECTS STAF FUN• TIONS AS A PRINCIPAL SPECTRUM OF CONFLICT,
zHEMMER IN ANY STAFF POSITION AT TACTICAL/ INSTALLATION LEVEL AND DO THE H PAPAL EVALUATION PROGRAM to ASSESS THE FULL
U TO INCLUDE JOINT AND COMBINED STAFF C0 DE lB F AL STUDPIO P R MS O RESOURCE FULL
IDES AND SUPERVISES IAAH QUALITY INSTRUCTION WITHIN THE AHMY MEGUIRENENTS FOR AOVANCD ETARY STUDIES IR TERMS CF RESOURCE AND FACILITY
IT OVAL SYSTEM NEEDS, ANT OPTISMUM ENROLLMENT POLICIES IN TrMSm OF ARMY oENEFIs., MANlAGES, AND ART|CULAIES REOUIHEQNTS FOR COHPUTER SYSTEMSICAtSOCS IN HI CULTAR T ORGANITATIONS SO ENROLLMENT WILL IE LIMITED TO 48 STUCENTS PER ACADEMIC YEAR UNTIL DATA

IS OPERATIOPAL TERMS ANDl dVAPI|IC kS APPROPRIATE TO VOTH AANCH ID DTVELOPED ON STVOENTICOSTLNC(trFl TRADEOFFS, MAXIMUM FUTURE [EPOLLMENTS
'NUNCTIONAL AREA SHOULD NOT EXOCED 96 STUDENTS.
:S PLANS OADERSAD ESTIAAtUD AT ALL LEVELS 0o ALL MAJOMS ARMY-WIUE WHO WAVE COMPLETED C$C LEVEL SCHOOLING AND

3LATES COMMANDER'S INTENT TO DIRECT FUNCTIONAL ACTIVITIES [EMONTRAltE AHbA POTENTIAL TO SERVE AS A PRINCIPA;. ITAFF OFFICER AT DIVISION
AND CORPS LEVELS MAY A PLY FOR THE PROGRAM,

oo V DA CIRCULAR wHICN DEFINES THE PURPOSE, SCOPE AND METHODOI-ONY FOR
YLISHES AN I|LTIýDTIDNAL CLIMATE WHLICH PRODUCES INITIATIVE, ADVANCEJ MILITARY STUDIES S1ELECTION AKD ENROLLMENT WILL SE PUALISHEE, PRIHAHY
r, COACHION, 5EF-DEVELOPMENT, ANU PHYSICAL FITNESS MELECTION HOLE WILL REMAIN WITH CDR, EAC,
IATES STAFFS A•)D SUBORDI]NATE ECHELONS to SET COMMON PURPUSEM TOM MPROVE PRE"COMNAND COURSE PROgRMM,
:TION AND CO;ýHITMC:T AND TO ESTAULISD RESPONSIVE CHANNELS FOD
:HINAttINS Ih?0tT O0 IN[ PUI-8E OF THE PRE-COMMAND COURIE WILL BE TO ASSES1 THE COMMAND
.0PS CORCIIIN• .KILI.5 IN 5IJBOOUINATES AND STUDENTS OSEIUNEE IN PREPARATION FOR COMMAND.OIALDS VI'YHROlFVATT. JINL OL.E NOl)L IAVDO• IN SUBOOADINATLU

MO THA LENGTH OF THE PIE-COMMANS COUAIC WILL NOT E[CtEE FIVE WEOKS, TWO
WEEKS AT CAC AHIJ UP TO THREE WEEES AT THE BRANCH OM PkOPONENT SCHOOL, I.

00 EMPHASIZE, IN THE 'HOW TO COMMAND" POSITION, THE IMPORTANCE OF
ESTABLISHING A PONITIVE COMMAND CLIMATE.

00 PUBLIISH AN ARMY REOULATION DELINEATING POC POLICIES AND
MESPON IDILITICA,

O0 CDEVLOP A PRE-COMMAND COURSE TAILORED TO Till NEEDS OF RC 06106
COMMANDERi.

ao TAILOR tHE CONTENTS OF THE PHASE I PACKAGE dAOILO TO ALL COMMAND
DE[INNEES,

.07 LTCs WILL SE ENCOURAGED TO CONTINUE THNEI PROFESSIONAL SEVELO•MNTKEDUCATION THROUGH AVAILABLE SC 41SON-RESIDENT PROGRAMS,

W. Elk,
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DESIRED SYSTEM

IIDEVELOPMENT PERIOD - THE MAJOR AND LlI

DEVELOPMENTAL ROLE ENVIRONMENT
INDIVIDUAL o 80 oF CPOfO SELECTED FOR 0, gus RICOMMINDS PROMOTION BOARD ORTERMINICCU# ON IROADI|NO GEINEIAL MILITARY ADUCATION .. A NIN- RANK ORDER LIST PON ATTENDANCE AT .D,

VLONG AND CONT NUER U N IN APPROPRlIATl TRACNp CAREER ATTERN, DO0 DOPMiA AUI9ORIM|S A MAXIMUM OF U1 OF PROMOTION LIST TO COME FROM ISLOWDv p N AL6 ACTIVITIEIS. 11 MILITARY TE N, LA.
WARTEAKIA TV AUGMENTF IEDO E T HEN P RAESIE JiLI1C I ARS A NbT 06AMI• T O MONINTO Ol kTR AIN NGTH AN OUP R eU I I I = N IN I UNi Of AlIRIIIIINT 00 451-501 IILKCTID TO CSC LEVEL iCHOOLIN& (€IINTRAL1110 ItLitTIONl),
19ti VOLOG k I•HNITOA IT R~lTI ý AOH t U IT KA•NIIIII THUN M ORRISI~l WITH HELP orEIN&GR N E CVOLVk oi l ION EDUCTION SEVELD T TIIIE IN 0 OFFIC RI WILL RE DEVYLOPED IN DIFP'RINT CAREER PATTERNS THROUGH IINGL10 ,

UNIT * .OgIZA t'ION. A611ENMENTS . TO CON M IV F JUN I 0 ItPT Il DUAL, ANO SEOUENTIAL YRACEKIN.IN UNIT AND 0CHOO IOUll SITTINGS, CERTIFT FN V IFA) AND V ELTC) TASAS,
d0 201 OF FIELD GRADE. OFFICERS WIi', SINGLE TRACK IN THEIR SRANCH,

FENIITONI' 00 OFFICERS IN BRANCHES WITH LARGE REQUIREMENTS IN FIKLD 0GRADE WILL
0 I8OTp 4400L. ANlD JNIT MINTOINAI 10PLAIN/RRIN|f [ D|IIIýON AND INSTAL, LATION 1aINOL, TRACK IN UTANCHI IF MORE RtOUIR ED, PROVIDED BY BRANCH C RA MNSPFIR,
LEVEL FRAME OF REEIRINCE, AIlURIEI AJOPR IND LIIUIRNANT COLONELS HAVE O0 CUIRIINTLY 251 OF MJOhll HOLD A IRANCH-RILATED INITIAL ENTRY IPICIALTODEMONITRATED EXPFPTIUK IN INTIORATION 0 W APONE IVITEII AND SUPPORT FUNCTIONS AS AN ADDIETONAL SPECIALTY,
NECESAR v TO OBIAIN AND IUITAIN THEEI IYATEMI AND nIENERATE MAXIMUM COMBATPCOWH IENIIOi USE OF COMPUTER SIMULATIONS, PEI.ýD TRAINING AND VISITS TO 0a TRA OFFICERS PROMOTED TO MAJOR ARE AUTOMATICALLY NTIOGRATED INTO THE RA IFIRATIONAL TItAINING CENTER TT SUPPORT THIS TAIS)j SURVIE AS MENTOR INSTRUCTOIRS OUALIFIED,
IN U SI OP IMULATIONS, TELICOcF1NENC 1,1 AND , AI PACCAGES TO ENHANCEI LEARNINAND DICISION MAKINO CAPABILIT"IE, PROVIRE AISESIMINT CREDEACK OH rQ5 IV AND V 0 CURRNTLY, MEL 4 DaISgIAIUION PLAN Iý I TRIATES 85.1 OF TgE MA02R ANDTASE•$. APTAINCP) ATTENOINO CnSOC AND THEA IR NVAL. AND NAR NT STAFF COLLEGES,

REMAINING ERN ADRE USEL% '0 MEET OTHER REQUIREMENTS,
UNIT/ORGANI a 10% OF MAJOR AND LIEUTENANT COLONELS COULD If COnEO IMMATERIAL,
O PROVIDE EUPERIENTIAL DEVELOPHENTAL OPPORTUITItIS TO RELAtE SCHOOL TREORIES 0 80 OAALL FIELD GRAUE AUTHORIZATIOHS ARE IN TDA, 72% OF MAJORS POSITIONSTO REAL WORLD, ALIfN WITIIUNIT'ORGANIZATION MISSIONS. SEMINARI ON THIORY ARE IN ,
APPLINIS TO SPECIFIC UNIT/ORDANhZATI ON ACTIVITO, INCLUDE MULTIPLE ELECTRONICTRAINING SUPPORT AIDS IN OF ICER PVEL ,OPMHNT PROGRAMS, PROVIDE CLIMATE FOR 0 FUNCTIONAL AREA DESIONA1ION, IF REQUIREU, OC:U0S TNLT PROMOTION TO 05,SELPC•ERTIFI CATION OP MOSS IV ANDYV TAHKEI,

0 10% OF 014O5 SELECTED TO 05,
SCHOOLSj 00 DOPMA AUT11O|IEU A MAXIMUM OF .0% OF PROMOTION LIST TO COME FROM RI.CW
0 SCHOOL ROLE RIMAINI ORZICNTED ON TEACHING, PROVIDING TRAINING SUPPORT THE ZONE,
MATERIALS FOR UN T OROANIZATION AND KEEPING KNOWLEDGE BASE CURIENT FOR 0 COMMAND OPP•RTUNITY ABOUT 251 FOR LtC'S, 90A-01 LTU LEVEL COMMAHO
MULTIPE USERS AND FUNCTIONS, STRESS NEED FOR MOAN LOMPLEX INTEORATION AND SELEC[1ES CHOSEN FIRST-I tHE OLI[ILE, AUD TIONAL COMMAN AOl PIKED AS
SYNTHESIS SKILLS, INTHOSUCE STUDENTS 10 NE1 TOOLS AVAILARLE TO ENHANCE 10E10 SECOND-lIM[ ELIGI9LES, 1 TO t 2 HAVING AT LEAWT ONE UZ PROMOTION,OPERATIONAL PERFORMANCKE AN CONTINUED UCATION PLUS CONCEPT SFUNT0O GANIZATIONMENTORINO OF SUBORVINATES, CONTINUE TO PROVIDE AISESSE:NT O0 NEW CSA PoLICY REUUCES FIRST TIME-CONSIDERED SELECTION FOR COMMEAHN TOOPPORTUNITIES, WHTI DEVELOPEU, ADD USE OF EDUCATIONAL ARTITICIAL 10% EFFECTIVE FOR FY 6E OAROS,INTELLIGENCE, EXPERT SYSTEMS AND SMARI..• COUEWAREI TO CURRICULUM, VALI ATE MS
TASKE AWU PROVIDE FOUNOATION FOR NEXT S LEVEL, 0 SELECTIVE CONtINU'tION REQUIRED FOR ALL RA OFOICERS rAWIE NON-SELECtED FOR

PROMOtION TO LC ANI WItHIN S1I YtIAR OF IRETIRS•rNt,

o MANDAtOv T•rrINEMENt OF MAJJRIAT 21 YOS,

o MANDA'ORY MERIEMENI Or' LTC'i At 28 YOS,
O 90% O LTC ARL !;LECI LI) IU 01,, PrUO5 RLCQMMH. l4O PHUtITIOt. WARD ULTIRMIN L

RANK ORDER LISt P'O AI'ENDAI)AH1. A' 55C,
o0 DOI'YA AUtHORIIES A FAlIJMUM Ot 10% OF PAUMOtION LIlT tO C014L FROM ALLOW

14E ION[,

A -Il .. . , , .
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RED SYSTEM

THE MAJOR AND LIEUTENANT COLONEL
VIRONMENT METHODS TO EMPHASIZE

a 4 DSRECOMMEND$ PROMOTION BOARD DETERMIMI CONVNTIIONAL ELECTRONIC
WEE T EC. NUIHIVUUAL I

MAXIMUM OF SI OF PROMOTION LIST TO COME FROM 69LOId IIVIEELA
i~llD MII OMPT AIIII111 RUCTM•ION PACKAGll

;AIIu syTUn"I'l "IHOUCL OF THI AIM"{•UI,
CSC LEVEL SCHOOLING (CINTIALItED IELItTION). ROIIONAL REAADING ILIa.CON.ICIN( UI mooT)

UOMOUTIR UIMULILAII SWARSAMEl)
I0 IN DIFFIRENT CAREER PATTERNS THROUGH KINAL,.

OFFICERS WILL, SINGLE TRACK IN THEIR BRANCH. FILD (lIPS SR FACULTy MENTOR Q4PUTER AIRIEuio INSTRIJUTIoN PACKAGSI

I HITH LAl EOIREMENTS IN alLS GRADE WILL CAME UTUDIEI I SERVICE UCHOOLO S"HOOL OF THE AI COMPUTER
MORN REGUINIS• PROVIDED IV IRANCH TRANOPIR, [ILD •RAETICAL 0I9 1.II tIECONPENENCING (A (DO/AIJDI /A CDII )MALL UROUPI SIMULATIONI 'WAROAMESAJORS HOLD A %RANCH-RELATED INITIAL ENTRY iPECIALTY PROFISI|ONAL READING OMT

0 MAJOR ARE AUITOMATICALLY INTEORATED INTO THE RA IF UNIr/UNbANIZAO•EI

UTION PLAN DITRIBUTES Sg% OF THIE MAJOR AND FIELD TAAININ2(UNIT) CM;OO0LOP THE A INI I OMIN UTIR PAKA

AND TlE AIR SAVAL. A hRIN TAF COLLEGES, PIINTIH APLICTION I AUD01 Moot).Et OTtlLO REQUIREMENTS, EEEmCIOEI COMPUTER SIMULATION•O 1AAMEREI) (UNIT)

A111 COLONELS COULU SR 0OED IMMATERIALH

IJTHORIIATIUNS ARE IN IDA, 72% OF MAJORS POSITIONS
FIELD TRIPS UN FACULTY FENTORI JMPUTER A SlaTED IN TR UCTION PACKAGEM

All &STUDIES I SERVICE SCHOOLS SCHOOL OF THE AIR {.OIPUTR
ION. I' BNEUIRE, OCURm m NLT PROMOTION TO 0O, IElLO eACTI•AL EXERCISIE ilLICONFRINENCI (VIOIO/AUDIO MODe)

SMALL UROUPS ARTIFICIAL /NClj 1Olfq"i[, [iP9MT
15, PROFESSIONAL READING ASRT|IFI AND A A R T * UN|I A a,

MAXIMUM OF 10% OF PROMOTION LIST TO COME PROM BRLOW

T 25 FOR LC's, 50%5-018 LTC EvEL COMMAND
E L• 91 LE, AODITIONAL UO DT O4U P ICEED AS

TO II HA VNO AT LEAST ONE l PRONO I ON,

Ct FIRST TIME-CONSiDERED IELECTION FOR COMMAND TORD S.

(OUIRLD rOP ALL RA OFOICEHOS TWICE NOA-ICLECTE PFO•
si1 yDAmi Or AETRHEwcHI

MAJOR At 21 y005

LIC's kT 28 YOS,

:) (I I.C RLONMKEl I' uAO uI ION BOARD UFttAM I AL

1.1p 
AI (,



RECOMMENDED SYSTEM
DEVELOPMENT PERIOD - COLOI

OFFICER AT END OF PERIOD OFFICER AT END OF PERIOD CONT.
LEADER At THE END 0OF PNOOEEESOHAl DEYLOPHE01Nt PERIOD, COLONEL, EACH 'qLEIADER AT THE END OP~ PROFESSIONAL LIEYELOPM~LNI PERI001 COLONEL, EACH

OFEI[CER OIJSTTI,, 
FIE U

1, PC Iot~ to rTH t'AorEssioAA A mH Etoc 8,a PROVIDE DIRECTIONII

S EHAVE$ CONSISTENT All RIM MOORLA DNO IT U1~rD ENTAIL C O EAO AND OMAAAO AHIAAED

1rY" HI"H'it LJEVES or"111N APN IttTO I I CTHIC ARMY, 8-02 SHAPE% THE tNYIRON EMT FOR THlL t)YCLoPENr,oF PLASONAL, AND~ UNIT
lm fotlINLCflnNACrSH THRIt~i 8-03 ~OLELS OFFICER ArTrIBDYES WITHIN THO ARM"I FORCES AND IN PHUlLIC, ooo 'oEVIAL8-00 OtPLOYS AND HODIYFIHpt INTERRELATED DL'ERAT IN ,O S T rrM 9

P2-0 PREPARE! PAYSBICAILY ANDIPAI.IHOLOOICALLt IOR rHE RIGORS OF' WAR, A01R USES1 SYTHESIZtN NO 0111 CLCEPTUAILIZING PROCESSES FOR; NUN-PRUGHNNRLIE
50 ASSE0L-MNOED rANAD t M D ACORLS T0 MONOAOH MAK~ING WHILEIMPROVING ANALYTIC SKILLS ODYNIEP4O EARLIERO0 ASDOLC"MN'C'Ir OPH SIEIADTEIO ''E ES, ALLOCATES AN INtIONATL, F'ORCES HODOIRLII t EXECUTEFLEXIMILItY AND COUMAOiT to CHSANGE ASND IV hESITE At roE TsotlH ACTICAL AND OPERATIONAL PLANS

P-04 HAS PRACTICAL ODOHEMENt AND SOLID COMMON SENSE, 8-07 STNT H KSIiZOIS HE MLESSONS OF HISrORY
04-8 OMULAtES ARMY Po' tION4 ON NAl IONAL POLICY

9:-19 EVE LOPU DOCTRINE , D SUPPORTSr HD W0 ADS OF LUN TERM GRoOWOTHL OF YHU
;mAiI.EAOEU AT tHCEN OHY0F PROFESSIONAL n[IEYLOPMETN RIOEItJo COLONEL. EACII AllY ANDI TO SUtILD ON THE SYNEROISM 0p LIMIT AND HEAVY FLoRCEsOFFICER MIStIl 81 TAKCE SOLD, DE1CI1INO AC Itl O

.Y, . NON THE FACTORS OF LEHDERSIIIP AND 140W rN1' APPEED EACH OTINENi 9. IRPLF.OcHtN

A30i HISIEOHICAL, PHILOSOPAICAL. S0CIOLOOICAL BASEO 1`O1 VALUE OYSTER 1-01 INIP.ONVTES, COJORDIHATESANDHI UIHEQC,0OYNFF FUAC OITAS 0 A PRINICIPAL5-0 DEELPMETOF A MEMBER IN ANly brAY~ POSITION AT !ACtICAL/LNOEA LATILIN LLYCýL VA11)
.10 NRDEHREATIONOHIPI AMNON OPMSIIVDDS, 0MMDP03D AND OTHER MILITARY A00VE, TO I 4LLUjO JUOt,0 ANDt COMBINI)L OEAVI-'F

DARTERS9 02 FROy00VID LT ADLLHEARR011L3 1111 OUJAL10 IALTVOLr0 0014wil r t ILLi ARM~YR UOLCA4T 1DOAL S YOt.M
54 KNOW HIMSE.Lr

q*DI HDA TO USE ADSOCAISMEAT 9YSit M FrE EOANC HE SULt10 A t0 OTION YAOHOUNE To 903 INTEGRATES ADVANCES IN SPECIALIZED FIELUS INTO ARMOY SYST11MS1 AND
DSANOO TRHOIIDA~I EHHEYCSHA GID A~rDEOELCFMIHT, 9-1 VIOSaNIZES ANALYZES, AND ARTICULATES US POLIIýY IMPACT ON NAAIOIIAL

DECURIrY HANO OTHER COUINTRIES
KN, W HINAFIAN HATOHE, l-OZ APPLIED OI'ELF0tIONAL TIRMO A14E GHYPI4ICU

9-06 WRITES PLANS, ODEURS HAN ESTIHAT95 AT ALL LLYLLs
.5-01 HUMAH DIHEN1IONO Or UNITS lAN ORONIZATIFJND AND TOE IMPACT or OAFN 1-7 6RTICULATEO COMMANDER'-S INTENT

DCSOS SN T tIIEt 08ILED 00 IIINOONVDOAAD9Q AN SLAtES COMRANDERS INTENT TY UDIRECT FUNCTIONAL ACTIVITIES
SYOTMR, 9-09 4PEAKS PUBLICLY ON MILITANY SUBJECTS

F.KNA H16 JuIF, 10., MOTIVATLt

6-01 YULE As AN INttOOHTOR AND FUNCTIONAL 1XERIEA IN Lkk[UINY ANO StIHINEG 10-01 ES5TABLISHES AN ORGAN I AT I'FVA, CLIMATE WHICH "YYODCEN INTlIIATIVE',
NARMY AND EFENSE~ OHOANIZAFIOAS Al H100 LEVELS OF HEUFONOSASLItY, TRUST, COACHING. SELF-DEELO.LPMEINT, AND PHYSICAL FITNESS

B-02 INIEARELATS0NYOSPS AOPNO COMBAt ARMS, COHBAT SPOI'VFt AND COHORT
SERVICE suppoRT IytTERY; ON tHE CURRENT A40 FETE VA gAtTLt1`IELVS,

11-01; (FERAEIOHY RHO 9UPPYRT IYTON NT I TO t I:A I I0051 AND AEILVA.I0-04 HOW ARMY AN 00110 SEHASCE INTEONAo TI", S T A1PL R AL 1115 00 kcI
NOTIONAL CtTARTCOS OArYCTIYCl, t OIT 1U11

l-0, LATH MRE NARMY VUNY SN E L ATON ToHIT~Y ~l II I M ONAL JErEIADE

0(i N AIO N AL AN D AIS (AOAT~. SEAVICLSY IRPýISCAfIONSO i or ULS tL

fl..(? WSORKM TO KC N -LDIYE Ir PPI1t5 AND PITI3IS.
n1-08H PRorESSIO NAl. READING0 PROORHN THAT EMPHASIZCS THE STRATEGIC LEVEL 01

OAR AND THE CHAL LEtNOE IND1 N EU X( IN MOBILIZING, TRAINING, DEPLOYING,
SUSTAINING: AND I NTESRAtINS ARMY FARCES IN 10110, AND COMSINEO

030 EDNSINCLUDE POL tICAL, ECONOMIC; SOCIAL SYS1TEMS AND MILITARY
IN 1ERRELATIOINSHSP H ITH THESE IYTM TOF DASHVET THE"HRLO,

6-10 THRA AI11MLITARO, POLTIAL AND E CONOMIC STRENGTH S AND
VOLNRAR I L ITIEto AT THE 5 TRAtERIC LEVEL AND SOLON.

0-Il OCGOAAP14ICAL VAPIATIoNs AMONG PROSPECTIVE THEATERS Of NAN AND THEIH
RILITARY, POLITICAL, AND ECONOMI1C IMPL ICATIONS.

A-52 HAR AREA DE HENSIE TACT ICA EG. MINENAIN t H II NCRPLOINEAL OFCRE.1-DERVED ALAPOS .ANEhI ER AND SUPRIS IE IH EHII

7. NOW Ais UNITI

7-ý EPERT TLACL4FH, COACH, ANLD MtNTOR
7-2TR AT SS-RLITIED AND LIMITATIONS AL'PROPV4I ATE TO HIS TIME AN4D

PLACE (ORGANIZATIONAL LEVEL AND GAOURAPM)§ OCTION) E A IR N
HOWT 0( PREPAIIE COUNTEfAMEASUME E ; 010,,,OPT, 5jSE CPHYSVICAL
SECURITY AND COUNTETRATTACK PLANS AN XEOECI ES TD CONTED ACT THE
TFHREAT

7-03 COMMYUNITY HAND INSTALLATION RAANAEMENT
7-04 HOW TO ASSESS ANNO AFPECT ')ISCIPLINE ANJ ESPRIE IN BRIGAOD SItE

OEOANSZNTIDN AND ON STAFF U

A-21
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AMENDED SYSTEM "

TPERIOD-CCOLONEL
%TEND OF PERIOD CONT. POLICIES

$01 ALI. AC COL/LOC(P) WILL. RECEIVE SSC/EQUIVALENT LEVEL EDUCATION (RESIDENT
I'HVPRLNSSIONAL DLVEILDPMLNT PERIOD, OOEL EC ON NON-RESIDCNTI WHICH WILL PREPARE SENIOR FIELD1 GRADE OFFICERS POR SEHVICE,

COLONL. EA1 CADUING PEACE AND WAR, IN COMMAND AND STAFF POSITIONS REQUJIRINGS THE LEADERSHIP
ADM MANAGEMENT OF bIVERSE ACTIVITIES AT THE HIGHEST LEVOLS OF RESPENSIBILITO

WHIC IE~ E .INCMREASINSL FREiQUENI INTER FA CE WITH OTHER EVCS OIERMT

ASONCIE AI y CIVI AN INSTITUTIONS. HI A EDUCATION WILLB O NENE NI U
EDIITELiORONIDOHAI TAIN BIEDESOHTHE STUDY OP JOINT AND COMBINED PLANS 4Nb OPERATIO NS E2 RHIEToRICAl. ASPECTSUSL, ANA TRAIAS BRGAE OAT OF W49FAHC, AND EHOLETJON OF CURRENT USD HISTORICAL ASPECTS OF WARFAR AHND

VIHEINLVT W O AMY VALUES OFN OFVITOA N NTEOLDEO EA AS OILIZATION, MODERNIIATIONt AND FUTURE YtCHNQLOUYI
I:H AIH NI ALE ) IPRVEMENT OF EXECETIVE LEVEL SKILLS IN LEAP4RASHIP, COMMAND AND

H l MTIIUC IHATEAAIFAE R S$NI ANAGEETT CEE STAEI C DEIINMEING, ~ALYT AND CONCEPTUAL
UoIF~iDINT:HNiLAEPROERTINAMMTEM TECHNIQUES PERSHO NEL AND3 Rýý URE MANAGEMENT, COMMUINICATION AND

INO A~il mN OVITEPALIN OUOU PD O'OAAEH OAIATOA TIORIAN '1. INCREASED RESPCINSIBILTIIS AS A ROLL MODEL TONA JIIL I~'E~ HO TALOTIC SKILL$O IIEVLOPED EARLIER ESTABLISHT THE ACRE ENNRONMNT NET TilE EXAMPLE, ENFORCE STANDARRDS, AND
OCATE Hltt iNTEEATE&S PONCUS REQUIRED TO EDEUCTE DEVELOP SUBORDINATES.

TI'EAATIONA,. PLANfE
HlL Lt3SON6 SFl HISTOTRY 00 COLONEL PROMOTION BORSALL IOFNIAj SPICI1ENT SEL EETEE,INCLSUING,

N. AfllNN PO NA5 IA 1 OIC ALtERNAIES,jPD H ACATTENDANCE AT RESIDINT OALVEL 5CA00LNGI REMIDRHLOIL EN 3U T 0 N I TO A35O LENA011. TLERM UREETH OF THlE COMPLETE THE U SNACO OR O THE HNON-REBSIDENT P420T~. WIHNS ETUII N1 'SYNNEIISm UTF LiNilil AND *ILAVV FORCES 00 INsuRE TAUtT OFFICERS 4ARE SLATEO TO THE SCEUVLNWHHST4LS
ECIDIVE ACTION THE NECDS OP THE RM H AND tE OF PICEM' O UALIF ICATIONS AND PROJECTED

00 ý.LAt CTEES WILL COMPLETE THE USAACCSP OH OTITHE NON-RESIDENT PHOERAM

OURVN~tS AN flfli~5 SAFF ;UNTION AGA PRUCIAL ITHIN THAR E YEARS OP ENROLLMENT,
OVHIUUT.DHU [IITETASTAF FNCION AUA HII~IVL O SSC EDULCATIONAL OPPORTUNITIES (BOTHI RESIDENT AND NONHERSIDENT) PER KC

14Ally 3tXlI* POSItITI At tA1CTICUL/II0T:TLLVATION LIVEL. UAI QPICLHO HILL CONTINUE, AS A MINIMUM, AT CURRENT LEVELS,
NU: o T ANO :TJMTIII~flE LNAT JIrN
ý[PI:YI:,J ýi OIU UTUALIlY INUjTTUCTIUIT WIITHIN THL AllHY 2CNIU TO EXPANDI MLL-1 OPPORTUNITIES THROUGHI FULLOWSIIIPSIRLSF.ARcV

Y13 LM50NONIU
PROORAMU/0THEIT

VANCE C I N 51 EC IL At LUIE, VLUS I NTo AEHmyY 5 IEM5 ADUE ý05qUPPICEHS AWARDJED MEL I HILL1 COMPLETE H WARPItwit INDEAC AND "IluW THE ARMYO

NAINCE3, ht)Y HRTICULH'IRS US POLICY IMPACT ON NATIIONAL MONO. MODULE,* SUPPORTED Ay ANC
OTHEDRI CUTRILS co RPTIH00 DC ITAVET~OF H WTARP IOT ITU/LAC MODULE Or COMMON WARPI HITINI SKILLS,
TORENDAN CTEMATE A TD D AP LLS LE~ NCLUNIN4 HARUAME, SIMULATION, ANDO INCOTRPORATE It INTO THlE AWC CURTICULEM, TO
ONMAUVEAli INVAENT AAL1.413iNCLJNE: THE 1UITITESPONDIINO STDINE l PROGRAM,
OMNUCA le'N INIENT ODIHL DOE N' C NTA O' AWC A13APT THE HESIVENT HcOW THEI NA11Y RUNS" CLUUHETO THU tAACCPS.
LV ONA MILITARY SUIT4ECT 504 ES1ADLIOM A CURRHICULUM COORDTINATION PROCEDURE DEWENT T AWC ATND THADOC,

S05 AWC CONDUCT A FOLLOW-UP CONVEY OF ARMY W CRUAEUATEDs TN VA41DAYU

N OI1NNNIZAtIONAL CLIMUTE WHIICA PRUDUCES INITIATIVE, CUIRRICULUM iELEtVUNCE ANDT A35ICT IN INTURC CURRICULUN DEVELOPMENT,
Lr-Dr.YFLUIHCDT, AITI PHYOSILAL F ITREUD S00 INCLLDE ITT THE GUIDANCE POE11T SI AADS 'IlTlolHVE~(IM

RECMUADIIEI)TIAt A PARtic LR TI IJO IDITE L, NAVIIA IA TYT,
AIDT WAR COLLEGE)I BE UI'ECIFIED, IF APPROPNIAI , 10 MEET PODITION IIEUUIIIEPENTD,

SON IMPRUVE PAY1-COIMMAND COURSE PREGRAM

GoT THE PURPOSE uP TlE PRF.-COMMADNI COURSE1 WILL RE TO ASSIST THlE COKMARHIU
DROKISNEED IN PREPARATION PEG COMMANDD

D0 TH LbANOT OF0 TAD PHE-COMMAII COURSE WILL 1101 LUCEED FIVE WEEKS, TAO
WEEK AT CE ANOU D T0EWESAt THI BRANCH OH PROPONENT SCHOOL,

Do OMPHSIT IN THE RATO-CEMMANU PORTION I4STRUCTION OTT ESTABLISAING
THE COMMANU CLjIMATE4M

00 P051.15 AN JRYREGULATION DELINEATINS PCC POLICIES AND
RESPONSIg ILEITIET,

DO DEVELOP NPRE-COMMAND COURSE TAILOREU TO THE NEEDS OF PIC OS/DO
COMMANDENS,

DO 1 AILOR THE CONTENTS OF TAE PHASE I PACKAGE MAILED TO ALL COMMAND
DESIGNEES.

GO9 ALL ASAR OFFICERS SELECTED FOR MEL ISCMOOLIN0 DILL HECEAVE PHIIOH ITT POD
NOMINATION TQ RESIERVE UNIT POSITION VACANCI ES AND IDIVIDUAL T0OALI AtION L
AUGMENNEE POSITIONS.

S10 COLONELS WILL BE SELECTED POD THE ADVANICEDC MANAGSEMENT PROGRAM EASED DI "THEIR POTENTIAL FOR CONTINUED SERVICE,



DESIRED SYSTEM

DEVELOPMENT PERIOD - COLON
DEVELOPMENTAL ROLE ENVIR~ONMENT

IIIuIVIUUAL

a CONTINU7 FOCUS ON GAINING 6DIICATION AND EXPANDED FRAME OF 8EFIRENCE THRU 0 OF LTC SELECTED FOR CO.
aOnPS AND .AC, USES MILITARY %AAINl PROGRAM. TA|APAGSL SECF, ARTIFICIAL

INTULL GENCli PERT SYSTEMS, INT A AAi E , A 0 FIA AUTHORIZES A AXIMUM OF 10T OF PRAWTIEN LIST TO COME FROM BZ,
NTLI INNCE, XP SMAR " OUSR 0 A DEVELOOEC),

REL[¢ONFENENCIIP G AND WAR3AMES TO AUGMENT FIELD TRAINING IPPORTU NIIES,
(,CJTINUEl USE OF ASSESSMENT TECHNOLOGY TO MONITOR STREtNGTHS AND wEAKNESE S 9of- WARs 82 EIEETEIll ON THE I99-M 0. PROMOTION LISTl,
iYOLV! INSIGHTS FROM EDUCATION ANT DEVELOPMENTAL OPPORTUNITS IN
UNITWOROANIZATIONAL ASSIGNMENTS. VI AS SENIOR MENTOR $EPERT* IN AREA OF 10 0 OF ML POSITIS ARE IMANCH INIYIAITAL.

CONCENTRATION, FNCTIONAL AREA ON IRANCH, JHIFT DECISION STYLE TO HANDoE"NON-PROGMAMMEnOHIOHER-LETEL DECISION MAKING IN ADDITION TO ANALYTICAL 0 O OF r. FOSITIORS AE 1D,
EISIN0 MAKING SKILLS USED AT LOWER LEVELS. 0 20% or In. AILL COIMAN,

PNTOR o 681 or CWLILTC(P) Akit L I OR inLeCTIEs,

.0 WOTH SCHOOL AND UNIT MENTUISI ýXPLAIN/RHINFCOCO CORPS AND EAC FRAME OF 0 AR5 Of SW STUDENTS ARE CURRENTLY ASIlONC UNRD MIL I DISTRIBUTION PLAN,
REFEMENCI, HAVI DEMONSTRATED EXPERTISE IN INTEGRATION OF WEAPONS SYSTEMS AND
SUPPOMt FUNCTIONS NECESSARY TO OBTAIN AND SUSTAIN THESM DNNTENb (KOTENIIVE USIEU 99.7% Or AY 84111 SK SELECTEES AGR CM, LICIP) OR LIC IN PZ/IB TO OX.
OP CIONUtER SIMVLATIONS. FIELD TRAI.I)A AND VISITS TO NTC ro SUPPORT THIS
TAOK), lIERHE AS MENTOR INSTRUCTORS IN USE OF ADVANCED TECHNOLOGIES TO ENHANCE a OR Of AY 8441S5 C lELECTtIl HAD LTC CoURARo,
LEARNING ANT DECSION NAKING CAPAIILIT1ES, USE A35E114ENT TECHNOLOGY AS
APPROPRIATE IN INTERACTION HITH COLONILS, 0 MNATORY RETIREMENT F CDL It 1 YEARS AS,

o IA ET10 ON RECALI IRETtNTION STATUS.
UNIT/oRE o Il O TCOIERULUD OtFICRS FOR MHANAULRIRy FPOSIIONO NýT SF CNTHRALLY

0 PROVIDES eOI'IIHIEAtIAL DEVELOPHENTAL OPPORTUNITIES TO RELATE SCHEOL. THEORIES SIlITro,
to REAL AUALU, ICLUUEE MULTIPLE ELECTRONIC TRAININO SUPPORT AIDS IN OFFICNR
DEVELOPFENT PROGOHA.A ANIL CONDUCF OF OPERATIONAL MISSIONS, o TYPICAL Ais

SOf GlfsCLI~ CUR

SCHOOL L DO liv (R"II oF STAfr
0f rPS PHIFARY sIArF OF|ICAR

O SCHOOL HULE VE CAINS URIfSNTTD ON TEACHINO THE FRAME OF REFERENCE FOR UIAISIOR CRI~r, AMTI/A'OJOINT STAFF
ASSIGNMENTS AS. LOLUNELS', PRVIDINA TRAININO SUPPORT MATERIALS FOR FIELD AND o FOJECT LION
KEEPNO KNOWLtEDoE CAM CUERRENT FOR M ULTIPT E USERS AND FUNCTIONS. STRESS DT H AT A, SCHOL
IP IATION SHIFT IN UUE OF MORE COMPLEX INTRERATION AND SYNTHEASID SKILLS, TA
NRODIUCK STUEUNTIT to USE OF NEW TOOLS TO ENHANCE THIS OPERATIONAL

EFFECTIVENESS AND COONTIMUE EDU.ATIUN FROM WORK AND HONE ENVIRONMENTS.
CUNTINUE TO PROVIDE ASSESSMENT OPPORTUNITIES, WHEN DEVEqOPEu, ADD USE OF
EDUCATIONAL ARTIFICIAL INTELLITENCE, EXPERT SYSTEMS. AND SMART COURSEWARE" TO
CURRICULUM,

A-23,, •



ED SYSTEMg74 1~
PERIOD COLONEL
IRONMENT METHODS TO EMPHASIZE

coWmmTiomA ELECTRONhIC

~N I~T~IA. AM STUDIES OPPTR #IEOPRIC~

AND SMRT COL*SWARli

"S"TU.T NOS09iUE ~~sE~s~tsP~
OR SIMMES, AILS'IP, I ET

SK ULY AS AT ;AD IJj OUI L Z UT) PRA81lTAL *EACISE.S A PI IlIA

(9ARE CO. LICIPI ON LTC IN PLASToC , ;IALL GROUPS AND 8ANYRT SWR

Is 1) YEARSAFS~ , UNIT/0RUANIZATIONt
IELD tRAIMI~d PUTIN 6213E *RlFSESHfoPACrAG6s
XPISTNIr APPICAIL INELIEOE.ESPRTSSTM

*hHANWRIKY POSITIONS SJQl It CENTMALtY MI 4.1AR1 ýTLOURSEWXARRTEM

SCH0.i 

AD T tRS A SK

F IELO tR'IPS SR FACULTY MErR OUTR SITD NPrH IAAG

a7ijum ALL GIC OsAr TICAL XfTLISKE CSEa YSTM ml

IOrR iLPF tAC?1C40 A i READ ING S siAND T OURSSWAR!



RECOMMENDED SYSTEM
DEVELOPMENT PERIOD BRIGADIER AND MA

OFFICER AT END OF PERIO OFFICER< AT END OF PERIOD CONT.'

AL;A~tEM AT TH I oo PROFESSIONAL DEVELOPMENT PERIOD. BRIGADIER AND A-IT RrADikqs WAd OT POLITICAL, ECONOMIC, AND SOCIALHOSHTERH N 3_ITUR TYNERL. EANCHEONFFICrER MUlST MIIAR RITC LAtIOATRIPS WIT THSEO Sl TEMS TTOTTRONOU TC WOH L U, *

St~~01 COMMITAT TOTE RFLIDNLARYETIiPY. POL.ITICAL. ECONOMIC AND ITCAHOLCUICAL IThilNOTIll ANO Rot
1. ~ CMNIIEDTO HE NOESSDNA ARY EHIC L11NERAB 1LIT~tS AT THE STRATEGIC LEVELS. PLA

61 JEOA A 0 HCA~ wVipATIOHN5AMONO PRNYSPECTOAE I HEA"IRllOF WAR AND 011(115 IN
1-1 PIToMIZES A LIFE-LONG CAMMITMIM? TO THE NATION, TO ARMY VALUESI AND MIIAY 1lTCL c .NMC N LAOOIA MLCTDO

ARR p I , I ARYMSSO -13 REAR ART 6,PL E1TVE TACTICS 1AtHN 3 D1tH l T O IIHA~t COMBAT SOUPopR ANV $3,)
(C0 ~P~cAT H WHAT IR AMMIS OF o PROTETOINQ THE NATION ETILuS COMMAT It"L~YPPH VVAIRIM IHCMW AcM 70.HARAO

At T4E A111Hfit LEVELS 6F 11ESPONSOIILITY IN OD. PROTECTION, 8L

POSS81SS PROFESSIONAL OHARACTER TRAITS, 7. KNOW HIS UNITI DIV

PREPAR~tS PMHYSICALLY ANDT PRYCHOLOGICALLY FOR THE MESSRS Or WAR, ý-Qj YETCRCNMNO~ PHIRAETOAlTM H

2-03 MV INLE-M A ED TENACITY To ACCOMPLISH MISSIONS AND THE PLACr (01RSANIZATIORA1, LEVEL WHDOt SEARAPHIC LO0CAT ION) IN THE ARMY RMO PRE
FLESIIIMOITOAR CMaETOCAE A S REU D BY THRE SITUATION, KNOWS HOW TO PREPARE COUNTERMEASUREI E., PC UOC HSCA

((A PRCTIAL UDEEATRHOSOLD CMMO SEED TOTRITY, RAND COUNTERATTACK PLANS AND EAitsES T COUNTERACT THE 53114

W A E2-04 N F P OF S IN L DE E O M N Pt *D ThRIE AT, CIV
84-01gAN COMMUIYAIN TLATT FUYOHETRO

MrTAJOR AT TNTAL ENCH OFFI ROE SSMIONA DEEOHR EKD. SIAU N -Ol (OW TU ASIISE WAND AFFECT THE STATE IF READINESS, DISCIPLINE, RNO
MAJR IEADALEAH OFICR MSTESPRIT IN LARUE UR6ANI~tATIONS,

S. KNOW THE FACTOqs OF LEADERSHIP AND ANOA THEY AFFECT EACH UTHERI
Lr AnLRER AT TilE ERD OF 1`10FEIUIOVAL UCVELCIOtqt ('EVIODI UIJAIADIEM AND

HOW US VALUES RH SNIERARIOR IA THE RICHEST SELHELONO SoF THtEINSITIITUTION rlSS TIEMERAL, EACH OFFICLR NUS~I

3-02 INC p ITELA II ON ~iS~jrA OS~I( P M8 1SEDS. AND STAIR MILITARY A, PRITInT TTIHCCTIDNt
AND SOCIETAL SYTM -1 CMAOD AODRCSIUILAIH N AO

1. KNHOW RIMOELF1 COPEAIONAN054ALLJ tAC Th INCA OR(TOANI 1AHIIONS.

Li~l owTo SE;AIIMIN SSTM tt~AC RGUTO NDOTERIDUCI T H-CT? MOOTLI CH'IlCTO ATRIBIUTC3 NOT ONLY WItRIR IRE ARRT.ro~L o FO SHilT WITH S
H-0 Vw T UE ASEIRNT YSEM EENAC HOUTO NIOTHR OUSESTOI'll MEDIA., OTHER UCRERAMENT ACTIVITI(SO ACADEMIA, INDUSTAY AMt TIIE AND

DIAGNOSE STRENGTHS AND WtAMNIOSSE AND SUIDE SELF-CE VELOPREAT. I'li'tIC
9-011 OIFRAITFl WRD MDatIkIIL COMPIX SY!TTAMB ANLI CQPET AltOI g[COHO ANI,43

S. KNOW RUMAN NATURE I THIRD ToEnR iptcTiCT TwiC
V:011 UNIM COONITIVE SYATHESIZINU PROCESSES ORA DECISIUN MAXINO

T"01 HLTMAN niHENSIOHS or ORUANI 1AtIONS AND THE IMPACT DAN OECIIIONS HARE A-O USES O.ONIPTOAL SKILLS TO FA'MHOLAtt POLICIES IA RESPONSE to AND IA S37
OA IOLDIIRS, FAMILIES, CIRILIANI, AND THE TOTAL ARMY. ANTICIPATIOA OF SLONAL POLITICAL'NILITARY SITUAi IONS. PART

R-04, SYRTAESI?ET THE LESIOSOAR H1ISTORY.
A. KNOW HIS loot A-07 SIIPIRRIRCS AND TIRE VTS DOCTRINTE DEOTLOPMENT ANORT LL TC SUPPORT LONG

TE Ma wIN U o rT t4 TI AMY 5140 t0 BUILDT ON THE SYNERGISM 01 LIGHT AND
A-11 How ARMY AND fOTHER sERVICET IMTOERATE THEIR CAPABILITIES TO ACHIEVE Y rAV ORCES.

RATIONAL STRATEGIL OMJECTIREB ACROSS THE FULL SPECTRUM OF CONFLICT, n-TV ~A~tS BOLD, OtCITIVE ACTION,
IT-VT OPERATIONS AND SUPPORT DOCTRINE AT THE THEATER LEREL AND BELOW,

R:ý OW VtOINTESRATE LOGISTICAL CONSTRAINTS ANY OPPDATUNITIE9 IN WARFNASE q. IRPLFMPNTi
AH AM 10 DI OROANIIATION AND TNEIR RELATIONSHIPS WITH NA:OR ,TYCICAN
A osT ISITO010H 5, qC-01 ?IITtARAtF.S FTYHir RAND LAROT OOC.,0LYRTION9 HA4010 COHPLES !iY4IL"O

W-THE 0 Ap..PL IC AT IRAN oF FOC ENIZ ATOON PLANS FUR THE FUTURE WATILEtILLD, WITHINI THE CROBIRTD AkMý , SIPPUOI AND HIVr ANEtIA Vt MACLM tiTWuoUI
S-6 0ONKING AHOWLEOS of 85S AN D PFIES. 3 O4iNCTHM!INEV DART 03C'C LEtVLSO, ýS 7u NATIONAL wrCtEE vkTAtESIEA '-nT PT TVS ,E AND IRECIS 11 1010 UA ITY IRITUCTIUN WITHIN Tilt AHAT

A-i0Y EVOLTITION OF US AND ADVERTARIAL ALLIANCES. OITICATIURAL qROR
S-nq F-RaptrSIONAL N A INS POISCIAt THAT EMPHASIZER TAC SRATES C-ý LESOTDXPLITY ANTD F LIURCI0 THlT U19t OF T TprAT IAL ILANmr AND O4ARHY ics,

HfMH A VýHE I~~EDNPILTAR TRNIS SPOIG ORTI TIFCAK PIIRLICI T OH MIILITARY 9TIQ1CTI;Ti

aRt6i Y COI I B CO I t'YrTi

I r)- 0 rVtIHRLISTIIO AlN OTTANIZATIVNAI CLIMATE WHI1CH PRTODUCES INTTIAtIIVL
t "UOTNCIAI . I A C11Na, Oir.L r-o ~Iv ?PH ýýCt, AN PH T'TI C A rI(~T~PA

I(r)-n 10" 1 NO IlT ir 15t11p (Im ic N INit 11 Ii.~ "ýkoa
1)1 et ICYON ATNl COMM I THINt AlTD to IStUTARI lT IOUHI RSPJUi'TAVE CIffLU FUR

1;1 -. ,



ýDED SYSTEM
BRIGADIER AND MAJOR GENERAL

)OF PERIOD CONT. POLICIES

ECNOI AN UOIA SYT 1 AN31 DEVEl.OP A FORMALASI) YRANSITIHOt PftONPAM THAT PROVIDEN THE NEWLY 91LtCYES
WIT t 3H~ NY MS 1 0 INAUGOI THE WNIA, 11RIIADIrR MNERAL AN APRECCOATION*F " I SLFr. KNENALIHIP AND HIS FUTURE

1, ECONOMICAND TECHNOLOGICAL I HENOTHI AND RO~ H RMY AN T A0RODRAINM~ AIOIN A STTEY ITH
OHIDI L1EL, 1,LANNINO AND LoNd-NANGL POLICY INPLECATION~o OPERATIONAL AND IACYICAL OOCTINE11SONO PROmOCT IVETHATER or WAR AND THEIR It N 0INT AN D COONIIND 1C00N TEXTNI ,A ND THE REODI N tMENTi 0F HIS FINN ANS$ SNNIN4T.

IONIC. AND TECHNOLOGICAL IMPLICATIONS.
CS AND HOW To I Nrt A TE COS eAT SUPPORT AND 332 oNSOLIDATE RESPOANISILITY FOR ALL GENERAL OFFICER PROESIOA
'/ADUN/I1ONq WITHI COMWAT AHRM FOHRE LANE DEfVELOCPEN PC ?ONRAISC NLUDING T 8 TRANSITION PROIRAM)OFUNDER ioml

UILTMIMAT !Y TRANSFE REPNISLITY FED N ENRAL 011111CE1R PROFESSINAL
OVtLOPNENWTOPROMNAMS TA A8 N LEOU TIVNE DE//ELOPHItNT ONRANIATI MON, AN DETERMINED

SY THE DEta 1 LEADER ,soIP UONINIATINI COMMOPIttEE

I' MNTOR833 EXPAND INTtR-ASSIISNMNT TRAININS AND EDUCATION PROGNRAS ANN PROVIDE EACH
IAITATIONRA APROPRIAOE TO NIS TINE AND $NENRAL OFFICER I HE O;PPRTUNITY tN INTERACT WITS HiN FuluTR SUIPEION IN

11. HAND OCOOHAT'AIC L OCATION) IV TE ARMY AND PREA RE F,,OR It WIN ME TA S ISNMUT.
ýTEYVEI A3UHED 611D, , OPCýC, 3333CC. PHYGICAL
CA PL ANOS AND tE..SCrE. N TO CIIN tEACT THE S34/ INCREAS MINRA OFFICER PARTICIPATION IN SNORT SNOADENINI COUMNEN IN

CIVILIAN AND MILITARY INSTITUTIONS TO ENHANCE GENERAL ESECUTIVE CAPAITY ONM
YANDOINSNTA .IREDNS.DCPLE.AD FUNCTIONAL EXPETISE.t

ITONS, 0O DEVELOP A PUBLIC AFFAIRS COURSE TAILORED TO SEINEAL OFFICIR 00ED.

00 DEVELOP INFORMATION MANAGEMENT COURSES FOR SEMNRAL OFFICERS ANICH
HAI 1)EHILCPMtNT 'U//TOOL BRIGDAIER AND PREPARE THEM, ACCONDING TO tki'ENZENCI AND NIED, TO USE. MANASE AND Atli$$

COMPUTER SYNTFIN APPLICATIONS IN MILITARY ORNANEZATIUNS,

GO DEHELOP A PATTORAM THAT RPANG ON THE RESOURCES Of DA, IUCH0A, U3AWC AND
TRADOC TO PRODUIN, IN ANNUAL INSTALLMETSl A PERSONAL LI mRANY HF

M;IAAITOLNV OA AND MAJOR PROFIESSIONAL READINGS AND OTHEN MATRIPALS FUN GENERAL OFFICERS,

Ho NOT WLID ITHINI THE AHMEDO TOkCtD DUO WITH 933 MAINTAIN H CONTINOINO PROGRMN OF ARMY AND DOD SEMINARS, TAILURED COURSES
NT ACTIV/TIES, ACADEMIA, INDUSTHY AND THE AND I/PDNTr SOETFINOS FOR GENERAL orricErN,

IN[1 SYITTMS HAND COPES NITHI SCCOHL ANl' 336 SELK 3ds AIPPSOAAL FOR AN INCREASE I H FAEADNCYHOF tNE CAPITONU COINGS TO
TWICE Pro YEAR (ARMY PARTICIPATION AT r IO PERo CO RN1

NU PNOLCSL ORI DICA 001001 MAKINO.
' a...LATr POLC,"I " IN EsPOaR TO AND IN 837 RIVISE GENIRAL OFfICER ANSIONNENT PROCEDURES TO FACILITATE TIMELY
LITICALHILITAOD SItUAT'ION3", PARTICIPATION OF NENERAL OtFICERU IN PROFESSIONAL DEHELOPMENT PROGRAMS,

CTHI/,E DtVELO1`Mtr HAND R0DUlT SUPPORT LONG
NO TO DUILD ON TIktS NEADTDM OF LIOIIT ANDT

nN.

Cr 0/IDA/I DATLILLI ADO/O COHOLEX SYtOfi/D
.UD1/Il(/I1 AND 010/ / AHUNA HA /IACuM DH~uDiI

U11 Q/AiITH INSTRUOCTION WITHIN TIIIE AlRMY

"IV 1.:oPT ANTI10//H TE//HO AN/I ONAP/IIC9,

10//A1 (1I HAT: WHICHL/ l'///UCE S INITIATIVEI,

A/I I(II " TANIL11 ID/ HS/'I)Nj//Ul C/IA/NlALt ruH

'It



DESIRED SYSTEM

DEVELOPMENT PERIOD -BRIGADIER Al
DEVELOPMENTAL ROLE ENVIRONMENT

INASA IUAL

o IJETESMINES OWN DEVI LOPMES1 NEEDS FROM KNOWILEDGE Of RSESION I II LA!I0S10 SOIELCCtION Is 245 YOS ON ARERAIE,
COMMUNICATION WI TM SUPERIORS AND OPPORTUN171ES MADE AYAII.ASI. ly DAUSTAINS
A PlROFRRSMIIONAL READING PROGRAM THATAEXAANDSI %ECUTIVEI CAPACITY AND ANOAS 0 AT LCAST HALF Of ALL 601 MUST it S01,

ERTND P INQ OP PDLITICOMNILITARIV AFFAIRS. LARN TO USK NEW TOOLS BOA yIS
IN THIS MANAGEMENT Of INFORMATION AND DECISION MAKING PROCESS, ACTS ASI A S ONLY 161 Ot 006 CAN BE LTG 0 GEN,
MENTOR FOR SUBORDINATES AND LEARNS ANT OF INFLUENCING COMM4AND CLIMATE THROUGH 0 SO'S MANVATORY RETINERENT SAT( AT 30 YOS 00 5 VIG. WHICAEPFR I3 LATER.DIRECT AND INMOIR CT ACTI ONS1

PLNTORo Moll HUNDATORY MlREtIRECt DATE AT 36 YOS OR 6 UG, WHICHEVHER It LATER.

S SIMILAR to CO~L DEVELOPMENT PENIOI; I( c.It BROADENED PRAME OF REFERENCE TO aSAII01RGLTDB OM.CN(TVLU
N ATIONAL LEVEL. CON CENTRATE ON 0131' 1i[ITIII LDECISION MAKING BSAU ON o APPROXIMATELY 362 OF SO POSITIONS HAVE JOINT ON JOINT AND COlISNED
COMMUNICATING INTENTr AND CREATI NO A 0)f;I;Af1U VI.HMATj WHICH I5 DEM4ANDING YET RESPONSISILITOCS OR INTERACTION.
tUPPORTIVE Ir INSEPE"NOEN DECIS ION MAKIL- SA TH C ORG APPROoINATELY $51 OF MO POSITIONS NAVE :OINT OR JOINT ARDC ORNINED

UN~t/OkaRESPONSISITIT1iE UR INTERACTION,

0 I61VEV EMPHASIS To AND TIME FOR GO PROFESSIONAL DE VELOOMENT, AC49PTS NEED
TO NAVE DEPUTIES Fl LLPR INCIPALS' POSITIONS FOR SHORT PERIODS 0r CO TRAINING
AND EDUCATION, MAIAOS HOLt rEIODIC SEMINARS AND EXERCISES TO ENHANCE WAqtIME
DEC ISI ON MAKING SKILLS ANU ACHIEV6 OTHER GO DEVELOPMENT OBJIECTIVES.

bCHUOLS

I INCLUDE SHORT POLICY IMPACT/17RATEGI C PLANINING ESERCISE DURING Go~
RANSITIOS COURSE TO ASSIST IN CCETEN0 11MINI THE LON TEEM IMPACT OF POLICIES,
NCREA11E AWARENESS OF HOWH FRAME OF RFKPRENCE SHIFTS TO NATIONAL STRATEGIES,
MRL tIIPLI SECTORS Of gUCILTY AND 40114T SERVICE. SPONSR SHORT COURSES, SEMINAR
COLLEGIWAS LAIDED BY VIDEO-AUDIO If.LE)CONFER INCIN) I MG SCORPORkAYE ADDDI 55I EI UN
IGTL DECISION SUPPORT AIDS AS DEAVIL PI, PRODUCE ER OR LEVEL AREFRESE1_

LAS PACKAGES. DIEVELOP AND OIStRIAUTE RECOMMSENDEDU AD INOS AND SYNOPSES,

S- ~A-27
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)SYSTEM

BRIGADIER AND MAJORGENERAL H

)NMENT METHODS TO EMPHASIZE

CONVENTIONAL ELECTRONIC
,INDIVIUUALs

801. COLLEGIUMS TAILORED 'PREP" COMPUTER ASSISTED 'REFRESHER' PACKAGES
SEMINARS PERIOD BEFORE WOMPUTER ?E•ECONFEREMCIRS (VSDEo/AuoDI)

FIELD VISITS NEW ASSIGNMENT ARTI6ICIAL I7NTELLISFNCE I EPERT SYSTEMS
PROFESSINAL IIID'NG

T 30 YOS 0E S Y16, WIHICHEVER IS LAILE, SrRATEGIC PLA NINN/POLICY IMPACT AID

T 31 YOS OR E 'fG. WHICHEVNL IS LATEOR
CURRETLY 412. MENTOKI

S J O T. SEMINARS COMPUTER TELECONFERENCINO (VIDEO/Vi. -''
S RARE JOINT SR JOIN? AND CEREIRNE •CULLEGIUMS

HAVE JOINT OIR JoINt AND COMBINED UNIT/ORGANIZATION[
FIELD TRAININO COMPUTER TELECONFERRPCING (VIDEO/AUDIO)
CEPERIENTIAL APPLICATION
COMMANO CO'lFERENCES COMPOTER ASSISTED EXERCISE$

SHORT COURSES COMPUTER PSSISTED FREFRESHER" PACKAGES
SEMIN APs COIPUTON *E ECONFENENGCNS (VIDEO/AUDIO)
LOLLEUIUMS ARTIFICIAL INTELLIGENCE

EXPERT SYSTEMS
STRATEGIC PLANRINA,/POLICY IMPACT AID

III-
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RECOMMENDED SYSTEM

DEVELOPMENT PERIOD SENIOR

OFFICER AT END OF PERIOD OFFICER AT END OF PERIOD CONT

LEAOER AT THE END OF PROFESSIONAL DEVELOPMENT PEAIODi SENIOR GENERAL 7. K40W HIS UNITs
OFFICER. EACH OFFICER MUST# 7-01 TH:RAT CAPA5ILITIES AND LIMITATIONS APPROPRIATE TO HIS TIME AND
1. BE COMMITTED TO THE PROFESSIONAL ARMY ETHIC% PAtCE (OPHANIZATIONAL LEVEL AND StOORAPHIC LOCATION) IN THE ARMY AND

-' KNOWS HOW TA INYONRATI IYSTEMS AND PROCEOuNEI TO COUNTERACT THE

1-01 FPITOMOZEI A LSFE-ONG COMMITMENT TO 1HE NATION, TO ARMY VALUES ANHO THREAT

TO 50 DIEM WELFARE 7-02 HOW TO ASSESS AND AFFECT THE STATE OF ARMY-WIIk RFADINESt, ESPRIT,

1-02 APPRECIATES WHAT 1HE ARMY MIOSION OF PROTECTING THE NA O ENTAILS HAD OIsCIPLINE

AT THE HI RACOT LEVFLS OF RESPONSIBSL ITY IN NATIONAL A E A

IHTNRNATIIIAL A I RS NO LEADER Al THE END OF PROFESSIONAL DEVELOPMENT PCRIODi SENIOR GENERAL
2. PVSSEIS PROFESSIONAL CHARACTER TRAITSI OFFICER, EACH CFFICER MUSTI

2-01 PkEPARES PHYSICALLY AHO PSYCHOLOGICALLY FOR THE RIGORS OF WAR 8. PROVIDE OIRECTIONt
2-01 iS A MOLE MODEL AND UHTOR2-03 HAS SINGLA-MINDEO TENACITY to ACCOMPLISH MIS IONS ANDI TAT 8-O COMMANDS. LEADIS DIRECTS HAJOT COMMANDS, MAJOR OPERATIONALFLEXIUILITY AND COURAVE T0 CHANGE AS REQUIRED BY THE SITUATION OROANIDATIONG, AND HIOH LEVEL STA.'8

2-0I4 HAS PRACTICAL JUDOERNAT ANT SOLID COo SN 8N02 WEVELOP! ANY DIPLOYS 0 VALTIT DE OF LARRE, COMPLEX SYSTEMS
8-0 INTEGRATES NATIONAL AND HULYINATIOHAL POLICY AND DIPLOMACY WOTH

SMILITARY, 1ECHOLOGICAL AND ECO•OMIC CAPAOILITI C TO ACHIIEV US
?TTTEACkh AT THE FWD OF PROFESSIONAL DEVELOPhENT PEMIODI SENIOR GENERAL NATINL POLICY OSCAS AND O 'TECTIVEI
OFFicER, CEACH OrICIR VASTi R-8: SYNTHESIOCS TAO LESSONS OF HISTORY

S-05 TAKES OLLO, DECISIVE ACTION

3, KNOW THA FACTORS OF LEADERSHIP AND HOW THEY AFFECT EACH DOEHRI 9. ISPL[MINTi

3-01 HOW VALUES A4D BEHAVIOR IN THE HIGHEST ECHELONS OF THE INSTITUTION
AFFECT ALL OF ITS ELEMENTS 9-01 ACCEPTS FINAL RESPONSIBILITY FOR THE CAPABILITY OF THE ARM TO

3-02 INTERRELATIONOHIPS AMOHO OPMSIOPDS, EPMSICPDS, AND o01I4A MILITARY ACCOMPLISH MISSIONS, INCLUDITNO SPECIFIC RESPONSIBILITIES FOR FORCE
ANMD OCIETAL SYSTEMS STRUCTURE, MODERNIZATION, SUSTAINAIILITY, READINESS, PERSCNNEL, AND

INTEGRATINO FORCES TO TAX[ ADVANTACE OF THE SYNERGISM OF LIGHT AND
HEAVY FORCES

N, KNOW ATROLFI IS-02 ACCEPTS FINAL PESPON65DILITY FOR THE HONOH ANO REPUTATION OF THE

14-01 lNOW To USE ASSESSMINt SYCrER FELOBACK RASULTS AND UTHEI' SOUHCfS TO ARMY, TO THaT ENDI INSUTES SELF-COHRECTIAO MECHANIMS$ ARE PRESENT

DIAGNOSE STRENGTHS AND WEAKNESSES AND GUIDE SELF-DEVELOPMENT ANO FUNCTIONINO, IDENTIFIES AND CORRECTS STITCM FLAWS, AND
f'!ANLISHES AND HkTNTAINS RELATIONS WITH THE RElIý ANY PUBLIC

S, KNOW RUMAN NATURE, 9-03 CjRDINATCS AND INTEORATFS OPERATIONS AND SUPPORT FUNCTIONS IN
MULTIPLE THEATERS

;-Ot HURMN ,)IMINSIONS OF ORGANIZATIONS AND THE IMPACT OWN DECISIONS HAVE 9-Oll ACTS AH SPOKESMAN FOR THE ARMY WITH CONGRED;. AMERICAN SOCIETY,
ON SOLDISTS, FAMILIES, CIVILIANS (GOVVAHRENT AND .. -GOVERNMENT) AND OTHER SERVEICE AND OTHER NATIONS
THE TOT,, ARHY LID HOTIVATki

6. KNOW HIS 30111 [0-0 ESTABLIDHES AN INSTITUTIONAL CLIMATE FOR THE DEVELOPMENT (IF
A-01 HOW TO ENVISION APPLICATION OF LANDPOHWE IN MULTIPLE SCENTARIOS SUBOROINArTES

WITHIN TAE CONTEXT OF NATIONAL ITRATEOT
A-02 GLOBAL OPERATIONS AND SUPPORT OSCTRiRE
6-03 AHMH•DOD OGRANIZATION AND THEIR RELATIONSHIPý WITH MAJOR NATIONAL

AND INTERNATIONAL IHSTITUTIONS
6-TVq HOW ARMT oND ST RM TSEVICES INTEQRATF THEIR CAPABILITIES TO ACHIEVE

NATIONAL STRATEGIC OBJECTIVES ACROSS TilE FULL SPECTRUM OF CONFLICT
6-O5 WOEKINO aNOwLE OE OF PrAPB AND PPBET
A-Or PROTESSIONAL READINO PROORAM
6-07 THRA'f MILITAHY, POLITICAL, ECONOMIC AND TECHNOLOGICAL SItRENTHS AND

V' LNERABI!.ITILS AT THE STRATEGIC LEVEL
6-OH GEOGRAPHICAL VARIATIONS AMONO PROCPECTIVO THEATERS OF WAH AND THEIR

MILITARY, POLITICAL, rCONAMIC. AN TSChNOLOOICA. IMPLICATIONS

A-9.
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WMENDED SYSTEM
RIOD SENIOR GENERAL

T END OF PERIOD CONT. POLICIES

861 DIVE LOP A FORMAL LIG TRANSITION PROGRAM AND FOLLOW-ON SHORT

ILITIES AN[ LIMITATIONS APPROPRIATE ITE SENIoR REN[•L AN UN STAN O OF All ROLES ,
IZATIONAL EVEL ANZTATOHSERAPPRI LOAT ON) HIN THE RY AND AS P0 SPOKESNAN ANt' RE PRE•EN1ATIE OP THE ARMY$ AN UNNERSTA DIRN OF HI" 'T A AN' 'OgRA AT , RPONIBILITIES F10 THE AWHY I OVERALL MISSION R•ASSINES AND MORAL FBlER.
INTESRATE SYSTEMS AND PRUILOARE8 t 0 COUNTERACT THE (iECUTIVE DEIFLOPNCNT TRAIN1401 A REVIEW OF NATIONAL iTRATEGY. DEFENSE

POICCEU AND ARMY PMOCRAM1 AND SP[Cr IFIC PREPARATION, FOR EACH SUBSEQUENT
S AND AFFECT THE STATE OF ARY-W READINESS ESPRIT, AbN NT

OF PROFESSIONAL DEVELOPMENT PERIODt SENIOR GENERALIUT I

SI SinRECTS MAJOR COMMANDS, MAOR HPtPATIONAL
AND 11•0 LEVEL SOTAFF

DEPLOYS A MULTITUDE Of LARGE, COMPLEX SY3TEM'
TIOkAL AND MULTINATIONAL POLICY AND DIPLOMACY WITH
HNOLONICAL AND C1ON OIC CAPABILITI t TO ACHIEVE UH
KFY OOALS AND OBJETIVES
rHt LrESONS OF HISTORY
tclISIVE ACT104

REIPFYOISILITY FOR THE CAPABILITY Oý TOE ARMY TO

ýISIOAS, INCLUDINa SPECIFIC RESPORR1BELITIEl FIR' FORCE
DEtRIZATSON, DUSTAINANILITY, RWADINEIS, PERSONNEL, AND
ORCtS TO TUNE ADVANTAGE CFT' TESS F LION? AND

RISPOISIRILITY FUR T1E HONOR AND REPUTATION OF THE
EHOs INSURES I ELF-CORREcT IN MECHANISMS ARE PREIEN'
UNO. IDENTIFIES ANb CORRECTS SYSTEM FLAWS, AND
ISD XAINTAINOS RLAONS WI TH TIHE MEDIA AND PUBLIC
ND INTEONATES OPERATIONS AND SUPPORT FUNCTIONS IN

SMON TOG TAE ARMY WITH CONGRESS, AMERICAN SOCIETY,
O AND OTHER NATIONG

AN INSTITUTIONAL CLIMATE FOR TkE DEVELOPMENT OF

di



DESIRED SYSTEM

DEVELOPMENI'" PERIOD SENIOR GEN
DEVELOPMENTAL ROLE ENVIRONMENT ME

INUIVIDUALC

0 51MILAA To DG/M(s IE VELLP ENT PER4IOD, ADDITIONALLY, IT1`61 ANDX -M4 MUS T o 20O.fil LTG's CAN txrtct rNomo1 ION To 0CM.
HMOE PERSONAL TALENT$ OF PEASUASIVECOMMyNICATION, CONCIPTHAL TM KING AID INDIVIDUAL
ANTIC1PATION OP CtIs~ OP NA"eTE AP IlT IVLY IN OVENNEEINO THE AMY AND IN 0 CONTIWOED hCNVICI AT DISCRITION Of S1"*MMYlCSA.

NELATINS~~~~~~ TOOHEoAJR[OE¶UNIENTUIMS PROF(SIXONALIS0GDAL INTERACTIONq WHE CIVILIAN ELITES. OI I SA

FIKLD 12I~~t~t~~ft 0 APPROXIMATELY 701 DO LTG PosiTtoWs HAvc JOIN 0R JOINT AND 00OINAtWEONPD
01,40ORSIBILOTI(I ON IATINGCTIDNI.

0 HIGHLY INDIVIDUALIZED RELATIONSHIPS WITH MORE IRNION 0.E HOIT GRR ON
PRMINE7T CIVILIANS PROVVICIVSGPNN~CTp AN OUDI( ils N 0 0 ALL GEN POSITIONS NAVE DQlAY 0R JOINT LA0 COMBINED RESPON1SINILOTEES.
AL0O LID1 AND LkiN I USA L MES OM IMEAE TRA2PIC ANT) TELiCONFENENCING TO IIENTORI
EXCHANGE INPqgftATION AND AL5141 OSNONDINATESG KN DEVELOPED, TAILO~ltb EXPERT
SYSTEMNS AND MART COUPSEWARV WILL. ELIANCI THEIR MEINORING AND CONTINUEDSEINR

DCTION CAPAiAItIEs. OLLEIVtN

UNWYORL UNIT/Olt

O IMILAR To O A/IT DEVELOPMENT PERIOD. t~I TVI

SC~tILILSCOMMAND CC

T) bIMILAN To AU/lU. AUEVSIOPMENT PERIMD RUT WITH MURE RELIANCE ON CIVILIAN SCHOOLS
.JNIV ANHITIED OR INSTITUTED POI EXECUtIVR DIHELOPMENT PROGRAMS, ARMY/ 0 D
ISCHOOLS NESPONSIAC TO SENIOR U0 NEEDS WI T14 011TRINUTED EDUCATION OR TRAINING 

SI OT COUR
PRONRAMS., SMI WANE

CKOLL EGIUMI

A-31'
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SYSTEM

SENNIORGENERALA
WMENT METHODS TO EMPHASIZEj

CONVENTION&L ELECTRONIC

19CARMYICSA. INDIVDMAY

TION W!TIW CIVILIAN ILITnD. MMINAILIGN~
AVI jam01A JOINt AND CONDINCo ANM04NSIONAL RKADIN IXPIRT LAIND.q IN$ KAIC rTLAPINO/POI.ICY IMPACY AID

1AND COMONEND N(DPOAEIHILIT19.,

HIMANSCOMPUTER TELECDDFININCING (VIDKO/AUDIO)
OLLK0 I UA4

UNIT/ORGAN IZAtION i
i11.0 FNAUIZNI CUA4PtiJo TELECONPIRNEiNOL CVIntD/,Auolo)~ PIRIENTIAL APLICATION CNUUADEE DICK
OMANAD GONFIRKNCENCmu sis x~it

SHoRT COUNDOD INPORMAT! ON STORAGý L 0101 IOPUE ll"OPN INON MAi ga
LOLLEDIW4I AD IPICI AL I DTILLIDIDGE

XPINT WTIWIS
OTRATEGIC i.ANNAND/POLICY IMPACT AID

4l



RECOMMENDED SYSTEM
_____ ____ _____ ___'WARRIOR SPIRIT
DEFINITION POLICIES-

THE STATE OF MIND AND PREPAREDNESS AEUSE EFECOFICER WHICH BLENDS ALL MAP10 OVELPA ROCON I SIONING WARRIOR SPIRIT PROGRAM, G, BUILD AN
THE PYIAMNAMRL ADPSCHOLOOICAL QUALITIES 1SSENTIAL OR A N DIAO~) OSOP5/OO'CSY ljQFY~)SHO XE

1OIN TO LSUCCESSFULLY .RLAO THE ARMY IN ITF MIASI ON OF PROTECTINO CH ATION, ,LNINIPHI CAY CALIESR TRA IN ING EPERIINCES 1C S., OSALTActIS CU8f tSWITH THE WARRIOR SPIRIT AREI DXRA. I C COURSES, AND LEADER REACTION COURSED) GOCP.()0l.. tWl. S0DAO PHYSICALLY, AND MENTALLY 'TOUGH 0 MOTIVATED RAKXEUD StuN Il EPN!O EFCDRF1IDEN 0 CALM AND CORGE R O STRESS OAHNE THE FEASIBILITY OF ALLOWING AIRBORNE AND/ORl AIR ASSIAULT TRAINING 30FY89
O EASER TD ACCEPT RUSPONSISILITY 0 X ILLED IN THE FUNDAMENTALS ,OF fQp AI, CASE TO WHO VOLUNTEER ANO QUALIFY FOR ENTHY. (TRA00C(P), ONSCOPS, 0 utVE

1OR PATICTING 1HE NATION WAPONS, TACTICS, AND DOCTINME 2 yeYN 40FY90)O CINORIENTED 0 STANDARDS FOR ENTRY ANU GRADUATION WILL ROMAIN HIGH, 00
C, EXAMINE FEASIBILITY OF IMPLEMENTING OTHER CHALLENGINGI ANIT STRESSFUL 00TRAINING EXPERIENCES IS2, ECAPE AND EVASION TRAINING, MDU14 AINRIEHIN4, ANT
RAPPELINS, PATROLLING , ANLCIDL OBT V MA SPUM Ni N IIIIH H EXAMINEPRE'CXAMISSIONING PROGRMS P TRNCPSUCTT/DDP, HOLYS (WITH AT LEA
D., DEVELOP AND IMPLEMENT A COMMONH BLOCK OF INSITRUCTION FOR A LL 0 EXAMP RE- C OMINSIONING PROG0RAMS WHICH DEFINEQSF N EMPHAS 1,ES THE AA0H OR SPIRIT1
CONCEPTi (TRADOC(P) /0DspER/0CSOPS, 34STa' REGULATION,

?Ti8F fi 4 % q)"p INSTHUCTION ON WARRIUR SFIHIT,.

O SELECT READINGS AHICH REFLECT TAO WARRIOR SPIN S''AHE'4IR:NEARE PANT OFtPROESSIONAL DEVELOPMEN A~~)~ t(ORWAR Dc0 ISTUCTONWILL REFERENCE NEAT INt&(~.AD" U dRI.A~l
0 O NE S CVRETEI)RlC E SH 8 P~? INCLUDES REAUINGS AND IXSTRUCTIUJII UH MACO)MsII')/

THE I (TR) P)OF8E M )
U XMIE F'SIILT OC IPENTGFAN LIANIZAT ION FIRINQ PRIUUKA1 PROGRAM UNIT

WITH FOREIGN SALL ARMS Q~U, IR ,COH OlT, ANN CVIu COY ORING
ALL RE-COMMISSIONING FROUR4AMS TA0()~OOSOCI OY CONDUCT WEAP0 TRAIN CONTINUE TO TkAIN EACH CADET ICANDIDATE IN THE FUNDAMENTAL% OF YEAR AFTER AD ISC UJSSIO N~ TACTICS, CAMOUFLAUE. AND THE EMPIQYHINT OF INDIVIDUAL AND CREW-SUAERVD_____________________________________________________ WEAPON FOR' , THE g~ IOPH. PURPIJYC OFUIHS ' ONFIDECE INI THUIA USE AND INCLUDTED IA

- EMPLOYNENT ITAU~ , OC IE, 'SY
a OFictRe RITA THE WARRIOR SPIRIT A [1S 0 THAIN/CON4TINUE TO3 TRAIN EACH CADET ICALD IDATL TO QUALIFY WITH A RIFLE

O PTBOALLT RHO MENTALLY THvIN 0 OXTIVATIS tX ERaEEB STANDARB$ , 0 LEAST UNCE PRIOR to CUMMISSIONINa, *P PRIMARYO W SEFCNI OET I CALM N CRYUAtoNRIEDUS 11 UME TRESS1 E, NE W 901C POI (INCLUDIqNU IBASIC AND ADVANC IS SUMAAM F T~0A THATO ASE TO ACPT 1A E"10NhzSLoTY 00 1RLLED INAITHNEA, ,HMNo RNNALIm RV OF PPOI CHRATE IH4r IIAUICII l l ~Q TSFr PROTETA 1".4 UTO HEPATCIS OTIE ITAN NG R "IFOCS toAREIN PSOACTDNOINE tAo8 INEN ISI TO HE ITN R STEPSI OF POCLICY JBOD AFTER CHAHUES HAVE BUIN NVON PLACE FOR ABOUT ONE YEAR TO ENSURE THE SYSTEM PITS TO(IETHELA WELL,,
F. REVIEW UISMA AN? OýS POIS TO ENSURE THAT TOA1N111 REINFOACES WARRIOR SPIRITCHARACTERISTICS, IODcSPER(P) , TRADOC(P), 20F 5000 INTENT IS TO REVIEW STEPS OF POLICY JS -D AFTER CHANGES HAVE BEEN INPL-ACE FOR ABOUT ONE YEAR TO ENSURE THE SYSTEM FITS TOGETHER WELL,

ýA0I?'10'AH'' 4'P09)THROUGHOUT EACH OFFICER' S CAREER.
A, CONTINUE IEVI-ANNUAL PHYSICAL FITNESS TESTING. (ODCSOPS()IFI/AC0M6, IIA)0,EXAMINE THE FEASIBILITY OF PIRMIITT NS AiLL OFl`TCE4S WHO VOLUNTEER AND

NI~~L~rAAIBONE )IN SAULT, ANDIOR EANOIECM TI ATEND,

C 0 COU~RSE STNAR O ENTRY AND GRADUATION WILL REMAIN HIGH,.EXAMRIFNETH (EAS II, OBSTACL OF IMPLEMENTINGI CHALLENGING AND UTRESSFUL TRAININGEEXPRIEcesQ,0, OSTALECOURSES, CONF IDENCE COURSEN, LEADER REACTIONCOURSES, ESCAPE 19"11AND EVASIO TRAINING, MOUNTAiHOEMINU TRAINING, RAPPEL IHO,
COMATHS COSAT SPRTS P ATROLLING, AN &NO THE RESIDENT

D, NaR' TAD PROFESSIOSAI DEVELOPMENT. READ INU FRHNRAM (UMOS) CONTAINS
REAINGS ON TE WARRIOR SPIIT AND THE THREAT*. TRADOC(PI, 40FY87)

O READINGDS SHOULD ST APPROPR IATE POR COMBAf ARMS, COMBAT SUPPORT, AND
COMIAT SERVICE SUPPORT,
0 TYE EACH OFFICER THE BODES AND READING$ FTR HIS PROFESSITNAL
DVLOPMENT LEVEL,

jT,I 44LOP ALND IHPLEMý1!kjC A~~ ~ T IN~ W~j~

~?SRCINON THE THREAT
0 XAMI NE THE FEUD IBILITV OF IMPLEMENT114U FAMILIARIZATION FIRAIAD WITH
FORE"IO ~L RS R J 8 T Nl ATALL SERVICE

00 Fp RESOURCE CONSTRAINTS PRECILUDE THIS, CONSIUER SLECIVE
IPLEMETTO 1, ALL INFANTRY OFFICEO WDURIN OIL, t"HEN OAC),

F, ENSURE TAUT SEMINART AND LECTURE S HIGHLIUHT IN WAR IDR .%TrIAl E 1OC ICLUULDINSCýOOL AND DNIT/ORSUNIZATIONAL PROFESSIONAL DEVELOPMKNT PROGRAMS (COVER T.IE
WA YS AURRIOR SPIRIT IS APPLICABLE TO THE OFFICERS UP BACA PARTI ULAN BRANCVAND ORGANI IAT ON AT THAk IN RTICPLAR PLACE AND TIME IN THU ARMYL,
(TRADOC(p) /ODI SOPSIF) IAVCOS.4 ~UY89)

a NSURE S HYICE SC% 6N"RAM
ON "AMAZON EIIT 0 C AM INCLUDE iNSTRULTIUti
O ~EOIN AAH81IO SPIRIT LECTURES AND SEMINARS IN ALL SERVICE 4CHOULF,OR ADDCOV)/OCSoPS(P), 4OFYHO)
OFREPARE WARRIOR SPIRIT DISCUSSION LEADER PACKAGES SUITADLE k b~IW~gFOR ALL TYPE UNITS to FACILITATE THESE DISCUSSIONS. HA ICON)

0 aEDN WARRIOR SPIRIT SEMINARS IN ALL NIT/ORGANIfAT INAL PROFESSIONAL
DEVELDPMENT PROURAMS WORLDWIDE, (COMSPI 4S YSD
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ýED SYSTEM
,i SPIRIT__ _ _ _ _ _ _ _ _ _ _

ýIES POLICIES CONT.
IN17 PROGRAM. 0. 61 LB AND R1EIFORICOIN.111DIHIIAL CFINC AN CMkT111CE DURING EACH

SCH60L X PERIETACE U TROUG STD AND PRACTICAL EEAC?1 S I IC) NOL lGJAS C 4
I (XPEAIERN S~ES(.G6,, OBSTACLE TACTICS, CUaRRENTADOCTRINE, ~ WEAPNSEMPLOYMENT, WOW RA 0C( O FC I~ 4OFY9D)
mToll COURE) QCSERI 0 E EELP A EISOFAý 5O O L TO TEACH/N FRESH TI F, BASICS OF

STAR ANDON AR ASAULTTRAIING TACTICS, DOCTRINE, AND ORGKANIZATIONS, (THADDCCP )/OCSOPS,

N L NTH Y, CTNADCP) ODCSOPS, 0 bDVELOP WARGAMEO FOR INDIVIDUAL AND/OR GROUP USE. (TRAIOC(P)/OCSOPS,

AIL CRHOMAIN GRISH4 ASRSFLGoFYO) US 1 SCHOOLS ANS/01N.ANITG/ONGAIAIZATIONS,
ERCALNIGGUSRSFL00 T0 REINFORCE PRtNC PLF.S OFIDOCTRINE, ENCOURAGE EXPERIMAENTATION

IONl TRAINING, MOON AINEENING, AND INOATION, AND R U LD INDIVIDUAL AND TEAM SKILLS,
/C P O URING EXAMINE FEA SIBILITY OF IMPLENENTINO ANNUAL WEAPONS QUALIFICATION FINING

H 0~ (VITAH AT LEAST A RIFLE ON PISTOL, PREFERABLY BOTH) FOR ALL OFFICENS.IIACTHRUCIIOIA FORAL
b 1 EMAISTD WARO R PI 0 UT IEA A" 18IPLEMENT INl A PHASED MANINENI -

MPRAS E~~ ETH~. ARRIOY IPDR1 T1A& HE &j TO 140 THE FIRING NOW RRQUINED BT
AUCTION "N AlARPIOR SPIRIT,.EUAIN IOOL4P ?FIR/MACCMS.1(1ý81 A91LL SCHOOL

ANRIOR SPIN T 1NU T131 IN TRO EUPER IENCisW-f -6AC, oc ?% ý

LA I RAQS1i A Y (FORWARD ;E I IAASA H !144 AL FORWARD OEPLC'OEE ORGANIZATIONS,
u0Cr),VULI'IR, ~j) -~~RUOI % ALL OFFICERS IN ~~US ORGANIZATIONS. (CONUS

NCLULIII REALJINOS ANDI tNSTRUCTIOII 0414 MAC0Ms(P);ow "Iq7 4Oy9)) RSRECMOET(C FIESI RO
H0DE ADDING RSRECMOETQ FIESI RO

FAMILIA)RIZATION FIRING PROGRAM PROGRAM UNITS (Tpu'sh iFOR AT LEAST FAN ILIAR ZATIOR FINING,
lAC SOVIET, Ag N U C IADI CM)04" Ii R- C OFFICERS IN THE INDfVI DUAL RADI RESERVE (IRA) WILLC(P /ICCP/ODCSOP C 0cEIaGFya CONDUCT WEAPONS OURLIFICAfIION ON FAMILIARIZATION WHEN MOBILIZED OR WITHIN lINF
CAtIOIUATE IN THE FUNDAMENTALS OP YEAR AFTER SIONE TO AJI'I
OFu I NOIYIUOUL AND CRERI-SENYCD J~ A OF;J. 1JR bbD N U 7 A L YIRGANIZATIONS NOT YET

CONa .1i I IINC IN THEI R USE AND INCLUDED 114CMACORRAK)/O0 SbPSI 40 95~
CANDPIDATE TO GOAL IFYWITH A RIFLE
NCI! HRIOR TO COMMISS IONING 'P PRIMARY OR LEAD RESPON4SIBILITY

VANCLU SUMME CAMYN) TO ENSO E THAT
HI lS .(1(4, W I ,NDCC ) ISJ
8R -U AFTDR CHANGES HIAVE DEEN li
IVUTEM 'I 15ITTORATHE H WELL,

1 0IRAININA REINFORCES WARRIOR SPIRII

Jy S882 AFTER CHANGES HAVE BEENJ Ill
L SYSTEM rITO TOOSYRER WELL,

UT EACIR OPFFICER'S CARKER,

TESTING, (ODCSOPS(P)/MACOMs, NA)
LL OFF ICERS RHO VOLUNTEER ANU
ANGER TO ATTEND,

OUTION WILL REMA IN NIGH,;
CHA4L LE NGINGa AND U TRELSSF UL TRAINING
SACS COLRSES, LEADEN HEACTIR1N

AI 4IN TRAININ, RAFEIS
ECONQ ,~ '"~GIE RESIDENT

RUING PROGRAM ME, S0) CON4TAINS
E AT', (TORAUO1(oNI, RGFY7)I
COMBAT ARMS, COMBAT SUPPORT, RHO

DINGS FDA RIS PROFESSIONAL

IA ON THE týHRREIATII

TI NO FAMILIAR IZATION FIRING WITH
/ SOPVI ),4T 88N ON CAH401) AT ALL SERVICE

OS THIS, CONSIDER SELECTIVE
orFICERS UNGOITE QA,
IGITING ARHION S .jIRI INCLUDEU
1GAL DEVELOPMENT PROOHAMS (COVEN THE
FI1CERS OF ERCA PARTICULAR BRANCH

A GO) TINE IN THE ARMY),.>

EMIGARS IN ALL SERVICE SCHOOLS.

LAUlER PACKAGES SUITABLE FA OP
ATE THESE DISCUSSIONS. (?AOC"0H,)

h ffT/ORA NIZATIONA PROFENOIOI4AL

5(J~RE~ 40FY89)1 W~

'W"O It



I RECOMMENDED SYSTEM
PROFESSIONAL VALUES

DEFINITION POLICIES
orricERS PERSONALLY ADAPV, MODEL, ANII INSTILL IN THEIR SUSURDINATES lINEYVALULS NiO ODOSPER PERiODUCLL AlIE 'RE STTUS F PO AD ...... ALUESR/NETNUCS (iF
TH'ATWFORM THEC BAif FOR A DISTINCT LIFESTYLE AND CODE OFSVAIR 1 )4EVN H F A T E 101ICE1R1 CO'PS FSi .E CIAC T. TH. ARN PO'LICY COUNCIL, IA ENE P)
WORT Y Or8 ICA L TR usT. LitAsFRASP. AND MANCOMTCIMANDIRS.

Fl TRADOC REQUI PRE ~IODIC 6CMINANA UPDATES FOR GENERAL arFTiCkR ONL METHODS
TO ASSIST SUBORDINATE& IN 4 0OPTFIND ARMY VALUES AMA APPLYNOING CHM IN THEIR
LIVES2,

FIP OCSA :RISUIRE sEASom omeFICS To SPEAK OUT FREQUENTLY AND FORCEfULLY ON
AUW VALUEI SYTEMS FORM w I SAltl FOR SOLDIES MOTIVATION AND CARE.
FIS TRATOC INTEGRATE, XNTO EVERY MQACO BLUCX Of INSTRU'CTIOUN IN ALL SIRAICi
SCAAOLI, DISCUSSIONSa ON THE PNr"EI IONAL VAL UES AND tTHICAt tONESIDEIATIOARS
AGFACIATCU WIT H THE A"PL I CATIO1N OF T"AAT I ...RUrTUGV I N REA LIFE B ,ITU OINi

PAOVICE APIROPRIATE RATERIALt To CO MMANDERS FOR V E IN IMG1OOATINO VALUES IN
UNIT PROFESiUGo L DEVtLOP;AINTS IF ORMTS,

FIA 1ýOIAOIREGUIR THE OUR SUPPORNYFORM SEINIIAN E tl[OAND ,CURPL T END WltISTHIN E4
S, A " 0 TAO r THE SrFICERARATNG PEI & AS TIE EINNING P01)0 OF E RUING

A HAGRES PROFESSIORNAL, VALUI IYST F NWPITHION TH ADA N, ORHIATItON.

DISCUSSION



NDED SYSTEM
ONAL VALUES,____,
.ICIES POLICIES CONT.
STATUS OF PROF BISONAL ýALU%|I|IH10OOF
I AM Y POLICY OUNCIL, RMY TER P

UPDATEIS FOR $[NERAL OrFFICER ON ME'HODS

MY VALUES AND APPLYING THMH IN THEIR

SPEAK OUT FREQUENTLY AND FORCEFULLY ON
3OLDIER M TIYVATION AND CARE.

OH $LOCK OF INITROCTIOH IN All. SERVICE
H.AL UI ALNU I THICAL CON1DENRATIOON
AT IN8TROCTION IN REAL LIFE SITUATIONS.
IINDERIS FOR UsE IN INT`GRATING VALUES IN

k HE INITIATED AND COPLtTtG WUITHIN THE
CRI50 AS THE lEdINNI N POINT OF tNUORINO
IHIHN IThE ON JANIZATION,

i . .I
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I RECOMMENDED SYSTEM
______________ART AND SCIENCE OF WAR _ _

DEFINITION POLICIES __

THE BODY oF THEORETICAL KNOWLEDGE AND A fEt OF %NACTICAL SHILLS WHICH 8 HR ILS OMNCR OPOIEOFCASTEAAtA ~
COMPANY OUCM jINOWLE[DNj A, IT APPLIES ,TO THE MILITARY PRDPESSIBR,1N PHOG ROGRESSIVELYNMA TEN THE AR AESINCEU DOF AR M E 'AP A SHOW

ASTtRv or THE 1 AND Nc OF WAR I IIS A PRIESN SATE MOVING TROG A TRANIIS NA ARGE PATTERN WHICH HUE .EMSEYU)OMO UESILT... I!"NSIN'T A CAREER PATTERN RtQUXIRIG MASTIERY1OF GRILL1 REQUIRE AT THAI NEEDED IN187 TH :'ATptGDUREATEYO OMN OESIL
PONT I THE POSSESSBION F* APRPRAT TEOETIALKNALDA ANo A It OF RAEtIJAL 00 TAE CORE SKILLS WILL. INCLUDE AS A MINIMUM!SOIPSPRO SFIESEOE T ORE IERTES NIN'VO TH4 E ARM F1IT AND *HOW THE ARMY -APPRAOPOlATE THEORETICAL KNOWLICHE A ND A SET OF !RACTSISAL
10ONS 1A"T1EACH LEHELr ftF RESPNSI RLI'TY I yOtsASILL5(PROFICIENCIES ORIENTED ON CO THE ARMY TIGHTS ANO VOW THE ARMY
THIE KNOALEDGE OF THE HUMAN DIMENGIEGN Of COMBAT URONS;NAt EACH LEVEL OF RESPONSIBILITY
HATBTRXCAL PERSPECTIVE OFUGAR -HE I NOWLEaEEOF, rHE HUIlANF DWIMEN$SION OF COMBAT4 R1 ABILITY TO ENVISION FUTURE ['AR -A HIS0ORIAL PERSPrCTIV OF WAR

-THE ABIL ITY To FNVSIOSN FUTURE AAR

OQTHE CQIRQ CORIE HILL BE THE FOUJNDATION THE PRIMARY ARMY SCHOOLS EI
OBC. oAC. "C'U A )C USE TO SUPPORT THE TRANSITION PERIOD bKVI'LOPMERT

EXPEIENE, HI CMMO CRWILL ALA GEOIOT SUPPORT TRAINING AND'
PROFESSIONAL EVLPNENT AT UNITS AD 0RAN TIOHS,

182 DKVELOP EXPORTASILE SIMULATION$ (AARGAMES) FOR UNIYS/ORGAHLEATIOIAI WHICH
CAN SO USES DURING SMALL OMNIT T RAINERSN OR OFF DUTY BY THE OFFICEM,

1B3 C OMMANUERS WILL HAVE A PROGRAM OF WAMFIGHTINQ SEMINARS AT UNITS ANO INORGANIZATIOIAI FOCUSING THE OFFICER'S ATtENTION Oh THE UHII/URUANi1ATION15
MISSION IA A WARTIME SITUATION.

t84 SERVICE SCHOOL COMMANDANTS HILL HAVE A PROOHAM OF WARFIUHYINU SEMINAR'SDISCUOSSION 5 TUA 1 ION,

............ 85 DIEVELOP OR REVISE HO 1ECUEDE MILITART COIURSES TO SUPPORT Ai.L AHEAS OF
CONCEHTRATIONMAYIS FUNCtIO 14AL AREAS.

Tot AIM oF TAO ART AND SCIENCE OF WAR PROGRAM IS TO SAUAC ALL OFFICERS ARE 00 OP D MHHAOEU OFFICERS HILL DE ELIG13LE PUR ASSIANHENT TO OUSITIOIIU
ITCHNICALLY COAPETENY FOR THEIR GRADE AND ORAREII, AREE O NTOA ARA AD CODEDWT ANWO CNETRIN, U'TINL RAOH IUFCATHLICAN,.O, L.KI.L
URGEERSTANE THE APPLICATION OF THEIR SOILL TO GFPOTTEAMY MISSION. CODAS APTEN COMPLETION, OF TAO APPHOPRIATE MILITARY mCOUNC OA EQUIVALENIT

THE RAION THRUSTS To AqCOHPLTII TAOS ASH ARE TRi 186 OFFICERS WHO ApE SINGLE OR SEQUENTIALLY TRACKED INTO A BRANACH O)IL
0 OtlLOP AN ART AND SCIENCE Sf WAR COMPONENT OF THE COMMON CORE TO FUNCTIONAL AREA THAT HAVE A COMPARABLE CIVILIAN PHOFESSION, WILL AL APFPINUCU

tNSUR IT IS PROGRESSIVNE THROUGH THE SEVEN PHOF1SSEYNAL DEVELOPMENT PERIOS THE OPP ORTUNI TY OF A"ND FUNDED FOR, BIANNUAL ATTýNANCACE At A CIVILIAN SOCIETYARE USE AO S5PR NI TRNSDRNSO C IATI.N NATIONAL OH INTERNATIONAL SETLINAR MEETING LiUPFUNTILAU THE

SFA1441R1 TilE ARMY CONTINUE$ tN FOCUS ON WARTIME RINSOONS. 187 RESERVE COMPONENT uLLt4MF.,SUPFOOt OFFICERS WILL GE PROFESSIONIALLY
O PROHTOD REALISTIC FISAOMYNGSIMULTATIENS/EAERNCSSEO DESIGNEU TO EXERCISE DEVELOPED IN ACCORDANCE. W Ih AC COUN RPARTA,

ALL COMPONENTS,. 188 TRADOC, TOGETHER WITHY tNll AND OCAR. WILL DEVELOP A SYSTEM FOR IHETCRHINI~w
O PROVIDE FIELD ORASE kRANCH RANCOR FUNCTIONAL AREA $KILL UPDATES. EOOCAtION/THAININU HELLUIHEU TO EXPEDITE BRANCH CHANGES FUH RESLRVE COMPONLENTOFFICERS AND WILL DTEVELOP SPECIFIC COURSES OHS/OH COHHOTUICY EYHL]LAIIOY FUR

TjART GAND SEjNCE OF WAR SYSTEM WIDE 11SOE IS THE CENTER PIECE OF THE ENTIRE THIS PLLHPOSL,
PflI8 STUDY. THE DATA REBOLTINO FROM THE MULTIPLE FUTURE SCENARIOS CO.NDUCTED
INDICATE THAT WHEN ART ARE SCIENCE OF WAR 18 LEFT to **NOW AND MATURE' UNDER III EACH OTNNC,, UCHOOL WILL PRUVIUE N COUHUL! OF INSTRUCTIONL UN PALLYVYL FUN
CURRENT POLICIES WHO IA THECARRNCE Of PUR ECTRMENDEED POLICIES THE TREND FIjELD) ClADIU OFFICENS TO HYFRE.-H1 AND Al.'UA IlL TH[LEN WIT Oil .O A .TEST BRUANCH
WILL GRADULALLY IMPROVE. WHEN PD5-RECOMMENDED POLICIES ARE ADDEO TO THE I OCtRITE AND) NCR CUULIPMLNT,
1"U L ATIOhS, tilE IMPROVEMENTS IN THIS TREND ARE DRARATIC AND IN ALL CASEA HO ALL F IELD oLAAIE 01`111) MANAULU OFF ICENO WI,.l. RECE IVE BHAYICH REFRESHELN

ImPERIEACE A STEADY IMPROVEMENT. PRIOA TO BARNCHI ASS1IVANYST FROM A FUNCTIONAL AREA OR BRANCH IHMINAEHIAL

THE ART ANDl SCIENCE POIACItll ARE ABASH THROUGHOUT THE STUDl. THEY ARE
CONTAINED IN EACH DEWELOPHENT PERIOD AS PART SF TUE COMMON COME AND ANT
CIONTAINED IN ROME OF THE SYOTOM AIDE ISSUES, ONLY THOSE POLICIES WHICHE
ES IANL ISH THE F RAHEAURE FOR THE ART AND SCIENCE OF WAR APPEAR TA THIS SPNEAU
OlnE F
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IDED SYSTEM
'IENCE OF WAR __

ICIES POLICIES CONT.
6VIl)C OFFICE I THE NOADMAP T7 "ICE DY WAR 1 E MAP WILL SHOW
REQUIRE MASTERY OF COMMON CORE •,ILLS

1S A MINIMUMi
ae ND k ET OF1 PRACTICAL
.%w THE ARMY FIGHIS AND HOW THE ARMY
SLITY

4IlON OF COMVAT
RANR

OUNDATION THE PRIMARY ArMY SCHOOLS (E.G,,
HIE TRAdh.ITION PE DOS DEVELOPMENT
ISO IE bEib 1O SUFPOAlT TRAINING AND
ORAANIZATOINS.

4AROAHE$0 rOR UNITS/OROANILATIO1,3 WRICHaON oFF DUT'Y BY THE{ OFFICER,

WARFIHTINSG %EMINARS At UNITS AND INI0TE4T|O I ON THE UNIT/OASANIZATION'S

HAVE A PRGORAM OF WARFPIIHTING SEMINAHJ
NCH/4UNCTIO AL AREA , IS•I•O•I IN A WAATIMC

TARY COURSES tO SUPPORT ALL AREAS OF

ELIUIBLE FOR A'I6I1NMOET TO POSIflONS
CT IURAL AREA ON' ýp APoLICA6LE, OKILL
'At MILITARY COURSE$ Ok EQUIVALENT

NTIALI.Y TRACKED INTO A BRAIICH OR
C CIVILIAN PRUFESSION, WILL SE AFFORDED
IN�UOAL ATTONDANCE AT A CIVILIAN 5OCIETY
NAL SEM NA(MiCETIII0 SUPPORTI1I4 THK

010 OFFICERS WILL Be PHOFESSIOALLY

AIR, WILL DEVELOP A SYSTEM FuR OETERHMINIMI
1 . HAR"NCH A L SHEHTES FOR HESERVE COMPONqENIq"TI[RSID ONb/OH COMPETFIII'V EVO 'tJAY ioI11 TOP

A LOI1JflSE OF INSTRUCTION OH PACKAG. PUH
•( N ItT t 104 WITH TI4LE LATET URANCI

,11 Cul WILL RECEIVE IBRAHL;I REFRESHrER
0TIVIAL AREA OR LRANr9 IMMMATERIAL
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I RECOMMENDED SYSTEM
EXPERT - INTEGRATOR

DEFINITION POLICIES

OrFICEIR MUST STR,•V FOR EXCELLECE IN L-HATIVEEA OSITION THEY ARE POS POLICAI AISMSINsNO IAHON SULIATLE ICAT I&O N AE INOLEOCO ý ATAIN VIVELOPMtNT
ASSIGNED. ORMANCH AND FUCTIONAL AlEA POSITInNS HAVE PRIMANY V ENPONRISILITIES PERICIt FOR LIEUTENANT, CAPTAIN 4 ANOM ILIEUTEU ANT COLONEL AND SYS'EA WIDE
AND DUTIEI WITHIN A SPECTFIuALLY D1FINED AREA. INT[SHATONMESPONQDSILITIES tIBUES, ART AND SCIEHNS Of ARN. ULEADERMENTOR AND WARRIOR SPIRIT,
AND DUTI 0015 ONE 00 HOME IRANCHES DR FUN T0 ONAL AREAS AND ALSO REQUIRE THE
DECIfON MAKIN$ AND CONCEPTUAL SKILLS TO ACHIEVE SVNIQSISTIC RESULTS AFF[CTENO P003 LOSE AIDRSINO O0VELOOHT IN FUNCTIONAL AR AS ARE INCLUDED WITHIN
MULTIPLE AREAS, OEVFLOP•[NT PERIODI FOM CAPTAIN AN AT$OM/LIEUTENANT TOLONEL AND OYSTEh WIDE

ISSUI EDUNCATIoNI OMAININA •ETHODS L NOER-MENTQA AND WARRIOP SPIRIT,

PODS POLICIES ADORESSINA TO( DEVELOPMENT OF ANALYTICAL, SYNITHTIC, CONCEPTUAL,
ENO OCISIOR MAKING IN LLS tEDUIRED OF AN INTCERATOR ARE INCLUDED WEIH

1PRINT P 0MXOD FOR AJOAI LIET HANT COLON L, COL NEL, BRIOADIER AND MAOR
GENERAL AND SENIOM NRALS TM WIDE S•T ES MLF'tVLOPINT, AMT AND
SCIENCE or WAR. DECISION' AANINS/CVHIEPTUAL KNOALtOOCIORILLS AND COMMON

OPCRATIONAL LANUAOOA ,

PODS POLICIES TN SUPPORT OF 'LXPERT-INTEORATOR'

DPi LT OZPLI BG 2 111OO-MAKINO

S Oi F9 1

DISCUSSION 2E

SUMMARY $51 094

EXPERT - INTKGRATOR ART AND CXtNct Ulm

THIS ISSUE ADDRESSES THE PROBLEM OF DEVELOPING SUrFCIN NUUM OF 812
oFFICEX WITH TNE PROPER MIX Of SKILLS ANO oHNOALEDU TO MEEr ARMY 5

SOVHA INTITUTIONAL IIST'MNCToRG EXISTI LION UIMPACT ON THE 117YJ1,, 1TI A, T,, 0•• OCV ,,,P OrP,,C, C., k ,o,,•o IN To Ho tit, KH, Le LA A 9, NTY
ARISE AS THE COTULT OF TAO SYSTEM NEEDINS INFORMATION IT DOES NoI HAVE, THESE TIPi MAI LIC 18D? 8?PMOSLER@ ANA OTNEMO HAVE NOT ODNE ONNOT0D OUTSIDE OF THE ANMY, THU CHALLENGE 088
TO THE ARMY IS TO nDVILOP AN OFFICER CORPS THAT CAN DEAL EFFECTIVELY WITH AN I02 SELF-DtVI.-J,.lMI
INCREASINGLY COMPLEX ENVIRONMENT AND A VANECTY OF TASK$, 0O6

TNTPATIOLA IPOFSKILLS THAT AN I RVIRI?UAL OFFICE1R WILL PEGUIR5 391VAMIEG NV SPECIALTY. ASStINHENT AND THA OFtITERS CAREEM HEED * HON ELALCI i0UNADE TA0 OURIRENT •YSTEY AND THE CONC(PT OF OUAL IPECIALTIESI THERE HAS NEEN 01L.UALJ
QUILS RHER ARTNONLYIOTFEDQACIO INL H EREA HASRNO aNIONMMNLADACONID ONFLICT ANo DIlATE OVER MATCHING-UP THE MOST COMPATIBLE NIX OF DPi COLIXIL JIkA THRCONAR[ INFOROALDLYA 0CAI(IrtO IMANCHIFUNCTIONAL AREA PAIRINGS WHICH 190

A IN,H LEVEL OF COMPATIBILITY AND WAACH AL LOW OFFICERS TO ACQUISE ,TH SHILLS T9i
TH0 NREED. THERE ARE OTHECR IPAIRINSa WHERE IAITE THE LPPOSIT TE I ,

EQUALLY IMPORTAN) AH IDENTIFYINO REMUAIND SKILLSS 1 ANEED TO IDENTIFY'
LEVELS OF SKILL PROFICIENCY HNICH OUST BE HAINTAINED, FOR FI[LD OGADE
OFTICERO OPPORTONITEO FOR BRANCH AS IINN iTO AND UTILIDATION DECLINE OHARPL1,
RECAUSE OF THE CURHINT FORCE ATRUCIDOC, TOI AITHS ARDING THIS THEME AREFREQUENT MR•INDEMS OF THE ACED TO MAINTAIN "BHANCH QUALIFIOATION", IT WOULD
SEEM PORE R7AHONAHLE THAT SUCH "EOUIREHENTS WOULD SI BASED ON A REALISTIC
NIPECTATION THAT A SEX OF SKILLS WOIIL I USE [D.

OI'RINI• THE COURSE OF THIS STUDY IT VHA$ SECOND CLEAR THAT PRIORITY SAVULD
I SEIVEN TO ToE DEVtLOPYMNT Udr INT[ORATIVI SKILLS, DEOUIRHEENTS FOR IHECE
SKILLS KEEST AT ALL OptRATI I LEVELS. Wj!L COANNNES HAVE AS THEIR HOSTIMPORTANT TASK THAT OF R[%AX INMTESALTORU -- HAUTERT OF THESE SHILLSIS1 ESUALLO
IMPORTANT TO ALL OFFICERS,

POLICI•S ADDRESSINO THE ISSUE OF "EXPONT-INTERNATOR* ARE FOUND THROUGHOUT
THE POOS REPORT, THTGE POLICIES FALL UNOER FOUR BROAD HEADINGS, THEY AMES

A, IDENTIFICATION OF SAIL'. REQUIREMENTS BY JOB,

. EMPHASIIINO SEOUINfIAL, PROGRESSIVE mI'ELOPMENT.
C, TOTAMLGSHENO STANOAMES5 LF PROFICIENCY THAT CAN KU UNOERSTOOO BY ALL,

0, INCREASING OPPO,,TUOGTIIS FOR DEVELOPMENT OF INTEORATIVE DRILLS.

A-39 ls.......... --.....-----
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IES POLICIES CONT. j
AMCIEU tNCLUE WITHIN DtVr.LGP4EftT

IETNN OLONEL AND SYSTEM WIDE
OR AND WARN IONS SIftT.

INLA RCZCLUDED WITHIN IILICJTCAN7 LL A ,, S .....SCI WIDE
ENTOR AND WANRIOR FPI ftIT,
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I RECOMMENDED SYSTEM
DECISION MAKING AND ADVANCED CIVILL SSCHO0

-DEFINITION 
POLICIES A___I_

ATHER tERB C:ogPOSED 0OF BRAMNCH. ,FUNCTWIOLNAL AREA AND SKILL PROPONAENT, ARt.

THOSE ANALYTICAL AND CONCEPTUAL SKILLS NECESSARY TO ESTABLISH GOAIS AND 0E0SNAIVS IL
UTCVE, IDENTIFY PROBILEMS, DEVELOP ALTERNATIVES, EVALUATE ALTERNATIVE$. 0? Y I CL UIS ORAZAON ASPSTON H lIRE OIFFICERS ON Y

C4OOSE AN ALTEARATIAG, IMPETCINT, CONTROL, ANY EVALUATE INC DECISION. il (HRqBYLy.MA TIRi DOCTORATE OR ~RIYIIG WIT I NUSTRI ASD IN OYSC
ESTAILISRED CRITERIAA, 00
0 0 IDENTIFY FUITURE CSREQUIREMENT4 BY F1 STUON, MOR PAR~LCUhAR S
ACADIOMIC RISCIPLINJS 01WI ASSISTANCE RMFAUO THE VAY SCIENCE CQARD (1D
AND ,,MY [YSEARCH UNSTITUTE, heI
00 ENSURE ALL AUTHORI2ATIONS WITHIN VALIDATED UNITS, ORGATAIZATIGI,5, AND HE
SEPARATELYVAL.IDAT'O POS IT'IONS ARE CORRECTLY COUED AN0 GRADED,' COT
00 IDENTIFY TAOSTE PARTICULAR POSITION WHICH REQUIRE A 5PECIFIC ACADEMIC CA
015CIPLIN Us

153 BASED ON AýREB APPROVED RESULTS, YMILPERCEN WILL ESTAA1LIOAHEASTE ,A,. 162 04
8OORATE AND RANNGWTjUHDINOUTYQUOTASFO ALL FULL- IMO, PRoURMS FUNCTI

AL A NSIDOTHE OUE ADVOATE LENFORAL WILL LSTABLISI QUTN FR FNCT,
41 I CE FACTORS THAT WILL RU CONSIDERED0 AREI EUE'I'

() RNHFUNCTIONAL AREA ARU AREA or CONCENTRATION REQUIAIM~IY EtS DY
ITRAS, D E ' E LEVEL, FIELDS Or' STUDY, ARID WHERE RE(UNUIMED SPECIFIC I6 (IT
ACAD11MI ` DISCIPLINE, UT ILIZ
00 CUR RE NT INVENTORNY RU SRAYACR, FUNCTIONAL AREA AREA Or CDIACENTRLTIC,II, FOLLOYWl
GRAUE, UEORDE4 LEVEL, FIELDS OF STUOY, AND WHERE REQUIIRED, SPECIFIC
ACAULMIC DISCIPLINE.OQ

-00 FUTURE REQUIREMENTS RYT BAAYfCH, FNTIOIýAL ARiEAAROAFX ) CONCENATAATION
AND fAICLUS OF,5 T UDY JU sI ToHE, ATONE ARMY E*UDIREMENT ISA) AN MODEL. 514 OIF
010 APOWERPL RAN$IT, OLDINA AND STUDENT-TI'S ACCOUNT) S WUU0LT SHAOULDEP O I5ESII ANNUAL ACS PULIL-TIME OUStAS WIL, NOT ESLEED ETWAIL.IiiAeb THS LIMITS AND N EQU IR11.

F91 00(,SPER DISTRIBUTE NSRPRSMOIION U ISE OFFICERD HOGSTTER SA BUDGET, 164 OF,
TR PROVIDE BALANCES CELLS Of QUALITY, No NOKPP ACTIVITY WILL RE DESISNATEE) ID HOWEVER
RECEIVE H lONER OFFICER QUALITY THAN ANY OTHER, 155 ANNUALLY, MILPERCEN WILL PURLISH OFFICER GRADUATE EPIOCAT ION GOALS FUOR ORaANUA

on ELMNT EINTDUNIT DISTIBTIN OFFI1CERS BV URAW, BRANCHE SF 0UNCTIONALA AAS, aARFAS SF NIEtATTION, ASS
00 ASSIN OFFICERS PROM CAPT IN TAR O1IIEUTENANT COLONEL BASED UPON REREL EVELS. 11RE CIFO F CH0 APLAINS, THE JU 1C ADYCAT DENOEHAL ANU T11II' CI
?PCIEIHQUALIFICATION, 9 EIRG SEEON AENORAL WILL PUBLISH GOALS FOR THEIR BRANCHES. THEIP. UT
OC. MANTAIN BALANCE BY PRDHDTIOIA POTENTIAL ACROIS ALL MACCIMb AND POSMITi
ACTIVIT ICR, 151 THE DCSPER WILL ESTABLISH POLICI S WHI ý91TORIA FOR TAO IDENTIF ICATION OF G H1

CSLLEOPS AND UNIVERSITIES WHICH MEET ARMY"RaC REQUIREMENTS IN SUPPOM ToFr1/ I
F92 0DCSPC CONTINUE TO EHPHA.DIII COHESION ANU STABILITI IMPLEMENT THE FULL-TIHA ,STUDY PROUR4.Hs, THIS CR ITERIA gIblL INCLUDEL A5$1S 1 DIi
REGIHENTAL AND BATTALION L0ST INITIATIVES, GD bC5REOTTATTOH RECOUNI0 0T1R THE UDUEPARIIN OFEDACATIUN, THROV1004

00 Fe R PE'FCI PlC"IE or ISTODY WHILH MEET AHT REDNI REMEN'ti TO INCLUDE I
P05 TRADO REINTOR O A SDVELOP fFFICER DECISION SKILLS AT ALL LEVELS OF THE 5 TllSRRSARhPOET EIIRMTIT UI

SCHOOLHOUSE AND THE UNIT/ORARIZAT ION THROUGH FREQUENT USE Or SIMULATIONS, (2 GALSI TV OF TUI: PRODA IT
EXPERIENTIAL EXERCISE$ AND SHALL GROOP MODALITIES, 1~ ILl ANAY APPLICTON OF COURSE 5/1111 0RAML

SI LECTIVES WHICAH SUPPORT UNIVERSAL .SFFICER PROFICIENCICS 6%;c MIl
F96 ODSCPER DESIGN A PHASED PLAN THAT MAY ASSIST IN DEVELOPING AND USING ( I TITION costs ASS IMiUTmi
PROFESSIONAL EHECUTIVE ABILITY IN THE ARMY. LORD TERM ICOMPONENATS SF T1H1S 00 THE NUMBER Of COLLCOLS AND UNAIVERSITIES MUST PROVIUE SUFFICIENT
SYSTEM SHOUD,.AD AMINIMUM, INCLUDE 1 DIVERSITY,

TO Cý .U -ASISTC U SF.I.-ASESSSSMENT FOR PROFESSIONAL DEVELOPMENT,
P
T
ROVIDE THAE OFFICER A PROFILE OP C'IUWLEITGE, SHILLS, VALUES, TEMNPERAMENT 1`58 CGSC UND ALMC CSUPERATIVU, DEUWEE PROGRAMS (COIOP)IWALL. AC AATO.14DESJ TSD
lIE,., PERSONAL STADNOTA4S AND RUANIENSSESI To ASSIST IN 004( PROFESSIONAL MAWUIMUM OP OAT YEAH IN ORDTER TO ALLOW POW ADDlTILONAL CUDMOEWOAW ANO THESIS5 DR
ORATHý PRITOJECr COMPLETION,
Do 5Ss __ A, NUI ASSES5MENT FER PROFESSIONAL DEVELOPMENT DOING
ASSESSMENT INSTHUMENTS WHO SIMULATIONS T, PAUOVIUC TAAE OFFICER Ali OUPATED 159 MILPEYCEN, WITH PHoVIUNENT WAND MACOMl ASVSITAHCD, WILL ESTWABLISH FIELLDS UP
PROFILE, A UACCE 0IA VROF'ESSIOIIAL GROWTH RHD EVENTUALLY ASSIST IN S'D HC UPPORT BRANCIAEO. PUllET ONL AREAS, AREAS UP CONCENTRATIOTA ANIL
STRUCTURING A OEVELOFH01N PRUORAVA FOR FUTUHE ASSIOTAMCNTO, OFFCICE UNIVERSAL 0'ROIbIENCI, FO R O'CTI FIELDS Dr TUUDY, TAHEY WILL ALSO
00 UPON GO SELECTION -- [VALUATE AND CONV'ILE DATA TO DUILDAND PADVIUE IDENTIFY SUPPORTINC CONE COURSES FUR OPTIMUM MISLITARY APPL1 GAllON.
COMPLETED PROFILES I EXPERIENTIAL, DUTY PERFOTRMANCE, APROFESSIONAL 0o THbINFRAISWL 0VtLS!UAS ITlATI NYIL
StRONOlTfSI OF THE INDIVIDUAL FOR POSSIOLE USE IN ASSIGINMENT AND SYSTEMATIC 00 PFFiceRS PYRSUIIIN URAIIUUTL LTUUALL UNADER AND AWRY FDLL-TIRL PADUTAR
TRANSITION ttLMINING PRIDY! TO ASSIGNAMENT, WILL STUDY At ASHY RUCOUNIUED0 COLLEGES ANlS UNIVýRSDITLL IN FIELILD5 U12 STUDY

wHt I l uppOR
t 

ARMY REUOIRMENETS, TIU 14I IIIHDUAL 5 BRANCH, PUSCrTIDNAL AWEN,
IR0 ARM4Y FULL-TIME AND AHMY PUIIDED ADVANCED CIVIL SCIADOLINO (ACS) PROUHUMO WAGIE OP CONCENATRATION. OR OFFICER LUNIVERSAL PRDFICIENLIUUI AND ITADIIUOUýL
WILL BE DESI UNED To MCE; ARMY REIOUIRMIASNDDLS 010CR' iDNAL GODALS.

0O HElA SCOPE OP A W, ILL REC TYAi=O BEYOND FUNCTIONAL REQUIREMENTS TO 0S OFFICERS PURSUING ORAIIUATLD.1EUEOREE UNADER AHE ARMY IUITIUN AUsiSTARL
ALSO INCLUDE THE NEED FOR OFFILEER 0rRQAII-RASEO KIAOWLCISOE AND COGNLYIVE PRGA MA TEDFRRLIITUADAEIERE TAl EEL (MNOTLAS DH

SOILS,6 DocCSRATE), STUDY WILL SUPPORT ARMY REOUDIUTMNTS ANDO INDIVIDUAL.
00 EGUIREADATS AND GOALS WILL RUC ZIAUAL ON CURRENT ANE FUTURE UNIT, EUDICATIONAL SOAL.S,
SAGANIZATION OR P OSITION NEEDS'SO R~TAI ILL NE CST AOLS FOR IDIENTIFYING PULoCATIONA, UYT lOS ioINETQT
DHIC MEE C'' RFGUIREMUT OLIAD OSALS AND ARMY FULL-TIHLE STUDENTS WILL0 TO SUPPLEMENT EXISTING EDUCATION PROGRAMS, THE DCSPLS WILL IVs10,1
ATTEN OTNLY THOSE INSTITUTIOTNS. EA OH!ND mmANOER 

1
A 0WILL ESTARL 51A ('aLlCES AND GUIDELILAUD WHICH

Doa ACS GRADUATES A'LSERVE A NL'RMWL TOUR IN A UNIT, ORRANIZAT 1014 OR ALO OCCDEt g P URSUVE INIRREO S EDU-ATION RGALS SIMILR T ONI TIEST, R
POSITION REQUIRING IGEHU.ASED EHAWLLUN(E AND SKILLS,ALO ROC ADET RUE N-MPS DCTIAL PPTNTE,

150 ARMY AuHANC, CIVIL SCiAToLITS LACS) REODiWEMUTit WILL. RE BSAEDT UN UNIT, 161 MILPIRCEN AIILL STLECT OFFICERS PUR FULL-Time A',S TO MEET QUOTAS US1ING THU
ORGANIZATION ALAD POSITIONI VCIIELYTY, 1(13510N AND IMPACT OP WORE, FOLLOWING CRITEYIAI

00 OFFICER HAD COMPLETED CAPTAIN LEELRANCH QUALIFICATION, C~MANY
1131 THIE ARMY InECAtIoNT AEounJiAHEIT IOADAH (IHENI WILL IDENTIFY REUDIREMrLATS LEVqL COMMAND, AS REQUIRED, AND SAL, OFICERS WHU WILL AtTTEN c IN
ROOFT0( ON MASLLORLP CRITIIEIA, CYIIERTO WILL ADDURESS! SUPPORT OF THEIR BRANCHI MAY, AS APP~ROPRIATE, ATTEND SAC FOLLOWAING CIVIL.

00 LOOTAITIVE AND KNOWI.EDGI: LEVC1LS IAULUIRELU IN WORE 'WOLLICEL' At TOL SCHOOLING,
ECYIC LON ANPI'D MISSIOYN OTF MinE URO RAIA N OW POTITIU 00 OFFICER HAS A MANNER OP PYWFORMANCE NECESSARY FON TRANSITITIP, TD FIELD
CD IONIFI.A,'. IMIACT OF WOR , OR TE ntlAi! O DI51 OR HMAAAY WITH REVU~l' I, GRADE IROýINFORrE).
UNIT, ORGANIZATIUN OID POSITITON IISTIOTA. 00 OFICERA CAN BE ACCEPTED AT AN ARMY ROCOONIDED UJOLLEUE AND UNIVERSITY
00 ITEREE. LIVELS, IN TAE REQUIRED FIELD UF STUDY OR ACADEMIC 0541P~ RE,
00 FUTURAE FIELTO OR TIIUCIPLIUII1 DY ITUUY,
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D SYSTEM
CED CIVIL SCHOOLING (ACS)
ES -. PCLICIES CONT.
AREA ANC SKILL PHOPONERT4, AHI, soUPON GOADUAION FICRWL BE AVAILL TOERVE A NlolRAL

0I'l IZTO OUR WIHUTDTRMN TO Hil CAREER TOIk~ IO (REINFORCE),
00 UFIMCE CAN COMPILEE R EtDGE REQUIREMENTS WITHIN 13 RONTHS1 DR TWDNI PCOSITIONS H SUIRE OFF~ICERSO YEARS FRTO TLTC E LETO V I EWIGHE oTUDWYCN RTITNAININ WIHIUSR)BSE RDUE E TILRENTSILES TIME UEfIL E WNORE),IUT H WOCNCMLT
00 OFFICLk AUVEESCIN WREITING TO A SERVICE OBLIGATIOTN THREE TIMES THEICLOD l QF S'DY OHS PAlt ICULhARR CHO INA CEIUDO COMPUTED) IN DAYS, TO A MAXIMOU; (F SID YEARS (RE-INFORCE),OALMTHE AMY SCIERCE 00HA 0O OFF ICER MAY ATTEND FOR DOCTORATE, MASTERS OH Wý LEVEL EDUCATION
REANROI.EA Or SOGURCE SF FENDING TOH LOWER DEGREE LEVELS (PUBLICIZE AND[DATED UTFITS, OGRANIZATITINI, AND R E-I FORCE,

:TLY C=OUCA ANU GEHDE, S O I E IDEAL INWOFATT~pYANCE FOR ORA5IERS LEVEL EDUCATION WILL BE44TICAH R EQ UIRE A sP EC IFIC ACADEMIC CAPTAHINS RETWEWEIINY /OYEARS FO I TIMING FQON DOCTORAL ATTENDANCE WALL RE
EGTAD LI SHE R BATED ORN FOR CE STRUCTURHE REQU IREMENTS.

EN WILL LSTAALI.1$H MASTERS, 16, OFFICERS SELECTED FOR FULL-TIME ACS WILL ATTEND AN APPROPRIATE MILITARY'TLAlt. FSLL-T MEi I~RUOVM5, FONCTIUNHI. COURSE IN SUPPERT OF THE OFSOINATED AREA OF CONCENTRATIONI ORLAHILESTABLIS GOUTHA FUR FUNCTIONAL ATIEAHPRýIORATO ACS IF T14E oF ItEEE LACES SUFFICIENT KNOALEDQC OR
1ALT) AREI EAPERIENCE IN THE AREA
CTYiCFNFTRATIUN REUUIREMLNTS By
11) Hicit.L HE OiIINED, SPECIFIC IG5 OFF ICO'S WAY ATTENID ACS UNDER ANY ARMY FULL-T IME PEOARAM WILL SERVE AUTILIZATION lTOTlIN IN A VALIDATES UNNIT. ORGARIZATILiD OF POSITION IMMEDIATELY
ITAL ARI.A AREA OF CONCLNTVATIIIII, F 0 .DWINO SCHOOLIH 00 FULLER-OR ILITARY S CIIOLING, 1NITIAL UTILIZATIOýt \TU ATIRE REQUIRED, SPECIFIC RE IjFRE' U ECONUi OPERATIONAL TOUROR CURTAILED BY COMMANDER,

OTI.PEYCN A'SED`O DI MY AXD INDIVIDUAL NEEDS,
iOUAL AREA, AREA ýF CONCENTRATION
IT T!AVIRLMLNTS (F U) MYDEL, ISV OFFICrARS WAS OBTAIN ACS THROUGH OFFTIUTT STUDYN OR PRIOR 10 COMMINS$ININGNT-ThIS ACCOUNT) AND BEDNET. SHOUiOD BELTILIZED To THE MAPIVUM EXTENT POSSIBLE TO SATISFY VALIDATED

KEýVeýTALISHU IS LIITS 14U RLQUIREMENTS (REINFORCE).

OSv OFFICERS RUST RE A551IANEU WITHIN THE OFFICER CLASSIFICATION SYSTEMR)
HOWEVER. FIELTDS OF STUDY OH $PECIFIC ACADTEMIC DIS CIPLINE NEEDS OF THE UNIT,;R GRADUATE ELJCATION GALSHL FORH ORGANRI ATION OR PO ITTION RUST ALSO BE CONSIDERED IREIRFORCEI,

VS.HR(ES F CTICATATIDA, AND
JUDGEAIIýk)VOUCATCIE QNRETRAL A66ND T HL 15E MMAHDERS ANTI DIRECTORs OF AV.PB VALIDATED UNITS ATID ORGANIZATIONIS RAVEi BARANCHES. THE AUTHORITY TO ASSIGN THTEIR OFFICERS RITA ACS (REDARIIL$SA OF SOURCE) To ATNYF

POSIlION r15 RET 0THlE CORMATIDS MISSION.
CITTEHIA FOR STHENIUENTIF!CATIUI4 OF

ýS NRLO MEMENTS IN SMPPOHT OF 161 MILET:CRCN WILt- ESTUABLISH PSCCEDURES TO EYSURD lThAT U-1 ICEMO WITH ACS ARE
LINCLUCLI AtSIAVEIT TO VALIDATED[I UNltS, ORAANIZATIONS L., POTIT IGN1S Al APPROPRIATE TIMESLFAR4tHENTYorEDUCAT ION, ItROTITSO~t 'HE INIDIVIDVUALS CARTER (kEINToRCI.),

A 4r ALt AHMY RAR giqEMENTS TO INALLUDE:UTE K 1N1TG WHO N A VALIDATED REQUIJREmI.NTS CULLEDU IRVENTORY. T4LE UCSPER WILL ESTABLISH A
(S/PRDIVARStRIIBAUTION PLATN.

OR.OFFICER. PrITFICENCIES N9T MILP[RCUT IS RUSI'ON5IRTE FDA CSTAALISHING PASCOUDRES TO ENSURE THAT~ TE R~tT IDYID. DFFICENTASSTI,'iNRNT RHO U1TI..IUTTON POLICIES ARE FOLLOW[:, (REINFOACET.

55i kL.U01) AlL. DE I UT..ITlD TO A
lUlT iLNh. COLTISEWORK HAD TOESTO UP

IAYA.CL HIL LTAAIs" FIELDS 01
OAS AREA$ OF CO0NCLETkkl )tRT AND
rlLUS 01 STUDY. THECY W11ll A L5O
SMILITARY APlPLIDiCA;UN.
ANL' oISTgluVOED AAI'T-wuI.
T IDE R AN D ARMY FULL- t TImL FUA~RAM
k.o UTT IT' 11 IL TS I N F CL S 'F" STUT
ljTlDUALS DPANCY l N, A UTTNAL UREA,

TOAL TAU O IL ILqL I E~l A N UII SlD I DTUALv

TIDED ICL ARMY 
T

iIIIITT AsSltTAIICE
IETOAT ANYO LLYEL TRA5TEIIS OR

IIIRTVLNTS AND0 INDIVIDEHI.

NO, inE )CSPI.H WILL, TNVESTI DATE
RORUAUHS S IMILAR TO TART AT T
L ICI POLICIES AND0 DIDEULINES WTHICH

TONAL W)PlOAT100T ICY

.TIRE ACS T0 MLT tIOIOTO U5110,5 THE

IjA:JTi, UDALTlI CATIUTI. 4jCORFAN!
IEIS lol 10 WHILL AT IL E Ac$ IN
itlL, ATTEND OA', OLLOALN6 LIUTL

NECESSARY FOVPTARANSITI(II TO FILLTI

TfCDONIZE OIU to " ýAt) UTIITENSITT
I[( DISLIFLildl.



RECOMMENDED SYSTEM
COMMON SHARED OPERATIONAL LANG1

DEFINITION POLICIES
0 COF M ON LANOU SSE IS DEFYNE S AS DOCT P.NAL T ER MS ( JCS 'Pu e 1 . ARMY D ICT IONARY , TOC DOCTRINE. STANDARDIZtO TERMS AND FRAnMS OF REFERENCE TO SUPPORT A COMMON

FM', ETC.) AND PHUCESSEG SUCH AS THE ESTIMATI OF THE I TUATION, 0 N RATIO4RS$ OPERATIONAL LANGUAGE WILL DO TINUE TO IE DEVELOPED AND REFINED BY
PLANE AN* ORDER FORMAT, AHD RADIO TELEPHONE PROCEOURES. ETC., WHICH PROVIDE A
CLEAR AND RAPl. TRANHMISSION OF TWE COMHMANDOEI INTENT AND FACILITATESTHOROUGH UNDERSTAHDINH OF ACTION AND DROAIN NY ALL CONDMN[EA . On EMPHASIZE THE DEVELOPMENT OF COMMON FRANCS OF REFERENCE AND SHARED

OPERATIONAL LAMOUARD AT EACH LEVEL TmROUGOoUT FORMAL DEVELOPMENT SYSTEMI,
0 IT IS A TOOL OF THE PROFESSION, MY WHICH A COMMANDER, LEADER/MENTOR,XPRFRS[S HIS INTENT OR NEEgD IA ACTION ORIENTED TERMS TO CONDUCT THE ART AND 00 EMPHASIZE COMMON UNDISSTANDSNO AND USE Or ESTIMATES Of tHE SITUATION,
ýCITNL'E O X 1AM. IN DOOMS 55 HE RELIES ON A NAO IeAS OF PROFICiENCsIE. OPERATIONAL P.ANS AND ORDERS, AND ACTIOD'ORIEHTED OPERATIONAL TERES AND
KNOWLE0GE AND E PERTIE. TH ULIMATE GOAL It TO ALLOW THE COMMANDER TO ORAPHtCg THAT TNHALE THE COMMANDER TO CLEARLY AND OUICKLY EXPRESS HIS INTENT,
EXPRESS His INTENT IN CLEAN TERMS TO ACHIEVE VICTORY IN BATTLE, AO COMMON SOIARED O0FRATDONAL LANGUAGE WILL AC INTEGRATES AITH THE JOINT

OPERATION PLAHNING HA EXECUTION SY3TEM TO FACILITATE JOINT OPERAT•IONS

O0 PROFICICNCY TEITING IN THE ART AND SCIENCE OF WAR WILL SE DONE IN
TIAMH OF THE COMMON SHARED dPERATIONAL LANSUA4E,

191 NEN TOOLS HILL RE DEVELOPED TO EXPLOIT THE USI OF LATEST TECHNOLOGY IN
AUTOMATES SYSTEMS TO ENHANCE COMMUNICATIONS AND DE OIZONMAKINQ IN TERRS OF A
COMMON SHARED OPERATIONAL L0NOSAGE.

DISCUSSION
THE AIRS OF THE COMMON SHARED OPERATIONAL LANGUAGE PROOGAR ARC TO ALLOW
COMMANDER$ TO [STAIL[SA THE MISSION CONTEXT AND A FRAME OF REFERENCE AND A0
COMMUNICATE THEIR INTENT IN CLEAR CONCISE TERMS TO ALL EONCERNED SO THAT
SURO•OINATE UNITS AND INDIVIDUALS WILL KNOW AND UNDERSTAND THE CONCEPT OF
OPERATION, ADJUST TO RAPIDLY CHANRINO SITUATIONS AND CONTINUE PROACTBASLY IN
THE ARSENCE OF FURTHER INSETRUCTIONS.

TAE MAJOR THRUSTS TO ACCOMPLISH THIS AIM ARCi

0 COORDINATE Oo0TRINE/TtRMIFMrAMES OF REFERENCE AMONG SERVICE SCHOOLS,

0 EMPHASIZE BASIC EDUCATION ISILLS COMPETENCY TC ACHIEVE A FIRN
FIONDATION FOR EFFECTIVE COMMUNICATION,

0 ERNURN CONSISTENCY WITH JOINT AND COMBINED OPERATIOMAL LANHUAME.

A-43
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zERATIONAL LANGUAGEI,
CIES POLICIES CONT.
AMES OF REFENENCO TO StPo R A "ON

O AI N F R A1 " M 4 OES F R E F E N C E A N D I S H A R DI
iGNOUT FO.RMAL AVELPMENT &SYSTEMS .1D
MnDUSEE or STIRATE[S OF TRESSITUATION,
4-0 11NT1D1OPERATIONAL TERMS AND

EA RL vaND 0 UICKLY tXOPRESS HIS INTENT.

oiDWADIL L SE INTEGRNATED WITH THE JOINT
IO FACILITATE IIinTI OPERATIONS.
05O SCIENCE OF WAR WILL BE DONE IN4
.ANGUAUSE

'01T THE USE OF LATEST TECHNOLOUT O N
ON S ANWD D ECISION MAK INo O N TERMS OF A

It



RECOMMENDED SYSTEM
SELF DEVELOPMENT

DEFINITION POLICIES
To pRocISS mY W41CH EACH 0INTSUAL OTFICEO CEEPT$ PRIMARY PDOFEiSIONAL S DVELOP AND IMPLEMENT A PROGRAM TO OUPPORT IIROFESSIONAL SELF-LIVELOPMENT
DEVELOPSENT RISPONSaILIETy To PROORENSVLY V ROW IN I NO, BO Y AND SPIRIT If THROUGHOUT EACH OFFICER'S CAREER, (ODCSPER, 10(1YO)M4rT H1RNHfR INDIVIDUAL POTENTIAL. 0 EMPHASIZE THE ROLE OF COMMANDERS AND SUPERVISORS At ALL LEVELS IN

OPTINE INDIVIDUAL EELFO•EVFLOPMEN IN UNI. AND OR ANIZATIONS, (DLCSPLR

EVELOP U PL SH FESSONAL DEVELOPMENT PUBLICATION(S) WH1ICH DESCRIBE THEFUNDAMENTAL PRINCIPLLS AND POLICIES AND OUTLINE THE RESPONSIBILIT ES OF THENODUIV) AL OFFICER AND THE SYSTEM FOR PROFESSIONAL DEVELOPMENT, (ODCSPER
o DEVELOP AND PUBLISH A PROFESSIONAL DEVELOPMENT ROAUMAP (PD ROADMAP) WHICH
STY T e•ý!eQbp&31R s IEH OFFICER PROFESSIONAL DEVELOPMENT SYSTEM, (OUCSPER

0 DETERMINE WHICH PROFESSIONAL PUBLICST' N AUDITION TO THF PROFESSIONALDEVELOPMENT PERioDICA• ,IfLL BE FORWA, CH OFFICER AT NO COST TO THEOFFICER. 0ODSPER 10FY8)

0 DEVEbAP AND PUBLISH A PROFESSIONAL DEVELOPMENT PERIODICAL (0THE ARMY
OFFICER 1 WHICH WILL RE NAILED TO EACA INDIVIiOUAL OFFICER, THIS WILL INCLUDE
SECTIONS WHICH APPL0 TO THE BRANCH AND FUNCTIc•YAL AREA OF HACH OFFICER INAbDITION TO NEWS AND POLICIES WHICH APPLY TO ALL OFFICERS E UG., POLICY
CHANGES, BOARDS DATES AND 29NES OF CONSIDERATION, CHANGES Nifl TA COMMONI
CORR'). (ODCSPER DOFYRN)
0 IEVELOP AND PUBLISH A PROFESSIONAL DEVELOPMENT NOTEBOOK (PD NIOTEBOOK) FOR

IVNA'ACRU OI F CEO TIS NUTEBSOD WILL INCLUDE THE FOLLOWING SECTIONS AS AMIVNI~MUM (TYADOC 'IUFYN?)D ISCUSSIO N , INDEX FOR USE BY EACH OFFICER WHICH 9ILL REFERENCE PROFEUSIONAL
DEVELOPHENT ROADMAP, PRCFESSIONAL LEVELOPMENT PERIODICAL AND ANY OTHER
PUBLICATIONS, REFERENCES OR POLICIES THE OFFICER RECUIRES TO ASSIST INN HS PERSONAL MANAGEMENT AND ASSESSMENT OF HIS CAREER DEVELOPMENT PROGHAM
2, A SjCTIOt FOR OELF-ASSESSMEI T,

A. A SECTION FOR SELF-CER
T

IFICATION OF MOS TASKS,
A, A StCTION FOR COMMENTS BY RAYEIS AND MENTORS,

J93 LJLTARY QUALIFICATION STANDARDUS •) SYSTEMI

O TRADOC COMPLETE REVIEW OF OFFICER ANA ENLISTEU TRAININS FUALICHTIONE ,
MOS AND SOLDIERS MANUAL OF COMMON TASKSý AlI STARDAR I1 FORHAT, TAnKNUMBERING SYSTEM AND CONTENT, (1RAD-M 2OFY 1- iF0)
B TRADOC COMPLETE REVIEW OF OFFICER AND ENLISTIED IISTITUTIONAL TkAININU AND
E NABLISH PROCEDUREP TO INSURE COMMON SKILLS AND TASKS ARE TAUGHT IN A UNIFORM
MANNER, (TR DOC 7Q Y8 I

O TRADOC, IN CONJUNCTION WITH t E t OAVIEW AND DEVELOPMENT OF MOS rOMMQN TASKE,
INSURE LINKAGE AND COMPATIBILI~f WITH iHE DEVELOPMENT OF COMMON CORE ýK|LLS,WýEOGE AND PROFICIENCIES THOPRUGH PROFE'I'CONAL DEVELOPMENT LEVEL (ANlNEX

EG. VERTICAL LINKAGE BEEf.EEN MR, I AND COMM•iN TASKS DEVELOPMENT ANIDCAPABILITY WITH OAC AND OBC COMMON CORE DEVELOPMENT), (IRADOC 2NFY86)

?T XýtMOAV'A STANOARDIDED CERtIFICATION PROCESS FDA EACH 140S LEVEL,0 DEVELOP AND IMPLEmENT STANDARD BLOCK OF INSTRUCTION AND SUPPORTING
MATERIALS EXPLAINING THE MOS SYSTEM FOR USE IN THE SEAVICE SCHOOLS, UNITS ANDORNIZATIONS. DOS• FYV8)
0 EVELOP ARTICLES EXPLAIIIINO MOS VYStEM FOR USE IN ALL PROFESSIONAL
PUOL ICATIONS, (TRADOC 50FY85.IQFYSB)
0 MONITOR THE FIELEINS/ IMPLýMENTAtION or MOs I, ITRADOCANFY8D)
0 "ROCEEO WITH THE FIELDINQ/IMPLEMENTATION OF MOS I1. IIRADOC QFYS)

F R , EEGWITH THE TESTING'%IELDING AND IMPLEMENTATION OF MOB 111, TRADOC
0 DEVELOP MOS 'OR FIELD GRADES (MOS IV FDR (IAS AND MOS V FOR OS'S), (THADOC0 EbERVE COMPONENT MOS WILL FOCUS PRIMARILY ON FUNCTION4AL REQUIREMENTS OF

MOBILIZATION DUTY POSITIOIES, ITRADOC 1QFY9OI
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AMENDED SYSTEM
" DEVELOPMENT

POLICIES POLICIES CONT.i
A PROERAM TO SUPPORT PROPFE$SIONAL SELF-'DEVELOPMENTS CA 4EL', a CODCSPE R, 1 FY8)

COMMANDERS AND SUPERVISORS AT ALL LEVELS .I
IF-DEYTLOPMENT IN UNITS AND OR ANIZATIONS, IDDCSPER

TUNHAL DEVELOPHENT PUBLICATIOQHS) WHICH DESCRIBE THE
'D POLICIES AND OUTLINE THE RESPONStBILIT lS OF THE
I'1 SYSTEM FOR PROFESSIONAL DEVELOPMENT. ODSCOPERH

PROFESSIONAL DEVELOPMENT ROADMAP (PD ROAUMAPI WHICH'e OFFICER PROFEDDLONAL DEVELOPMENT SYSTEM, (ODCSPER

'.IO1AL PUDLICATIONS, IN ADDITION TO THE PROFESSIONAL
ýIJLL Bt FORWARDED TO EACH OFFICER AT NU COOT TO THE

PRUOFESSIONAL DEVEL'. ENT PEIIIODICAL (OTHE ARMY
NAILED A " EA H INOIJIDUAL OFFICER, THIS WILL INCLUDE
11: BRARHC AND FUNCTIONAL AREA OF 4ACH OFFICER IN
ICIE5 AIICA APPLY TO ALL OFFICFRS kEN1, POLICY

UONL5 Ar CONSIUURaUIN. CAAUNDES IN THE COMMoUl

ýIPR(IFESSIONAL DEVELOPMENT NOTEBOOK (PD NOTE9OUK) FOR

'IS NOTEOOK HILL INCLUDE THE FOLLOWIN• SECTIONS AS A

SEACHL OFFICER WI41CH WILL REFERENCE PROFESSIONAL 
*

PROFESSIO1At DEVELOPMENT PERIODICAL AND ANY OTHER
HECI:D r R POLICIEU THE OFF ICE REONIRES TO ASSIST IN
VENT AND ASSESSMENT OF illS CAREEN UEVELOPMENT PROURAM
LLFP-SSES ISHE NT
LLF-CER TIPICATiON OF MOS TASKS.
1.1 lUiD BY RATE5 AND MENTORS.

.A TI OFFICER AND ENLI[TED TnAII'.NO PUBLICATIONi QO,,
j COYmmN AK)& TA6?1 FORMAT, TASK

w OF OFFICER AND ENLISTED INSTITUTIIONAL TRAININO AInU
I 5U E COMMON SKILLS AND TASKS ARE TAURNT IN A UNIFORM

WI TI THE REVIEW E ND DEVELOPMEhT OF MQO COMMIN TASKS,
IS LITY WITH THE AEVELOPMENT 0 COMMON CORE AILLS,
sI ROUDII EACH4 PROFESi ONAL DEVELOPMENT LEVEL (ANNEX

HWEEN MU, I AND CHMDN TASKS DEVELOPMENT AND
COMMON CORE DEVELOPMENT). (THADOC 2QFY86)

,YlLED CERTIFICATION PROCESS FOR EACH NODS LEVEL,

t. DARD BULOCK OF INSTRUCTION ANR SUPPORTING
PSJ••SDTEM FOR USE IN THE SERVICE SCHOOLS, UNITS ANDY8

NINO MOS SYSTEM FOR USE IN ALL PROFESSIONAL
YBR-40 FYBG )
FLEMENTATION OF MOS 1, I I'ADT F
NE/IMPLEMENTATION OF IWO II, (TIIbFYBk
6/FIELDINO AND IMPLEMENTATION OF M051II, RADOC
RADES (MO• IV FOR 04'S AND MOS V FOR 05'5), (THADOC C
ILL FCUS PRIMARILY ON FUNCTIONAL REGUIR•EENTU OF
s, ITOADOC 1OFYSOI

Ii,

.,.
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RECOMMENDED SYSTEM

MENTOR
DEFINITION POLICIES

A'L ADER INVOLVED IN DEVELOPING (EDUCATING, SOCIALIZING, AND TRAINING) AN . •NCLUbE PROV IIONS ON ERS (INCLUDING OACADEMIC EFFICIENCY REPORTS'
INDIVIDUAL BY BEING A ROLE MODEL, A TEACHER, A COACH, AN ADVISOR, AND A GUIDEO ?111. iFOR MANDATORY COMMENTS ON PERFORMANCE AS A MENTOR AND ON POTENTIAL FOR"SCHOOL INSTRUCTOR,'

082 ADO INSTRUCTIONS TO PROMOTION BOARDS THAT STRESS PERFORMANCE AS MENTORS,

FACULTY MENTORS, AND/OR INSTRUCTORS,

D83 INSURE THAT SCHOOL INSTRUCTION AT EACH LEVEL PROVIDES PROnRESSIVE
TRAINING IN BEING A MENTOR,

084 COMMIT TO A LONG-TERM 'SCHOOLHOUSE' STRATEGY WHICHI

o ESTABLISHES THE POSITION OF FACULTY MENTORS (TEACHER, COACH, ROLE
MODEL, SMALL STUDENT 4INOUP LEADERS, DOCTRINE WRITER, COURSE DEVELOPET),

0 MCDIFIll STAFFING GUIDE$ TO ACCOMMODATE THE 9ROADENED ROLE OF THE
FACULTY MINTORN

0 DEVELOPS A PIL01 PLAN WHICH GRADUALLY TRANSITIONS CURRENT OAC FACULTYFROM MODEL BASED ON CLMRENT [NSTRUCTOR STAFFING STANDARDS TO ONE WITH
FULL-TIME FACULTY MENTORS WHINC TEACH ONLY ONE SMALL STUDENT GROUP AT ANYTIME) IN AD.ITION TI DOCTRINE WRITING AND COURSE DEVELOPHENT
RESPON8ISILITINS, PRIOR TO WIDESPRRAD APPLICATIUNi THOROUGHLY TEST
EFFECTIVINES1 OF PILOT CAc WITH NEVISCD FACULTY ROLE,

0, REVIEWS ALLOC6TION OF OFFICERS TO SERVICE SCHOOLS INSURING APPROPRIATE
DISCUSSIRENIOHIITY FOE A MENTORING" FACULTY,"D " , Do TRAECE COMMANDER REVIEWS SIR |E SCHOOL AUTHORIZATIONS FOR

EXPERIENCE LEVEL AND REPORTS TO MA ON RECOMMINDED UPGRADES,

O0 SEEK CONGRESSIONAL APPROVAL FOR INCREASED AUTHORIZATION,

085 DEFINE THE FACULTY MENTOR'$ ROLE AS TEACHER/COACH/HOLE MODiL/
dUIDO/DOCTRINE WRITER AND COURSk DEVELOPER,

086 ALýow THE TRADA COMMANDER AND COMMANnER, ARC TO CREATE A VERY LIMITED
NUMBER INOTIONALLY 251 OF EXTENDED TOUR SENIOR FACULTY MENTOR. POSITIONS AT
SERVICE SCHOOLS),

087 INSURE THAT SCHOOLS PROVIDE TECHNICAL/EXPERT ASSISTANCE IN THEIR
SPECIALTY AREAS TO UNITS WORLDWIDE.

088 INSURE INSTRUCTION/DISCUSSION OF ARMY VALUES IS INTEGRATED WITH MENTORING
IN THE SCHOOLHOUSE,

019 REQUIRE PROPER USE OF OER SUPPORT FORM AS THE BEGINNING POINT OF OFFICER
COACHING,

080 INSURE THAT A&L OFFICERS POSSESS THE FOLLOWING MINIMUM SKILLS AND
KNOWLEDGEI

00 CADETS OR OFFICER CANDIDATES UNDERSTAND AND CAN APPLY PASIC
COMMUNICATION AND TEAR BUILDING SKILLS.

00 BASIC MILITARY, TEAM RU'LDING, AND COMMUNICATIONS SKILLb APPROPRIATE
TO HIS OR HER BRANCH PRIOR tO ENTERING REVELOPMENT PERIOD CAPTAIN,
o0 ABLE ro HOLD SMALL UNITS OR ORGANIZATIONS TOGETHE NAND K1SEP THEN
FOCUSED ON THE MISSION PRIOR TO ENTERING EVELOPMENT PERIOD CAPTAIN,

o0 AskE TO MAINTAIN ORDER, OqGANIZATIOtI,•ND MISSION FOCUS AT COMPANY
LEVEL DQr INORGANIZATIONS HEADER BY U-"1) PRIOR TO ENTERING DEVELOPMENT
PERIOD THE TIJOR AND LIEUTENANT COLONEL.

A -4 7 , .. . . .. . . .
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'2/-iENDED SYSTEM 
'

AENTOR
0OLICIES POLICIES CONT. 4
iS (INCLUDINO 'ACADEMIC EFFICIENCY REPORTS'
ON PERFORMANCE AS A MENTOR AND ON POTENTIAL FOR

3TION BOARDS THAT STRESS PERFORMANCE AS MENTORS,
JCTORS,

LCTION AT EACH LEVEL PROVIDES PROGRESSIVE

CHOOLHOUSEE STRATEGY WHICHI

ON OF FACULTY MENTORS (TEACHER, COACH, ROLE
F LEADERS, DOCTRINE WRITER, COUSE9 DEVELOPER).

9S TO ACCOMMODATE THE BROADENED ROLE OF THE

01HIC4 GRADUALLY TRANSITIONS CURRENT OAC FACIILTY
N NINCTRUCTOR STAFFING STANDARDS TO ONE WITH

W H AC ONLY ONE IMALL STUDENT GROUP AT ANY
SINE WRITING AND COURSE DEVELOPMENT

0 WIDESPREAD APPLICATION, THOROUGIILY TEST
WITH REVISED FACULTY ROLE,

L
FICERASTO SERVICE SCHOOLS INSURING APPROPRIATE

REVIEWS AERV ICE CHOOL AUTHORIZATIONS FOR
REPORTS TO CSA ON RECOMMENDED UPGRADES,

AL APPROVAL FOR INCREASED AUTHORIZATION,

A'S ROLE AS TEACHIR/COACH/ROLE MODEL/
RSE DEVELOPER,

ER AND COMMANnER, AWC TO CREATC A VERY LIMITED
ENDED TOUR SENIOR FACULTY MENTOR, POSITIONS AT

tO1E TECHNICAL/EXPEkT ASSISTANCE IN THEIROHIDE, &

SSION OF ARMY VALUES iS INTEGRATED WITH MINTORINOG I

R SUPPORt FORM AS THE BEGINNING POINT OF OFFICER

POSSE3S THE FOLLOWING MINIMUM GKILL$ AND

DIDATED UNDERSTAND AND CAN APPLY BASIC
ILDING SKILLS,

BUILDING. AND SOMMUNICATIONS SKILLS APPROPRIATE

TO ENTERING DEVELOPMENT PERIOD CAPTAIN,

ITS OR RA TOGETHE AND KIEP THEMtOER TRO ENOTERING UEIRMLOPMENT PERIOD LhPTAIN.

N, ORGANIZAT6ION AND MISSION FOCUS AT COPANY
0HE ADED BY 0- S) PRIOR TOl ENTERING DEVELOPMENT ATENANT COLONEL, I"

I5.1.. I I " .. lI... III
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RECOMMENDED SYSTEM
COMMON CORE

DEFINITION POLICIES
THE SET OF OFFICER SKILLS, RTTRTIUT[s, ANOWLEOSE HAD PADEICIENCIES, BASED ON 0 DEVELOPIDEFENE CONTENTS OF COMMON CORr IDOMIIFYTNr THOSE ATTRIBUTEI,

THE FUNDA MNTAL PRINCIPLED or OLFICER PROFEStIONAL AND LEADIRSHIP UIHELOPHUNT, SKILLSq KNOWLEO0E AND PROCI g0RCIAS WHICH PROVIDE FOR WHAT ANO OFFICER N T , LEH
THAT EXTENDS THRnUOH ALL LEVELS Of PROFESS•ONAL DEVELOPMENT, THE COHRON CONE PHOULD KNOW AND SHOULD ME NILE TO O0 ACROSS ALL DIVELOPMENT LEVI LS (TRADIOCU
PROVIDES OFFICERS WITH A PROrESSIONAL OEVELOPMENT GUISE FOR WHAT HI MUST St. 'RONY.
SHOULD UNTA AND OHOULD BE ABI.D TO 00, D0 DESIGN COMNON CONE SO THAT IT INCORPORATES THE FUNOAMLNTkL PRINCIPLES

OF OFFICER PROFESSIONAL OEVELOPHENT, COMPON14TS OF THE COMMON CORE WILL
INCLUDE AI A "HNINUN,
"-PROFESSIOHAL VALUES -WARRIOR SPIRIT
-L An[E# R8PIMENTORNS "ANT Awo SCIENCE QF WAR
-PROUD •E VAL KNOWL EDGE -ACTION ORIENTEOD HOUoE PROCESs

(TRAHOC, 4OFY90)
TOODKTERHINE WHICH ELEMENTS OF THE COMMON CORE HILL BE PART OF RKE

COMMON CURS| CURNACULFIA�H THE 8COOtHOUUE AND WHICH WILL BE PAHT OF THE
SELFTE VELOPHENT PRODRAM (TRA OC, IGFY89).

OX DETEkNINE AHICH ELEMINTS OF THE COMMON CORE SIOULO BE INCORPORATED
INTO T T rNOIVDOUAL ASSE4RH•TT PROONAM (TRADOG, tOFY89).

o ltCXNPOXHTE COMHON CULT IH ALLLEVL OF SCHOOLINO FROM
PSE-COmHIIBEONGNO THRO UGH S TA,4

110 DESIGNATE A RESPOHSIBLE STAFF AGENCY TO COO A MPLENTATTON
D S U O OF THE COMMON CORE INTO THE SCHOOL HY TAH (TRADOC, IQ Y87.

_ _ _ _ _ _ _ __,_'__,,_no ATSK RESPONSIALE AGENCY TO MONITO1 CO4HON CORE POIl' THROUUHOUT

O VOE | NE;UNNCI.A INSTITUTION O0 FUNDAH[NTAL PRINCIPLES, PAO GR MR,, T8h, OA .AS 0 0C ANO A 0.T OF I

NCOMPORATEI COMMON CORE CURRICAULUN N SCHOOL SYSTEM. To DETERMINE BEST METHOD OF PRESDNIING THE COMMON CORE' -ODULAR,
MO VIOHIED NTIHUSTO VERTICALLY AND HONIERATALLY WITHIN SCHOOL •TATEN ENTEONATED OR CORBINATIOH oF ATT--Am ENSURE THAT THE COMMON CORE IS

O UL T D DI ONS RALL WITHMINT SCHOOLAYSTM. PrtNT 0NzSF % U 6ORON folCH COURSE LEVrU AND IS COORDINATED BETWEENSUPPOTE | VLT LD VN A mT wRCT T LEVELS V ATAIUOC, rOFECO),,
oU TARK RESPONR'BLE AGENCY TO MONITOR RELATIONSHIP OF SCHOOLHOUSE AND

QýIyELOPMENT COMRON CORE RrOulIFNENTS TO CNSURE CONtIujUITY (IAUOUC,

00 TASK RESPONSIBLE AGENCY 10 ODEVLOP AND PUBLISH NETHON BY A HICH H
C•OMO Y9OP N CAN HE ADDE0 OR DELETED FROM THD COMMON CORD

O0 INCORPORATE COMMON CORE CONCEPT IN A FROAIFSIONAL D[VtLOPMENT ROADHAP

ED PROVEDE A HUE E FOR WHAT AN OFFICER RUST RE[ SHOULD KNOW AND SHOULD BE

ARL To 0o (TRADOC, IOVY9D(.

aL* - .,,, UL.
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D SYSTEM
CORE _ ___ __

S POLICIES CONT.
IrYTNG THOSE ATTRIUTESV
0'FII rm W AT N I rF IIICE P ~l ,E[NELOPNENT LEVELO (SRA OC,

ONENTS OF THE COMMON CORE ItLL

1PIRIT
SCIENCE ?F WA
ORIENTED IHOUOHT PROCESS

CORE WILL BE PART OF THEI
AND WHICH WILL IE PART OF THE

A CORE SHOULD BE INCOOPORATEO
ADOG, WT2YOO).

.V[LS OF SCHOOLINO FROM

0 R INAT 1ý1 iHIMPLEHENTATION

BMON lON PO0S TYHOU ROUT
AIOURSE -- pREUHMM12SIONINGTRDOC, O810'8)

IE COMMON CONE"-ObULAR,
SORE THAI OHE COMMON CORE LS
AND to CO ROINATED BE7WE[N

LATIONSHIP OF SCHOOLHOUSE AND
tO ENSURt CONTINUITY (TH AUUU,

O PUIL IN RETHOD SV WUICH OEl:a F8o OR1 4 COMMO 09o09

PROESSOIONAL WEELOPMENT ROADMAP
,l At WHOULb KNOW AND SHOULD SE .

* ,~
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RECOMMENDED SYSTEM
PDOS EDUCATION AND TRAINING METH

DISCUSSION POLICIES
PO05 EDUCATION AND TRAINING METHODS

FOLLOWING EACH POLICY HUMIER IN FOUND A CODE WHICH REFERS TO THE PURPOSE or (WITH EMPHASIS UN ELECTRONIC TECHNOLOGTES) AGMCENT O0
THE POLICY, THE CODls ARE. POOOH5,AM AO

- POLICY INTENDED TO SUPPORT AN EDUCATION AND TRAINING NIEED, E73t jtlA
SARIA REQUIRING ADDED EMPHASIS. M TRll iODC TO ACCELERATE jHE INTRODUCTION AND USE OF COIMPUTORER- UINT j

I " OLICY INTENDED to su j INSTITZTUTIONALIZATION OF PODS CCOI MMOUNICATXON JAOED INSTRUCTION (ICBI) TICHNOLOGIEtS AS INDICATED FOR AND PHOCARPAN OTHER ENDE TM O RR TIN N DEVELOPMENT PMRIODS 1C. INTO MILITARY ICHROLS, INITIALLY, ýHEN INTO NEW ARV2S
UNIT$IOROANDZATIONI ANO ULTIMATELY FOR UlE IV INDIVIOUAL OFFICERS. HI I s %| MANAE4HENT

8 - BASE POl.ICYI ONE WHICH I1 ESSENTIAL FOR SUPPORTINO THE HEID TO USE THES[ TtCHHOLOOVII IN THE UCHOOL SITTINO FIRST IN ORDER tOI AUTHORITY
ANDIOR IPLIMERTATICN, IA) CAPITALIZi ON THE EDUCATIONAL ADVANTAGES OF EHERGINH TECHNOLOGIES. F7A 5lEP

SP SUPPORTING POLICYs ON[ WHICH SUPPORTS A BASE POLICY AND (1) DIREC
REFLECTI ONLY ONE OF MANY WAYS THAT THE MAJOR THRUSTI COALO (B) MAKE OrFICIRS COMFORTABLE WITH ROUTINE USE OF ELECTRORIC TECHNOLOOIS,. AND THE FA
it SUPE TD. (C) DEVELOP OFFICER DECISION HAXINO SKILLS WHICH CARPY OVER INTO (P) 1 I

OPERATIONAL APPLICATIOHi, (a) DIOCUI
ALTER W0oK

AS ) A¢CIE RATI THE INTRODUCTION AND THE DOEVLOPMINT OF DECISION MAKING RISPONAIALY
AIDS IN THE ARHY WITH THE OVERALL AIM OF INCREASINO THE TEMPO OF PRUDENT, BOTH THE WO
BOUNO DECISION MAKING UODEIR THE STRCISSE OF COMBAT, M Sup

62) R(ýOMND TRADOC CONS,11 R ADDINO A NEW CCII DIRECTORATE WADER THE TRADOC (I 11D
EPUTY HIEf OF STAFF FOR TRAINING AND LOCATING IT AT THE SOLDIERS" SUPPORT TAILORED T

CCNTIM ($505) EOUCATIOHAL

(3) DISCUSIION, X ISAIPE

(A) CCBI INCLUDES ALL UWRE OF THE COPUTIER TO IUPPORT TRAINING AND
EDUCATIONAL INITRUCTION IN ICHOOLS, USITI AND OROANIATIOIN AO BY INDIVDWUAý (3) DISCUS
ORFICERS. EAXAPLlS AREI KNOWLEDGE MABil, COMPUTER ASSISED INITRUCTICON CVI AT ECONIENDAT
PROGRAMS, SCHHOOL OF THE ArHk VIDEOIAUDIO TELICONFIIENCINO, INTERACTIVE qI0DO ANTICIPATED
DISK IYSITII, SIMULATIONS, INFORMATION AND POLICY IMPACT ANALYISI TECISION CIVILIAN CA
SUPPORT AIDS HAND ARTIFICIAL INTElLLIOENC1 11 EXPERT SYSTEMS.

(S) THE J1WD 0CCI IHAHYIR WOWLD INTEGRATE ALL EDUCATIWNAL CCBI It IUIRECT
TICHNDLOGIEI. X UNDS TO PROCURE SOITEHS ANO SUPPOMT TRAINING HECEOSARY FOR ANALYRIS WA
THEIR ACCCPTANCE AND USE WOULD RI PROVIDED SEPARATELY FROI THE THADOC NUDOGT, KNOW•LEOSDI)
ACOOOITItUN AND PROCUREMENT AUTHOR TY USIER THI fPOVjHl[IHI CR HA .- OR Am
108-2 WOULD RESID[ WITH THE CENTERIAWKNDY DIGECTOR. THE CIBI DICTORATI WILL J I POVIDE
ACT AS TH SERICE o SCHOOLS AGENT IN IAININI ADHINIITRATIVI APPROVAL$, IT W Z1RECTO
WILL ESTAILISH ME$l INCENTIVES FOR ISHOOLi TO CREATE CENTERS OF OUALITV AND
EXCELLENCE IN AC IEDOCATION. THI CCI DIRECTORATE WILL DEVELOP TRA IHNGN
PROGRNSI TM RAIN ACCEPTANCE OF C RI TEOHHHLOOIEI RY SCHOOL FACULTIES, THEIR Fi? IIIIISP
AIM I. TORAREC[ HAPPEN IH RUPPORT OF THE FACULTY MENJ7OR* BY PERFORMINS AS w1 IEt
SERVILE FOR OCHOOL/ AND UNtITS AND AR NIZYION16RUM THE DIIICTORAI WILL OISEIRIH LAO
INTERFACE WITH OOCEOPS *"TRAI`NING OSA (US ARMY FORUAM ) AMi, OACSiM OTHER COMPUTER C
SERVICS, I00iT OTHER FIDERAL ASENCIEl AND CIVILIAN hI4HER EDUCATIONAL APPLICAT1ONS
IBSTITNTIONGo COORDINATION WITH CACIEM /l VITAL TO TRACKING THE MYRIAD OF CIVILINS A
INFORMATION COMMHUNICATION TICHNOLOSIEl THAT IMPACT ON CCSI. EOAt.MPLES OF THE
COMPLIXITY OF THE TECHNOLOGY ARE0 DATA BAll#, LAISR PRINTFRS, A M, NICROCHIPRS . 2 PROVICI
RONOTICS, FIBER-OPTICS. GRAPHICS, MICROWAVE AND SATELLITE COHMUNICATIONS, AtEICY 0 TRA'

ACTIVITV (CA
(•) A LINK To TTA ANDIOR ACTO IS tL8Y APPROPRIATE, FROM THE YTUDY

GROUP S PERSPECTIVE, THE NISSIONS OF THE UCO DIRECTORATE AND ITA ARE HoSTO~V

L0PJI, THE SSC LOCATION RFCOMRHNBATION IS BARED PRIMARILY ON. TE ABIJUTIFY TtIlRTIFIC Al. INTELLIGENCE ACTIVITIVl THERE, THE ROST 0OTENTIALLY 1ISEFUL DELIVERAILEt
TEIHNOLO6IOE IN THE IFrOFtY TA ENHANCE O'FICER DECISION HONINO UNRER STRESS
ARE FELT TO BC WAR GANI AND ARTIFICIAL INTIL LISINCI - ClXPT SIYTEM, (A) POT

(I) UNDER THE PODS CONCEPT, THE SjRHICI SCHOOLS ARE THE PLACE WHEAR NEW (B) POT
LIANNIRO TECHNOLOGIES ARE PILOT TEO" PRIER TO DECISIONS TO EXPAND TO OTHER
SCHOOLS OR OTHER POPULATIO0R, U.•It AND IDEAL PARTNER IN THIS DEVELOPMENT 1C) Pot
AIND TEITING PNOCIES AR THEIR rOCUW 1I PRIMARILY ON EDUCATION AND THELI0NITIHVE DICISIDN MAKING HIJOCIESRI. FOR A NUMIRE Of REASONS. THEY IHOULD R r 0) A ci
THE -ORSABDZATIONA U |NTOM FOR MARIT IOURSIWAHN ESXPERIMENTATION AND NONE
CLOSELY WITH THE TRADUCC S DiNICTONATE AND ANY PARTNERSHIIPS ETTAOLISHE• 0IR (I) A Sý
CDUCAIION ORIENTED COUIIWKARE DCVILOPMENT,
•7 /I , I BIHCt IIADC

& NPP1O6i THE RNtOU4CI AUOMENTATION NECESSARY TO ACCOMPLISH POLICY 170, C IFCHNOL
AN EITIMATE OF THE RESOURCE GHQUIRI[MENT IN PROVAISO WITH THE PROVISIONS FOR COMPUTER Cou.
FURTHER ANALYSIS OF COST ESTIWILII AND OVERLAP WITH PARALLEL COMPUTER SHOULD BE IN
TECHNOLO6Y ONIItIATVESI 511 POLICYPU. 111010. F79 S/SP

DIRECt GAC(SFOR THE AEVE

COMPLITION 0

I'0
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NDED SYSTEM
kND TRAINING METHODS -

LICIES POLICIES CONT.
N AND TRAININO METHODS Ffl iSF I I)

ELECTRONIC TECHNOLDOIES) AlOlMET ONOCSOPS. TRAImIN6 WITH HEk OFFICER SPACE TO MONITOR THE CCB IVPANSIOH
PA AdD EFrECT THE TIECEBEAAY COORDINATION WITH 0ACEIM AND OCSA (US ARMY

THU ,,,,,ODIL•, O, ANA U" E or CoMPUTER, - ICc•, "SOPS TO 'COORDINATE WITH OACSIM TO AAANr THE NO ,,,ATY ANA• ,'AS f O'

(CCBI) TEHNO...LOEB, Al INOICATED FOR AND EIN`T. NAUTHORITY rOs TOL CfT oz ECTORATP UND9 A
t
L PROVI$ION4 or THE

MILITARY SCHOOLS, INITIALLY. 4 EN INll "EI OWIHRPAE RI~ N NATTIRS PERTAIHNIN TG0INFORMATION
ON ASH SN INDIVIDUAL ESICER H, T AIR NA@E NT AND COMPUTER ACQUISITI.N AND PWOCUREERT! HNURRIENTLY, PUPSU I

VOL SETT1NG FIRST IS ORDER ,ol AUo H oIT PUNRCHASE "AUDIO-VIUAL- TYPE ITEms UNDER A, 1
JAL ADVANTAGSOF' EMR GIH"NG 714HNOLOGIES. 4{ 1",

M oIRrECT ODCCPER TO INVESTIGATE THE POTENTIAL IMPACT ON OFTICERI FAMILIE'

I1TH ROUTINE USE OF ELECTRONIC TECHNOLOGIES. AND THE FAMILY INVIRONMINr or THE YIDE PREAD USE ST ALL FAMILY MEMBERS OF
CO P0UTER TECHNOLOGY IN THE HOSE $ITT NI.

SMAKNIN SHILLS WHICH CARRY OVER UNTO (�) OISCGIVIONO THE WOIESPREAD US[ Of COMPUTERS IN TAO NONE IS LIkELY TO

ALIEN WORK HACITS ANb SCHEDULES. A CONCERTED EFFORT SHOULD BE MADE TO

ON AND THE DEVELOPINEN OF DECIION MAKING RESPONAIALY ADIORB THE IMPACT OF CCBI WHICH INDIVIOUULI WILL EXPCRIENCE IA
AIM OF INCRAC ING TE[PO OF PRUDENT, BOTH THE NORK AND THE HOME StETItSS.
SEES[ CF CROSAT.6" EP rF184S

No A HOW CC81 DIRECTORATE UNDER THE TWADOC (I SEND FIVE NADORS TO ESTHIH POIT-SASTERS LEVEL EDUCATION IA PROGRAMS
AND LOCATINO IT WT THE SOLDIERS' SUPPORT TAILORED TO PROVIDE THE ASMY WITH EXPESTIIE IN THE FIELD OF INTELLIGENTtDUCA tInNAL SY|ttRI,

F DISPERSE THEDE ASSETl To OACSIM, TRADOC (UO.. TO THE CC! OItSCTORANOT),
AND THE ARMY LESEARCH INSTITUTE.

OF THE COMPUTE TO SUPPORT TRADNINGO A H
UNITS AOD IOROWHIZA7T1O AND BY INDIVIC" O (3) DIOCUOSSONi THIS POLICY IS1 STONGLY SUPPORTED BY THE OPMS STUDY GROUP'S
NASES* COMPUTER ASSISTED IASTRUCTION (CAM RECOMMENDATION TO CONSIDEH ADVANCOD CIVIL ICHOOLINO REOUIREMENTS F04

OAUDIO TELEcoNr[ERNCINO INTERACTIYV VIDEO ANTICIPATED FUTURE NEEDS, CONSIDESATION SHOULD ALSO HE oIVEN TO A PARALLEL
TION AND POLICY IMPACT ANALYSIS DECISION CIVILIAN CAREER PROGRAM,

OENCE -- EXPERT SYBTEMY,ý

HOULD INTEGRATE ALL EDUCATIONAL CcaI MI V1PISCT DCSPER TO TARK THE ARHY RESEARCH INSTITUTE TO VALIDATE THE PO$
yITENS AND SUPPORT TRAONIND MCIlSARY FOR ANALYSIS WITH AEGARDI TO THE MATCH Or CCBII YSTIRS TO VARIED TYPkS Or
PROVIDED SEPARATELY FROM THE TRACOC iUDGET, KNOHLEDOGDKILL YROFICIENCIES,
TV UNDER THE PUV NI 50 ER 25 - OR AN
AGENCV ODERETORP THE CC08 DIRECTORATE HtIL jl PROVIDE THE FINDONOR TO OOCSOPS, TRAINISS, ONCOIM AND TRADOC (ND TO THE
IN GAINING ADMINISTRATIVE APPROVALS. T TORATE WHEN FORMEOD, A

SS CASHLB TO CRrATE CENTERS OF OUALITV AND
| GCBI DIR¢CTORATE HILL DEVELOP TRAINING 4

1 TE[IHNOLO1IES IV SCHOOL FACULTIES. THEIR F? I1lEPORT Of THE FACULTY RE TORN SR PERFORMING AS I V) mZR|CT THE CHIEF If ENGINEER$ TO TAHK AND FUND THE CORPS OF ENGINEERS

AND ON I ATIONS. THE DIRECTORWT WILL ESEARCA LA ORATORY (CERL) U O U VALU T[ THE ROST COST EFFECTIVE WAYS TO APPLY
OCSA I SHY FORUM), AMCi OACSI I OTHER CONPUTER OMMUNICtTION9 BABED NOTRUCTION TECHNOLTOOES AND IDENTIFY

OEMCI AND CIVILIAN HIGHER EDUCATIONAL APPLICATIVND OF C Hi TO OTHER POPULATIONS (E.., ENLISTED SOLDIERS OR
AC IKIND THE MYRIAD of CIVILIANS AND HISGION AREASD EG, ARMY CONTiNUca EDUCATION PROORAM),

IfH THAT IMPACT ON CCSI. C SMPLES OF THE N AO C o TRAINIG
DATA BAIIE. LA•DE PRINTERS. •A, MICROCHIPS, '21 PROVyE TA FININAGS TO QOCSOPS. *RAINING TRADOC TI THNOLOSY
ICROWAVE AND SATELLITE COMMUNICATIONS. ARINEY (TA)l ARMY TRAININO tOPPORT CENTER (AT C). COMSINED 5RM THAINING

ACtIIT I CATA). UZMA HAND CC6I DIRECTORATE. SHEN FORHEb,

CT I A S APAPNATA RORTE MOSTUD (3) DISCUSSIERI THIS ANALYSIS WOOýD SE USED BY OOCSOPS AHO THADOC To HELP
OF THE CC DIRECTORATE AND TTA AJE USUT JUSTIFY THEIR CC8I RE[UIRrENTIS, C RL ANALYUIS WOULD PROVIADE TH FOLLOWING

fCOMHENDATION I5 SHRED PRIMARILY ON TH1
o THERE. THE MOST POTINTIALLN USEFUL
MAN I C CIIONMAjING UNOEO•E TNDS. (A) POTENTIAL CC00 APPLICATIONS BEYOND OFFICER POPULATION.
IHL INTELIDENCE - PC SPN OITERS,.

HE SERVICE SOHOOLS ARE THE PLACE WHE4t NRW E S; POTENTIAL CLAI USE ITRATERIEB.
ByOED PRIOR TO DECISIONS 7C EXPANP TO OTHER

iS AND IDEAL PARTNER IN THIS DEVELOPMENT (C) POTENTIAt COST SAVINOSIAVoSOANCE MESAURES,
IS PRONARILY ON EDUCATION AND THE A

Sc.U ONA HAUNOR or REASONS, THEY S1OULO itCND-TIAININO EFFIE}TINNESS ANALYSIS.
SMART COURS[WARM' EXPERIME4TATION AND WORK
TOMATO AND ANY PAMTANURIIPS ESTABLISHED rOR (c) A SAHPLE FRONT-END PROCEDURE TYRO t TO INPLF.RENt CCII PILOT PPQECT.q,
OPN[HI 8 /

OPRON. ~CT ADOC TO DEVELOP MENTOR TRAINING PROGRAMS TO HEL.P GAIN ACCEPtANCE OF
ION NECESIARY TO ACCOMPLISH POLICY r7o, Cý8 TECHMOLOOtE$ IN THE SCHOOLS AND IN UNITS AND ORGANIZATIONS AND ýVERSEE

SNORTS IS PROVIDES WITH IHE PROVISIONS FOR COMPUTER COUO5EWAHE DEVELOPMENT BY CIVILIAN EDULATION OPECIAL JS. CTION
A ND WOVERLAP WITH PARALLEL COMPITR SHOULD BE INITIATED UPON COMPLETION OF THE ACTIONS IN POLICY

F BE ILOW. F79 S/SP, ,

DISR.t OACSIM TI' ALLOCATE RI[SEARCH FUNDS tO PURSUE A JO lNt SERVICE INITIATIVE
YOT THL OE|V MP~t O[LA N USES EF ARTIFICIAL INTELLIGENCE-XPEWAT

UYs• Ems -,,) AND RELATE TjCHNOLOQJS. ACT|OIN SHOULD IS INITIATES UPoN
COMPLETION OF THE ACTIONS IN POLICY P/.,
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RECOMMENDED SYSTEM
POOS EDUCATION AND TRAINING METI

POLICIES CONT. POLICIES CONT.
S26IS/B

DIRET DEST /DCSER O NCLDE HE ESIN O ATWO DAY 'USER FRIENDLY" DIRECT TARAO TO DEVELON IN-RESIDENT AND NION-RESIDENT MILITARY INSTRUCTION

P OEEUý,ONAL DEVELOPMENT OF OFFICLRS AS AMTHEME, HO OUTPUT FROM THIS FEB I/SP
O CUR sI IS A SET OF RICOMMENDED /AD JU qTMENTS IN ýHE PROrESSIONA 0EVR PMN PHEEt A oSPNO SENIOR SRIIAscAE

DESIRED SYSTEM STArE, SPNOSI O TLA T HE NEXT FIVEYA RS
(2) OIICUISSONIF1

( ) ,.RCT TE MY BOARD (ASB) TO CONDUCT THE 1985 SUMMER STUDY UN
()LTCo CARL STOUT AND CAkLt6,ýRb W 1N EECS V31 DUAI N AN AANNR EHOOIS

MAR RNý FOR SUBSEQUENT TURNOVEA TO CS DEVEL UPME 4 E80 IIEXNT11 Y3 UA IANNGlNNOO~S
TRANSITION TEAM ANT INCORPORATION IN THE OVERALI. BRIGADIER GENERAL COU4BE PLAN, (2) DiscussIONI THE STUDY WIýL JUILD 014 THIE 1982 DS8 Su HER STUDY 01N

(R) EFFORT WILl BE MONITORED BY DDCSOPS PLANNERS TO ASSURAE THAI THERE IS IFO CL INI REOR
COMPATIBILITY WITH XRMYf LONG-HANOL PLANNING INITIATIVES, F AVAILABLE R TINE 90 3B SUMMER STUDY, DC

A JD0C EFFOR T WILL RE1 TIED TO THE WORK IA EUPER TISYSTEams By OAPM FUTURE S 90AOC 11 SOP T INOPR E THE PDOS EUUCATION AND T&ANING STRATEGSIES AND
ADCONCEPTS DIRECTORATE AND TA PARTICIPATION OIF THE OINT ACS!/I MAJRTUSSITH NE AR301. RM TANNGAD UATNSYTM

P A RTICIPATIUN IN RESEARCH WITHH II ADHRVARD.kTRSSIOH E R301 AM RIIGAD DCTO YTM

(b) rFFORT WILL BE MADE TO RNESPONSORSHIP OF TEEXRIEB TH 4 SA DO TOENFCEAND DEVELOP OFFICER DECISION SKILLS AT ALL LEVkLSSTRATE8I ST;UDIER INSTITIUTE AT TN A E AýIAEAUY HAVE A FUTURUS GROUP LINHEUL IF1 SCHOOL INSTRUCTION AND IN THE UNIT AND ORGANIZATION THROUGH THE FREDUERT10 HA CSP . THEY WOULD RF /N 6A IGOSn U. T IEEXRCS CONDUCTED UEO SILA ONEXPERIENTIAL EXERCISES N 0SML RU SL41`1ROS USINGUNDER THE DIRECTION OF THE GIICSP 0 C GOS EYE 0E TEAM, MENTOR INSTRUCTORS WHD TEACH, COACH AND GUIDEI (RIPER TO POLiCr 0 4)A,

U) REClT OVESPEIE TO PURCHASEýý U AtIFIALj. INTELLIOELMECJFCSlT SYSTEM SOFTWARE

PACKAGE FOR TA E 1 OITING CA sstm THIS WILL ASD1ST IA MAC;NG TUE

STRATEGIS PLAN% NIN lMCSE FOR NEW BRIGADIER GENERALS DIMPLE AND USEA
FRIPOLY (SEE POLICY 8BI, ABOV)

DEEOMNI EHT OTNEUVIXMETO THI'O UASIRESASIECYIJQSIM, FUTURES AND COINCEPTS DIHECTORATE TO WORK WITH ODCSFIA, 6U/1SES
STRATEGIC PLANNING/POLICY IMPACT ANALYSIS MODEL FOR U SE IN SF.NIIA AR Y LEADER
DEVELOPMENT PROGRAM.

(13 SIRE UT QACOIM AND ARI TO INCLUDE THE MP ICATIONS FOR OT!. ICER EDUCATION
Ig AaINTEI PRIýPTINW114TH TE T LA SCH ,F MANAGIEMETSIN l MN .ýNTHE903 POG AN IR THE AIRVARO EýTER FOR INORMATION PLICYRgIAC OGRAR ON INFORMATION RESOURCE POLICY,

12) DisIcussIoNt THERE EFFORTS ARE AIMED0 AT THE DEVELOPMENT OP TECHNOLOGYSCENARIOS BASES OR THE EXPERIENCES OP LEADINO'EBGE ORGANIZATIONS, THEDEP'1N IT IONS OF THE POLICIES SURROUNDING THE USE OP COMPUTER TECHNOLOGIES AND71EYjgUJrSDSG EDTOEPLORE THE PNIHSGIE ROM RESLANCH. THETHisO E O 1 MAJOR ORB jA6MIf N P P TICIPATING, ACTIVEIIDAKL RTFNOA SII AND THE DIIRC TORATE IS ESSENTIAL TOTHELA T R "SE FOIII*RESPONSIBLY MANAGE THE ASSIM LATION OF ,CB INTO ALLMIITRYSCOLS, U IFWORE AND HORE SETTING , M OFFICERS,

V4 E TO UILDCOMPUTER ASSISTED INSTRUCTION (CAI) INTO EQUIPMENT
TIAINIck ACKGESFORNEWMAJOR OPERATIONAL SYSTEMS WHICH HAVE COMPUTER

M PISE~iCOMPONGlIT-41IRECT THADOC, TOSETAFE WITH1 NBU AND OCAR, TO
CONCNTRTE N TE DVELPMET O ANEDUCATION AND TRAINING ME9THODS SUPPORT

BTRAT1GV WHICH I3 ALIGNED WITH THU ACTIVE COMPONCRT STRATEGY,

1,2) bsIusERiUN THE METHODS SELECTED HILL ONCIENTRATE ON ASSIBTING
INIVIDUAL QPPI IC5 OEFDk PME[N; HTH A MINIMUM OF IN-RESIDENCE SCHOOLING

REODIRED, HE G~RL STUD? I OL ICY 7? WILL. INCORPORATE THIS IN ITSR lEEDERNAT IONS.

F87 S/SE'
(1l FOR RESERVE COME' INT--DIRECT OUCSP'L., TOGETHER WITH NILA AND DEAN, TO
tDU DY THE IMPACT OP POGDS POLICIES, SPECIFICALLY THOSE RELATED TO RESIDENTbAND
N ON-RES IDENT SCHOOL INSTRUCTION, UNIT TRAINING BEQUIRREMENTS AND U5E OF CCIfI
ON THE H1ESERUE COMPONENT OFFICER, HIS PAMILY AND CIVILIAN EMPLOYER,

,2 1 XIS USSISNI THE STUDY HILL LOOK At OFFICER WILLINUNESS TO HFMAIEI IN SHE
RESERVE UPNN IfTM E jtEj5FUR PRFSINLDVLPETINCREASE,



MENDED SYSTEM
N AND TRAINING METHODS
ICIES CONT. -POLICIES CONT.

RESIDENT AND NION-RES DNT MILITARY INSTHUCrION

,AINTAIN THEM CURRENT, TOGETHER,

Ný SE'VICE COLLEGE ARHY RESEARCH ASSOCIATE TO fI•STijUTIONALIZE PDOS CCB ITIATIVEs AND oHRC'
WT5 EXISTI NOSYSTEMSo ONTINUE THIS

NEXT FIVE YEARS,

IBO (ARD E) TO CONDUCT THE 1985 SUMMER STUDY 014
LLOGICS.

dILL BUILD O TAC 1982 DSB SU HER STUDY ON
3C 11 INITIATIVES AND THE CCXL REPORT (POLICY
0 Su sUmmER TUDY,

(III PLOS EDUCAhIDH ANX TgAINING STRATEUIIS AND
lOl, ARHY TRAI ING AND LEUCATIU14 SUTEM,

II) I)EYELOp OFFICER .. ECISION SXILLS Al ALL L4VELS
TUE UNIT AND ORGANIZATION THA O110 THE FRTCOUE14T
IAL EXRC"ISEX AND I ENSMALL UNRUP SE"TI NGX UEIN
CODACH AHO DUIDE (HEPER TO POLICY 08 1),

I,l

H I,



REOMNEDSSE
INIIDA ASESMN

tidt ke elcin rses t proe st poie ed~akt te PRPI!OFTEINDIVIDUAL ASSESSMENT -RGA STREOU

that ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~~O ae.posyati.A.eylain *e. Olaeiiai tdd VtL LDE TH.E EDUATIO AND TRIND INGA ASYSTESMNITH ADARAM BAOE WHIC

WILL FAJ ILITATE DEVELOPMENT OP PROGSAMS AND TECINISUEE T1 AS IS IN THlE
PR OF ES IOAL SE VEL PR NT OF OFICERS1

liyolcatioa-A epeteuctie prca factmining the offeativeaa o0 010 2 PROVI E" TAtAS 510 THE DEVELOPHENT ST A ENUWLYDOF. ARE SKILLS
.deatiesal endeavore nDs h iteiaea t inclodeal epreo 01bM t ?ASAT PROGRAM,
eehievement, diepsomis of Leanaing and asesseneet of progrece, 11110 S SO PRINOAE TtIDYQILDOHMENT PROGRAM DEVELOPMENT AND
apeaii1Eceall istaoda it a. he part ofeteEh omltvlalosse N MeNTATION COORDINATOR, LADFS)
019) or voaetLetse proecess. oeterhefra euti etenErII R S C OPE OF JU T NE4'18S ... L SSMERT PROSURAM

O~AN P ;R8AM S SIt CONTROL MECHANISM. (ECSPCR(PITIIASOC AND ARIL

S VALIDATE, AN E L~ I I~VLASSMN
CATEGPE ItS, (OUDcsIV, A N&E j~ uLEO~~Ao

1, NDERAL KNOALEDGE

9MILITARY N ~OA-.10ai
ANBIL ITIES

, ENERIAL SKILLS

OREVIEW ALL ASSESSMENT INSTRUMENTS AND FROSCEDURES CURRENTLY BE ING DUEl), 0R
VNQý MUNDU ORANE ?F T Q 9 HE GENERAL ASSESSMENT CATEADRIUS,DISCUSSION ?81P ATA ,RSIPR 90Y0

CATEA IR0 ~ ~ TTU N~~~~IOI
L EV~ATE NATCHI OP ASSEgtUMENI TIOTAkUMENTS AND PROCDIIEVAS WITH1 HEQUIRI!MEHTS

AND ktAMlDANDS TO DETUAMINE IEIEA MET FINVUI SA HSSVVT
EVAI DATION INiSTRUMENTS, TQOCIL~ P VU~' AV UPT' 2F-4AFY U)
O ~EVELOP AND DSEFINE THlL ýcIT Sgtl.L S %NlWbtýA AjEPITC ~ EQ IUIHLU

OFALOFFICESANOAIT CASE IS,$ DPR 5TAIAAISJIUTIIY~-I~AI
S SELECT T HE CR ITICAL ASsEusMENT INSTR MEET toIR USED TO VADIVIUD FEUEDAAL.
5tHE I NEE I VI DULOF1ICH ' AT EACHu A OF dONAL UIEVLLPMFNT LEYLL,
T010iR(PI,,. TAR,,NC k ARJUPSr 1QFY'J0-4'QFYO 1

INITIAL INDIVIDUA L ASSESSMENT PROURAM, (FRAASC, 15FY911, Elul CU t AHELMETt011 POMA OPýET H
0O EVEl OP AND IMLMNFOEIL R lSVU RA U5NDO IN O1NJUNCT TON WIITH
THE INDIVITDUAL A53tSSESNLE PRODRAM (R, D1 HAF) IU30)
O DEVELOP AND IMPLEMENT AN INDIVIDUA 1 ASSESSMENT PHU6HAM INLIJRNATILTIIP -DA1 TU
'i xA~k THE PO)RPOSE AtJD SCOPE OF Till T'R0IAM to TIIIE UFFI 1LA ATIAVO, (IAVOC

O D
T
EVELOP, 111. IATE ANT M iLLMENT Ali IA:?IIIIIUAL KIIOWLLIILL AIIEI SOILLT

I AAt.I1jAT1I 0 0 P AROGA
0 DETERMINE W"ICH SF r 14 1 1OE R~. AND) KNOWLI 'LOT.HLUIRERLIITS5 ANTI
-1 APUHOO AILL Ac EVALIIATtUD, [TRASMOC )F Y 81-'TOVY'IU
() ASSEAURENT CELLS OR CENTEHIGI %I10. RECOMMEND WHEN ASIE55MENT INSTVUMHENT5
DAVE BEEN DEEMED SUFFICEIERFTL ACCURATE TO BE USED TO VALIDATE STAHOAVUS DAlit
APE SUITADLE FOR USI, N EITHER IRE EVALUATIONI OR SELECTION PROCESS (LUNVETLIICI
rtstINIO) (TRADOC 5-14O'IF YI10
0 ý NM DIýTANN TPROGRAV TO IACLUDL INDIVIDUAL EVALUAlIlUll PL'VIUHA.

O IMPLEMENT INDIVIDUAL EDALUAT ION PROSHRAM, (IAADOC lTUFY'UC)

A-S55 lu
... owm --..- a-.wow.-- -
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`COMMENDED SYSTEM
FVIDUAL ASSESSMENT

POLICIES POLICIES CONT.A A

COERAND VLATER N (CAFOSA EVLPiN N

SAlO AND SCPLEMNOT AN INDEVIDUAL ASSESSMENT PROGRAM FOR ALLAO{ETS TO PROVIDE FECUB ACX F 0R PRO0FES$1|ONAL U EVE L opmET, THE

INDIVIDUAL ASSESSMENT PROGLAM C IS THREEFOLD T
S R 1E FI E ASCK TO THE INDIVIDUAL OFFICER TO ASS1ST HSM IN T1S
VELF 'DEVELOPMENT EFFORTS.

(OVIDE THE EDUCATION AND TRAINING SYPSTEM WIT A DATA BASE WHICHrE DEVELOPMENT OF PROGRAMS AND TECHNIQUES 1 0 A4 5|1T IN4 THE

AEVELOPMENT OL F OFFICCRS
LOVIDE THE BSSL FSR THE DEVELOPMENT OF A KNOWLEDGE AND SKILLS

AIGNATES THE INDIVIDUAL ASSESSMENT POROGRAE DCURRENTLY NAN SE ESCOORDINATOR (C A 2QFY85) ,

MSIOE AND SCOPE O H F THE NDIVIDU EL ASSESSMENT PROR E,
iRADOC, ARI SUPPORT 1QFY8G - 4OFY87)

R TORAM ASSESSMENT SONTROL M E WCHNISHE OCSPRI(P)CTADO AND ARI

ANB AMYS A' SNOUTRE TIUER ONLUOWMNG AS OTNERAL ASSESSMENT
(ODOSPER, TRAIOC, AI SUPPORT 2 FY89 40-9QFY9•AL KNOWLEDGE.

TAR y KNOWLEDGE

OTUISATT SISLIPMAOA!SP
8
T2

IAL SKILLSWErARY SKILLS

CASSESSMENT INSTRUMTS AND PROCEDU RE USSENTLY BEING USEA, OR
ALD OU E MORE OF THE GENERAL ASSESSMEPT CATELOEIES

IRADOC, ARITSUPIPORt 2OFY 89-4 QFYO S)
CIJRRElT, OR PROPOSED, SKUI LELN KTN OWLEOUAE OR PROFICIENCYP StANO{AR?$ AN'I)GROUP UbERONE O'R MRE OF THESE ASSESSMENT

ODSA P ESPE, TRA M, A SUPPOR] 2A YFYS- OFY E)
AS• E SSESM ENt OtiNTRUMLNTS AND PROCEDURES WITH REQUIREMENTS

To I ET RN lIUISORTAL ASSESSMENT PRYSRAN N P
iUtE MNTS. ASSES SMET PRDOR, AT SPPOC FY9- 90
lX OFINL TORE *CURT" UKILL A, KNOWLEDOCE AND PROFICILNCIIS REQUIRED
Rs ANE Ckt 5, (ObSPER(P), TRADOC, ARI SUPPORT 1FFY89OTQFY90O
CRITICAL AOSESSMENT ISIRUMLL EN TO BE USREN PRAVEIUN E FEEDBACKN

RUAL OFFICERNLY AI CClRAPROFESSIONAE DEVELOPMENT LEVEL,FRADJOC, AR| UPPORT [F Y'JO- Q FY9L

R uCS1E61 IN DToC ACTIEVMEANL TESTONG PROGRAM COMPOEMENSS MHE
[DUAL ASSESSMENT ROYRAM (ITRADOCO IIFY9, IUFY91)
I IMPLEMENT RTREA IAL TR IN S INIRASILOR USAL1 KOAAN NCIION W1 A HM

ASSESSMENT PI R AV (IAG uF90IMPLEMENT AN IND I IVUAL ASSESS M C4T P40GRAM INFORMATION PI AN to
JRPOSE Alit) SCOPE Or tilE P ROGRAM TO ?HE OVFIC:Ck CORPS. (IRAUOC

THE INDIVIDUAL ASSLSSMANT PROGRAM, (TRALIOC 1OFY92)ALIDAIL AND IMPLEMENT AN IflUIVlDUAL KIIUWLEDUE AND SKILLS

N,, " C OF-THE-.CO.- SKILLANDIK-OWL.UG. REQUIREMENTS ANUL BE LVALUAT D. ,IRAD 0OP [Y9-140FY9O)

CELLS ORf CENIER(S) WILL RECOMMEND WHEN ASSESSMENT INSTRUMENTS
tED SUFFICIENTLYNACCURATE T 0 BE USED To VALIDATE STANDARDS ANu
POR USE •N E ITHEH THE EVALUATIO14 OR SELECTION PROCESS (COMPETENCY
RADOC or Y 95=q _ 11Yir
H,141. TRAINING PROGRAM TO iNCLUDU INDIVIDUAL EYALUATIUN PROGRAM.

-OFYDG)
INDIVID UAL EVALUATION PROGRAM, (TRADUC 40FY9G)

m

,../

l . ... ... ...... ........ ... ......... .. ... ...... .- -7 ,\ ,
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RECOMMENDED SYSTEM
IMPLICATIONS FOR WOMEN OFFICERS

DEFINITION RECOMMENDATIONS R
(100, ALL PROPONENTS CONTINUE THEIR REVIEW OF CAREER PATTERNS FOR OFFICERS
NY BRANCHEB OR FUNCTIONAL AREAS WHICH DO NOT ALLOW MEN AND WOMEN TO HAVE THE

SAME CAREER PATTERNS MUST 1E IDENTIFIED AND ACTION TAKEN TO DEVELOP VIABLE
ALTERNATIVES FOR WOMEN,

I ALTERNATIVES SHOULD BE FORMAL CAREER PATTERNS PUBLISHED AS PART OF
THE PIOS RECOMNENDED PROFESSIONAL DEVELOPMENT ROADMAPS,
R200, ODCSPER REVIEW/MONITOR OVER A TEN YEAR PERIOD THE ASSIGNMENTS OF TWO
YEAR GROUPS OF OFFICERS TO DETERMINE IF THE AREAS WHICH HAVE DIFFERENT
ASSIGNMENT PATTERNS HAVE COMPETITTIVE PATTERNS FCR BOTH MEN AND WONENt EG.
SCHOOL SELECTION AND STAFF AND COMMAND ".SSIGNMENTS SHOULD RE CONSIDERED,

* YEAR GRUPS SHOULD RE CAREFULLY CHOSEN AND THE PERIODS MONITORIED
SHOULD RESIN AFTER 1.1 WHEN THE WOMENS ARMY CORPS WAS DISESTABLISHED,
R3O0, ODCSPER CONTINUE TO REVIEW THE DIRECI COMSAT PROBABILITY CODING (DCPC)
TO DETERMINE THE FOLLOWIN0I

1. To WHAT DEGREE DOES THE DCPC POLICY PRECLUDE EITHER MEN OR WOMEN
FROM HAVING VIABLE CAREER PATTERNS?

2, IN LIGHT OF CURRENT TACTICAL DOCTRINE, SHOULD FEMALE ASSIGNMENTS
BE MADE BY FUNCTIONAL AREA INSTEAD OF GEOGRAPHIC LOCAI ION?D ISCUS o N R400, ODCSPER IEVELOPSACNARKETING PLAN WHICH CLEARLY IDENTIFILS WOMEN'S ROLES
N RELATION TO "WARR 10 PIRITJ MONITOR IMPLEHENTATION OF THIS FUNDAMENTAL
PR . E L E T O I I IU T H A T IT IS N O T M I $11 T E R I RE T E D ,

RSO0 ARMY (ESEARCH INsTTruTE (ARl) CONTINUE TO ANALYZE PUOS SURVEY DATA TO

ALL PrOS POgtCIES WERL. REVIEWED TO DETER6HNE THE I. IMPLICATIONS FOR WOMEN ASSESS D.FFEREN¢•S IN PERCEPTION$ BETWEEN MALE AND FEMALE OFFICERS (CUNTROL BY
OFFICERS, THERE IS NOTHING INHERENT IN 0D THAT OPERATES TO THE UISADVANTAGE GRADE AND BRANCH
OF WOMEN OFFICERS,

A-5,

-* ..
l
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4' K" i

")SYSTEM

1OMEN OFFICERS
MTIONS RECOMMENDATIONS CONT.

:AREPR PATTERNS FOR OFPICERS,
.0.0W MEN AND WOMEN TO HAVE THE
ION TAKEN TO DEVELOP VIABLE

I,,bATTERNS PUBLISHED AS PART C,

"ERIOD THE RASSIGRIRENTS OF TWO
uS WHICH HMAVE DIFFERENT
)R BOTH MEN AND WOMEN) E.0.
ITS SHOULD BE CONSIDERED.

ISEN AkD THE PERIODS MONITORED ,RHI WAS DISE1STABLISHJED,

0IAT PROBABILITY CODIHO (DCPC)

f PRECL1lDE EITHER trEN OR WOMEN

INE, SHOLMI. FEMALE ASSIGNMENTS
LOCATIONr

.EARLY IDENTIFIES WOMHF'S HOLES
HENTATION OF THIS FUNDAMENTAL

SAIIALYZE POOS SURVEY• •A'TA TO

RHO FEHALE OFF ICEIS (5ONTHPOL BY 
tA

l
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RECOMMENDED SYSTEM
CONTROL AND COHERENCE

DEFINITION POLICIES
CONTROL OF THE SYSTEM TO INSURE COHERENCE, UNIFORMITY AND STANDARDIZATION OF 070 ADO A FOURTH OBJECTIVE TO THE LEADFRSHIP GIOAL ENTITLEO PROFESSIONAL
THE OFFICER PROFESSIONAL DEVELOPMENT SYSTEM, DEVELOPMENT SO AS TO EFFECTIVELY MONITOR PROFESSIONAL DEVELOPMENT IN THE ARMY

THARtOM THE PeRFORMANCE MANAGEMENT ARMY PROCESS,

0.1 CREATE A Pbu0 CELL IN ODCSCPS TO COORS NATE THOSE APPROVED P[]OS E0:CATION
AN TRAINING POLICY PROO AHS RELATED TO THE ARMY SCHOOLS AND INDIVIDUAL/UNIIT
TRATNINO,

0?2 ODCSPER OVERWWATCH PROFESSIONAL BEVELOPMENT AS PART OF THE LEADERSHIP
GOAL, AND COORDINATE THOSE APPROVES P UT EDUCATION AR A tRAINING
POLICIES/RECOMMENDATIDNS R, O ATE TINTE MANAEMENT OF OFFICERS AED TO OTHER
RELATED STUDIES SUCH AS OP T, EPM , TAS AND THE WHORK OF THE SLCC.

0711 ODCSPER, TOETHER WITH N11B AND OCAR, EVALUATE THE FEASIBILITY OF.
PROVIDING COMPEINSATION, FINANCIAL OR OTHERWISE, FOR SC OFFICERS WAD PURSUEPROFESSIONAL DEVELOPMENT THROUGH PROURAMS OF NONRREfIDL" INHTHUCTION,

091 THECRC QPI SYSTEM AS RECOMMENDED BY THE OPMS STUuY GROUP BE INTEGRATED
INTO THE SYSTEM.

092 THE ARSTAF PROFESSIONAL DIyELOPMENT PROPONENT WILL ENSURE THAT F TURE
EVELOPME T OF RC VE IO|NS UF AC COURSES IS A CMDINED EFFORT OF THE ARMY

NATIONALARD, THE AS AND THE ACTIYE ARMY, IT MUST ALSO ENSURE TA
DIFFERENCES_ IN O'JECTIVES, SC.OPE. LENGTH, AND OVERALL CONTENT OF ALL
EDSCATION OH TRAI NIN COURSES,

D ISC U SSIO N 09 CLARIFY AND DEFINE ROLE OF THE REGIMENTAL SYSTEM IN OFFICER DEVELOPMENT
______________________________________________________________ AND SPECIFICALLY DELINEATE ASSIGNMENT AUTHORITY SF TAD REGIMENT,

A-89 's s ~ wi

AA



DED SYSTEM
D COHERENCE 

r___

CIES POLICIES CONT.
.•5011P GOAL ENTITLED PROFESSIONAL
t PROFESSIONAL DEVELOPMENT IN THE ARMYPROC E.SR,"

SORDINATE THOSE APPROVED PDOS EDUCATION

rHE ARMY SCHOOLS AN bND IV IDl-LSUNL/ I

ELOPMENT AS PART OF THE LEADERSHIP
J EDUCATI N ANO TRAININ,
HANAGEMENT OF OFFICER¶ NS0 To OTHER

: AN 0THHE WORK OF THE E ND

i, EVALUATE TEE rEASIBILITY OF
tERWISE, FOR EC OFFICERS WHO PURSUE
Rs OF NON-RIESIIDENT INSTRUCTION,

ElY TIE OPMS STUDY GROUP BE INTEGRATED

t PROPONENT WILL ENSURE THAT FUTURE

SIS COMBINED EFFORT OF THE ARMY
ARMY, IT MUET ALSO ENSURE T% A
I, ANI OVERALL CONTENT OF ALL NC

IMENTAL EYSTIFM IN OFFICER DEVELOPMENT
UTI1O0ITY OF THE REGIMENT,

* I.
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Annex B

Future Environment / Policy Impact Analysis

1. Purpose. high of 30.6 years in 1982, but this will increase
to 36.3 years by 2000 and to 40,8 years in 2030.a. To describe significant events and trends This means that the population will be constantly

which will help to define and will impact on the growing older and will be increasingly dependent
US Army between 1985 and 2025. upon public services,

b. To describe the anticipated effect that (d) One aspect of the demographic pattern
PDOS-recommended policy "packages" will have is favorable to the military. The typical triangular
on officer professional development during 1985through 2025. population pyramid is being replaced by a com-

paratively cylindrical structure. Those in the pop-
c. To describe a method by which the Chief of ulation group which follows the "baby boom" co-

Staff, Army can proactively "navigate" the hort are likely to find that an aging population
PDOS-recommended system through the years decreases the promotional prospects of younger
which follow, workers in the civilian world. On the other hand,
2. Discussion. with the military services' emphasis on youth,

physical fitness and early retirement, chances for
a. The Future Environment For The US Army - advancement and challenging opportunities for

1985-2025. younger persons constitute an important induce-
ment for officer accessions if exploited by the

(1) General discussion of demographic military services.
trends. See Appendix 1 for further details.

(e) Another demographic factor influenc-
(a) Demographic developments constitute ing the world of 2025, will be the tremendous

a known reality of' the future in that the colonels increase in world population. By 2000, there will
and generals of 2025 are already born and we have been a 70% increase in the population of
know the size of the age cohort from which they lesser developed nations over what it had been a
will be chosen. According to the Bureau of the mere quarter century earlier. The world popula-
Census, the most likely population estimates for tion will be 6.33 billion by then and over 5 billion
the next 40 years show a significant increase in will live in the lesser developed nations. For in-

population growth. stance, if Mexico's rate of growth continues much

(b) While the overall figures seem longer, its population will exceed one billion
favorable for officer accessions and enlisted within the next century. The projected increase
recruiting, the reality is somewhat different, The in world population will have such an affect on
available manpower in the 18-24 year-old cohort the global consumption of food, forest products
declines until the mid-90s and does not reach the and mineral resources that it must be ranked as
levels of the 1970s at any point in the next 40 one of the most critical international issues. The
years. This reduction in the size of the labor force result will be a veritable flood of people demand.
at the entry ages of Army officers will invariably ing opportunities, resources, power, space and
increase the competition between the Army, the prestige on a crowded planet,
other services and the private sector for the most (f) For the United States, this may mean a

tremendous increase in the rate of immigration.

(c) The median age of the US population The influx of people from Latin America and
will rise over the entire peri,,J 1985-2025. One of Asia could increase in the next 40 years, radically
the more pervasive population trends, the medi- changing the ethnic structure of the Nation in the
an age of the LIS population reached an all-time way that the "new immigration" from eastern

/' ', " " ',' , "' "' " ",, .. , ,. , ,, ) . '



and southern Europe in the late nineteenth and (3) The Army will undergo another
early twentieth century changed the mostly An- modernization program similar to that exper-
giG-Saxon and African dominance of the conti- ienced in the 1980s as new tecitnologies make
nent that had come in the previous two and a half current equipment obsolete.
centuries. There is little reason to assume that the
Nation cannot continue to absorb such ethnic (4) It is consid'"ed unlkci1 .hat US mil--
modifications while modernizing its economy, itary forces will he combir,,- as is the Canadian
adapting its values and modifying its institutions Army, Despite the anticipated increasc in the
without becoming wrecked by the racial, religious size of the spanish-speaking population in the
and ethnic discord that has dominated most of US, officers will not be required to have a second
the world's pluralist communities. language skill. Although it is possible that the

active component Army may very well be used to
(2) General discussion of events and trends. control domestic rioting, it is not considered
eAppendix 2 for further details, probable that the Army will be used to protectSee Adomestic facilities such as power plants, water

(a) The PDOS Futures Team conducted a supplies and the like,

detailed search of the long-range planning and b. Policy Impact Analysis of PDOS Policies.
futures literature to identify significant events See Appendix 3 for further details.
and trends which describe the future environ-
ment in which officer professional development (1) The data from the survey discussed in
will find itself between 1985 and 2025. After cre- paragraph 2a (2), above were loaded into a policy
ating approximately 110 event and 90 trend impact analysis computer program known as IN-
statements, the Futures Team sought the expert TERAX. Many of the events, were they to actual-
opinion of several long-range planners/futurists ly occur, would impact on other events and on
throughout the Department of Defense and other many of the trends, Each of these impacts are
government activities as to the probability of oc- referred to as a "cross-impact," These cross-im-
currence of each event and the forecast of trend pacts were determined by Futures Team mem-
level of each trend, bers and were also loaded into the INTERAX

model,
(b) This discussion presents the signifi. (2) The Team then "ran" computer simula-

cant consensus as to the event probabilities andtrend levels which the Futures Team used in their tions against which PDOS-recommended policies
were "tested" in order to determine the loag-term

computer simulations. viability and robustness of these policies in four

specific environments. These scenarios show the(1) The future environment is anticipat- decision maker the maximum, minimum and av-
ed to be characterized as "technology intense"editohb charaterize atechnology as theunerage effect which liese policies could make onwith computer technology as the underpinning, the officer prof' .tonal development system.

Fifth generation computers, artificial intelligence Graphs of the effects of the policies on the sys-

and super-powerful hand-held computers will all teGr-wide issues are contained in Appendix 4.

be part of the environment in which officer pro- The four environments simulated were:

fessional development will find itself. The Army
will have installed an electronic data base which (a) A "World-With-Wars" simulation in
will be available for all to use as an extension of which a variety of forms of conflict were permit-
their information data base and for decision ted to occur at specific times.
making. The Army will have taken advantage of
communications-computer based instruction (b) A "Domestic/Internal Control" simula-
technology and will have installed this technolo- tion in which the Army received a variety of
gy widely. Officers will be more conversant in "protection" or "police" missions,
computer technologies, more officer positions (c) An "International/Domestic Tranquil-
will require daily use of the computer; and, more lity" simulation in which the Army had no war
officers will have personal computers in their nor domestic control missions,
homes.

(d) A "Free-Play" simulation in which all
(2) Officer professional development events were allowed to occur at random (except

will include a program of self-development and those professional development policies events
assessment and formalized professional develop- which were identified by the "experts" as proba-
ment programs will be the norm throughout Ar- ble during the next 40 years but were not being
my units and organizations. considered by the Study Group).
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(3) In all, nine multiple scenarios were run. the nature of the warrior spirit concept. The initi-
One multiple scenario was a "statistics run" to ation of the PDOS-recommended policies on
verify the internal consistency of the data in the warrior spirit sees improvement in all worlds
computer. Two multiple scenarios were run with the greatest impact being felt during times
against each of the four environments described of conflict.
above; one of these scenarios was run without
PDOS-recommended policies and the other was (c) Self-Development: This trend sees the
run with PDOS-recommended policy. The results institution of a professional value throughout the
of eight trends known as "system-wide issues" officer corps. In the absence of PDOS.recom-
were analyzed by the Team. The results were mended policies, this "officer corps-wide" value
presented to the Study Director for his delibera. is unknown. With the initiation of PDOS.recom-
tions on PDOS-recoinmended policies. FIouRE mended policies, self-development is allowed to
B.I shows the results of the computer simula- become an "officer corps-wide" value. The effect
tions analyzed on the trend "Art and Science of of this cluster of policies is immediate and posi-
War" to help the reader in visualizing what an tive throughout all simulated worlds.
effect looks like and to provide a flavor of the
INTERAX product, The results of these simula- (d) Leader-Mentor: This trend deals with
tions are as follows: the amount of time available for leaders to devel-

op their subordinates under the philosophy asso-
(a) Art and Science of War: This trend/ ciated with this system-wide issue. In the absence

system-wide issue is the center piece of the entire of PDOS-reconlmended policies, this trend sees
PDOS study, The data indicated that when Art little movement from its present state, The only
and Science of War is left to "grow and mature" times that this trend fluctuates positively is in the
under current policies and in the absence of presence of armed conflict-and then, only
PDOS-recommended policies the trend will grad. slightly, In the piesence of PDOS-recommended
ually improve in the "free-play" world, will im- policies, this trend experiences dramatic shifts
prove only as a result of war in the "world-with. during times of conflict and only slight improve-
wars" world and will experience a decline from merit during the "internal control" and the "tran-
its present status in the "internal control" and quillity" worlds.
"tranquillity" worlds. When PDOS-recommend-
ed policies are added to the computer simula- (e) Expert-Integrator: This system-wide is.
tions, the improvements in this trend are dramat- sue is closely associated with "Art and Science of
ic and in all cases experience a steady War" in that the policies cross-impacting both
improvement. FIOURE B-I shows the results of are quite similar, The events which cross-impact
the simulations for Art and Science of War, The these two trends are nearly identical, with some
upper series of graphs shows the four worlds exceptions. The results with PDOS-recommend-
without policies and the lower series shows the ed policies are, also, similar,
four worlds with policies, (f) Decision Making Skills: This system-

(1) Along the y-axis of a given graph is wide issue is dependent, predominantly, on tech-
the relative level of the trend with "1.00" being nological advances which are forecast to become
the value for 1985. available after the year 2000, In fact, in the ab-

sence of PDOS-recommended policies, no im-
(2) Along the x-axis are the years of the provemont worth discussing is evident, With the

simulation (1985-2025). implementation of these policies, dramatic im-
provement in this trend is "felt" almost(3) The upper line is the line of maxi- immediately.

mum values throughout the simulations (note:
no single scenario traces any one of the lines, (g) Common Shared Operational Lan-

)The middle line is the line of aver- guage: This system-wide issue has no current pol-
(4)ag e viddle latins, icies which cause it to "improve." In fact, in theage values throughout the simulations. absence of PDOS-recommended policies, this

(5) The bottom line is the line of mini. trend sees a steady decline over all simulated
mum values throughout the simulations. "worlds" with only slight improvement during

times of conflict, Once conflict is over, the trend
(b) Warrior Spirit: This trend/system- returns to its depressed state. In the presence of

wide issue receives very limited impact in the PDOS-recommended policies, the trend does im-
absence of PDOS-recommended policies. This prove, with significant improvement during
seems to track correctly with the current state of armed conflict.
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(h) Professional Values: This system-wide (2) One of the policies which was approved
issue sees virtually no improvement nor decline by the Chief of Staff, Army is the institution of a
in any of the "without policy" simulations. With "Policy Impact Analysis" exercise for senior Ar-
the implementation of PDOS-recommended pol- my leaders, specifically newly-appointed briga-
icies, this trend "experiences" immediate and dier generals and Senior Executive Executive
dramatic improvement which lasts throughout Service civilians. This policy seeks to address the
the simulation-to 2025. issue of "navigation" of the officer Professional

Development System by soliciting participants
c. Navigation of PDOS Policies for the Future; observations on the state of the current system

Policy Impact Analysis Exercise for Senior Army and their recommendations on improvements toLeaders. See Appendix 5 for further details,.n hi eomnaioso mrvmnst
the system as it responds to the challenges of the

(1) The INTERAX process proved invalua- future.
ble as a decision support tool/aid in that it allows
the analyst and decision maker to hold a seem- Appendies:
ingly unlimited storehouse of data, a means to
manipulate the data across a variety of alterna- 1 Background for Alternative Futures,
tive futures/scenarios and a rational system to
analyze policy impacts over time. It became evi- 2 Significant Events and Trends in the
dent, early in the study, that this technology PDOS INTERAX Model,
could be used by senior Army leaders to help 3 Policy Impact Analysis of PDOS Policies.
them "navigate" the officer professional develop-
ment system into the future, Additionally, it be- 4 Graphs from the Final Set of Simulations.
came evident that the INTERAX process offered 5 Policy Impact Analysis Exercise for Senior
a novel approach at thinking about planning for Army Leaders,
the future by thinking in terms of "alternative
futures/scenarios" rather than thinking about one
"expected" future,
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Appendix 1 to ANNEX B

Background For Alternative Futures

1984-2025

An officer corps' measure of worth to the Na- While the overall figures seem favorable for
lion is in its ability to deter aggression and in officer accessions and enlisted recruiting, the re-
leading troops to victory in combat. Because of ality is somewhat different. (See Figure B-i-i,
the increased complexity, lethality and accuracy below.) The available manpower in the 18.24
of modem weapons and because of the decreased year-old cohort declines until the mid-90s and
preparation time this country has should a major does not reach the levels of the 1970s at any
conflict appear likely, the human performance point in the next 40 years, This reduction in the
required of the future soldier and officer de- size of the labor force at the entry ages of Army
mands a mastery of weapons and support sys- officers will invariably increase the competition
tems. Moreover, the system of officer education between the Army, the other services and the
and training must strengthen and fortify the will, private sector for the most capable young people,
character and knowledge of those who lead the
soldiers. The process of education, training so- Table B-1-1: Population Trends, 1985-2030 (In thousands).
cialization and assignments must develop an offi-
cer corps that can effectively lead an Army of Total Black Hispanic 18.24 18.24
diverse backgrounds, values and skill levels and Year Pop, Pop, Pop. Pop. % Pop,
efficiently manage its resources over the full spec- 1985 238,648 28,876 28,739 12.0

1995 259,631 32,506 23,702 9.1
trum of deterrence and conflict. To accomplish 2000 207,955 53,753 30,300 24,601 9.2
these various goals, the officer corps must con- 2010 283,238 40,033 27,855 9.8
stantly adapt to the changing social, economic, 2020 296,597 44,175 46,800
political and technological challenges confronting 2030 304,807 47,598 26,226 8.6
the United States and the world during the nextrte ytedtars. Source: US Bureau of the Census, Current Populationforty years. Reports, Series P-25, ProJections of the Population of the

United States, by Ago, Sex, and Race: 1983-2080(Washlng-
In this Appendix, we examine environmental ton: Government Printing Office, 1984), The figures cited

factors which are the world and national environ, above are those in the "middle series" of three population
projections used by the Bureau of the Census. (Sao Figure

ment in which Army officers of the future are B-11-, below for 'lowest" and "hIghest" series estimates.)
likely to operate, These environmental factors Hispanic figures are from Leon F, Bouvier and Cary B. Davis,
are categorized into Social, Economic, Political The Future Racial Composition of the United States (Wash-

Ington: Population Reference Bureau, 1982) are based onand Technology, an estimated net Immigration of 1,000,0OO per year. It Is
currently estimated that 2,000,000 illegal Immigrants enter
the United States each year.

social
Moreover, the median age of the US popula-

Demographic developments constitute a known tion will rise over the entire period 1985-2025.
reality of the future in that the colonels and One of the more pervasive population trends, the
generals of 2025 are already born and we know median age of the US population reached an all-
the size of the age cohort from which they will be time high of 30.6 years in 1982, but this will
chosen, According to the Bureau of the Census, increase to 36.3 years by 2000 and to 40.8 years
the most likely population estimates for the next in 2030. This means that the population will be
40 years show a significant increase in population constantly growing older and will be increasingly
growth. (See Table B- 1-1, below.) dependent upon public services.
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One aspect of the demographic pattern is groups, they do constitute an upwardly mobile,
favorable to the military. The typical triangular college educated segment of this polyglot nation
population pyramid is being replaced by a com- and should, therefore, become a more significant
paratively cylindrical structure. (SEE FIcUREi B-I- portion of the officer corps.
2.) Those in the population group which follows Another demographic factor influencing the
the "baby boom" cohort are likely to find that an world of 2025, will be the tremendous increase in

aging population decreases the promotional pros- world population. By 2000, there will have been

pects of younger workers in the civilian world, a ire t population. Bf l0sere dveloed
On the other hand, with the military services' a 70% increase the population of lesser developed
emphasis on youth, physical fitness and early re- nations over what it had been a mere quarter
tiemp ,hasisones youth, phycaltnces and eharlyre- century earlier. The world population will be
tirement, chances for advancement and challeng- 6.35 billion by then and over 5 billion will live in
ing opportunities for younger persons constitute the lesser developed nations. For instance, if
an important inducement for officer accessions if Mexico's rate of growth continues much longer,
exploited by the military services, its population will exceed one billion within the

next century. The projected increase in worldgrowngthaspect aof Hispplaics nd is in population will have such an affect on the global
growing importance of Hispanics and Asians in consumption of food, forest products and miner-

the American population pool and the decreasing al resources that it must be ranked as one of the
importance of those of European and African ori- alrsucsttitmtbeandasoefth

most critical international issues. The result will
gin. If present immigration trends continue, be a veritable flood of people demanding oppor-
before the end of this century, Hispanics could tunities, resources, power, space and prestige on
constitute the single largest minority group in the a crowded planet.
country. If Hispanic college attendance rates do
not significantly increase in the next decades, this For the United States, this may mean a tre-
will place considerable pressure on the military mendous increase in the rate of immigration. The
to increase the number of officers from this eth- influx of people from Latin America and Asia
nic group which currently constitutes only 1.2 could increase in the next 40 years, radically
percent of the officers, While Asians will not fig- changing the ethnic structure of the Nation in the
ure as numerically important as other ethnic way that the "new immigration" from eastern

uEstirnt and Estimates and P roetio of Total Popuoputatoo: 150 to 20800
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and southern Europe in the late nineteenth and A final social factor is the continued trend to-
early twentieth century changed the mostly An- ward ethical relativism and situational ethics
glo-Saxon and Airican dominance of the conti- which have dominated intelle tual thought for
nent that had come in the previous two and a half the last several decades and which may continue ,
centuries. There is little reason to assume that the well into the next century. Embodied in this
Nation cannot continue to absorb such ethnic gradual erosion of traditional values is an appar-
modifications while modernizing its economy, ent de-emphasis on guilt, increased tolerance of
adapting its values and modifying its institutions pluralistic behavior patterns, disenchantment
without becoming wrecked by the racial, religious with traditional institutions and values, a decline
and ethnic discord that has dominated most of in public civility, a growing sense of immediate
the world's pluralist communities. gratification and entitlement without being

obliged to follow the traditional "work ethic,"
Besides the obvious climate of ethnic diversity and, particularly important to the soldier, an in-

with which the Army has found itself in the past crease in international terrorism and low-intensi-
half century, there emerges the continuing social ty warfare by groups and would-be nation-states
issue of the role of women. With the declining that totally disregard the traditional norms of
number of available men, the Army could meet warfare. The development of such factors consti-
its officer needs by raising the number of women tutes an important ingredient in the value system
in its ranks. To accomplish this end, significant that officers and enlisted personnel bring with
attention will be paid to the issue of the partici- them into the military and also looms large in the
pation of women in the Army. This involves value system of those whom the US government
more than mere numbers and employment op- must face in international confrontations in the
portunities. The military social system may well future.
face such issues as the compatibility of assign- At the same time, this trend will periodically
ments of dual-officer households, the obligations be challenged by a significant counter-trend to-
of employed spouses, growing numbers of single wards "traditional values" embodied in world-
parent officer households, fraternization between wide religious movements like the Christian fun-
officers and enlisted personnel and a host of oth- damentalists, the Muslim fundamentalists and
er problems, various Oriental-based communitarian and cultic

A related issue is the spouse employed outside movements. Such revivalism is a natural reaction
famie is ndowe of societies to rapid social and economic change

the Army. The "two-breadwinner" family is now and constitutes a series of forces that will impact
the norm in the United States. In fact, the growth' upon the military in a variety of internal and
in the employment of women may be the most external ways during the next four decades. The
significant social phenomenon of the twentieth year 2000 will become a particularly important
century. The Army is caught on the horns of a time in Christian millennial ideolog).
dilemma in these situations. On the one hand,
the spouse employed outside the household
desires and sometimes demands that her employ- Economic
ment be a serious consideration in any family Several economic factors affecting the US mili-
move. The Army may have to assume an increas-
ing obligation in finding such employment for otry future will impact upon professional devel-
reassigned officer spouses or may need to consid- opment of the officer corps in the next 40 years.
er not moving the officer. We may have to devel- First, there is the relative high cost of energy
op a whole new career pattern involving long- which impacts considerably upon training and
term assignments in order to satisfy the needs of other military activities in the short run. In the
Army families. This is increasingly becoming the early part of the next century, we may find some
case among American corporations. On the other allevistion of this cost factor due to technological
hand, the demands of military service often re- developments. Second, in a national security
quire moves in order to meet national obliga- sense, there is the continued dependence upon
tions. An increasing problem involves efforts to international trade for critical raw materials, not
reduce the problems of military families through just oil, but also minerals such as cobalt and
provisions for such things as spousal employment manganese. A third characteristic is the shift in
opportunities, child care centers and counseling employment patterns from heavy public service
services. Currently, one of the most critical social and industry to the service and information sec-
issues facing the modern military is the adapta- tors. These white collar jobs will attract the grow-
tion of the service requirements to the familiar ing women portion of the labor force but will
considerations of a twenty-first century society, leave out of the market many of the minority
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youths who lack the educational skills to compete indecision and reconsideration of public policies
in this highly literate growth area, For the mili- which will impact upon the military. Unless a 7
tary, these potentialities may rcsult in significant major political revolution occurs, and we may be
problems in accessing women officers in the due for a new party system like that imposed by
forthcoming era of reduced numbers in the age the Jackson, Lincoln and Roosevelt revolutions,
18-24 year cohort. Fourth, as the Nation becomes political consensus may be hard to obtain, espe-
increasingly involved in the information econo- cially when the national legislature and the exec-
my, its industrial base will decline as there utive continue on their divergent paths as they
emerges even more global manufactui ing interde- have for the past five presidencies. For the mili-
pendence. The long-term strategic implications tary and its professional officer development, the
of this industrial interdependence may be more uncertainties in budgetary allocations will consti-
important than energy and mineral dependency, tutc an important given with which it must deal.

Other factors critical to the economic develop- A particularly gnawing factor affecting Ameri-
ment of the Nation in the next four decade,', can political development is the splintering of
the rate of worker productivity, the degree c, American politics. Inherent in this is a decline in
novation, workplace automation, capital invest- party discipline in Congress and the state legisla-
ment and plant modernization, the impact of tures and the rise of media consultants to replace
multi-national corporations upon the availability the party professionals who helped to shape party
of jobs, international debt to the First World and consensus and a common legislative agenda. This
taxation levels. fragmentation also manifests itself in single-issue

groups and candidates that circumvents tradi.
Two previously mentioned demographic devel- tional pluralistic parties. We also see this devel-

opments impact also in the economic arena. The oping in the Sunbelt versus Snowbelt conflicts
declining labor pool reaches its low point in the that increasingly find the latter region becoming
next decade but does not reach levels comparable anti-military. Part of this anti-militarism is the
to that of the 1970s during the next four decades. consequence of continued withdrawal of military
There will be a rising incidence of aged depen- installations from the area.
dents whose demand upon the public purse for
care will increase through the era under consider- In comparison with other nations, American
ation and particularly after 2010, when the "baby political instability could seem enormously sta-
boomers" begin to retire, ble. The population explosion in the lesser devel-

oped countries and the economic stagnation in
What most hope are short-term economic much of Europe most probably means political

problems could become chronic thorns in the confrontation in much of the world.
American economic scene and be of considerable
consequence to the long-term best interests of the Throughout the world there is a growing mis-
military. These involve the high federal budget match between demands of various components
deficit, the growing imbalance in our internation- of a nation-state and the capacities of its institu-
al trade deficit and high interest rates. A key tions to respond in effective ways to the problems
component in our national security policy is a confronting it. The next four decades may be
robust economy. Without it our ability to finance characterized by a variety of political conflicts
the necessary military expenditures cannot be resulting from pressures either to change the ca-
sustained. Therefore, our national economic de- pacity of institutions to meet those demands or
velopment policy as carried out through both fis- to alter in some way the kind and level of de-
cal and monetary policies on the one hand and mands being placed on political, legal and social
world-wide commercial intercourse on the other institutions. Can the complexities of the future
counstitutes an important ingredient in military be managed so that they are kept within the
preparedness. bounds of understanding by the society's citizens

and their representatives in government?

Political Several international problems loom signifi-
cantly on the horizon during the next four de-

Political instability has characterized the last cades. The relative influence of both the Soviet
thirty years of American history and may well Union and the United States upon their alliance

a continue into the future. Undoubtedly this has partners in Europe may decline. Increased eco-
resulted both in the shorter terms of presidents nomic ties between the nation-states of the conti-

:-- since Eisenhower and the declining influence of nent will naturally lead to decreased political ten-
parties in the political process. Under such cir- sions, A probable consequence could be a
cumstances we will find executive and legislative declining role of the US in NATO.
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These changes may well be minor ones in a embodied in movies like Patton, and TV series
world faced with the demographic and economic like "Hogan's Heroes" rather than the realities of
events described earlier. A major furce in the Omaha Beach, Dresden, Tarawa and Hiroshima.
developed world could be a conservatism that
will seek to improve the lot of its own citizens at If this strategic deterrence mission is given to
the expense of the lesser developed nations. We CONUS-based reserves, a larger proportion of
may find in the coming decades the United the regular forces could be committed to combat-
States and the Soviet Union cooperating to main- ing low-intensity conflicts in the Third World.
tain the peace in particularly volatile sections of Such a restructuring of forces and missions could
the globe as we seek to avoid nuclear holocaust, well mean greater emphasis on tailoring our corn-
On the other hand, both superpowers may well bat and support forces to sm.ll, flexible, mobile,
exploit social and economic dislocations to their light and technologically modern units,
advantage by encouraging low-intensity conflict
throughout the globe. The United States could Achieving success in the future requires a de-
vacillate between "isolationism" or cided emphasis on the rapid acquisition, process-
"interventionism." ing and analysis of military and political intelli-

gence and a willingness to act decisively when a
Particularly threatening to international stabil. situation warrants action. This necessitates both

ity will be the proliferation of nuclear, biological the will to create such forces and a will to use
and chemical weapons and delivery systems them at appropriate times. Finding this political
throughout the globe. The key to the Pax Ameri- will in the multifaceted political environment of
cana or Pax Sovietica, depending upon one's ori- the United States and its allies and friends is
entation, has been the unwillingness of the nucle- likely to be more difficult now and by 2025.
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- Technology
caust on behalf of national, religious or personal
goals is not out of the question. For both super- The impact of technological change on the mil-
powers, the limit of the spread of these weapons itary has been and is likely to continue to be
constitutes a mutually beneficial diplomatic en- immense. probable no area may cause more im-
terprise.. Such issues also may cause a dramatic mediate change on officer professional develop-
increase' in pressures for arms reductions and ment than this one.
disarmament,

Three basic areas are particularily important in
For the Army, the political future may cause the Army's adaptation to such change. First,

some significant reassessments of force distribu- chemicals and biotechnology could offer every-
tion and structuring as well as missions. If the thing from better techniques for treating battle-
geostrategic threat of conflagration in Europe de- field casualities, to new and cheap chemical and
clines then the active component's commitment biological weapons and to the introduction of
to that region may be reduced. In its place we learning techniques that could increase basic in-
might increasingly rely on the reserve compo- telligence levels and learning capacities. Second,
nents as the basis for reinforcing the high-intensi- advances in basic sciences and applied technolo-
ty conflict in Europe-a strategic consideration gy across a spectrum that includes everything
which will place considerable emphasis on the from optics to physics could find both sides in
training and equipping of the reserve forces. any major international conflict with improved
Moreover, if the great European peace since 1945 weapon accuracy, speed of employment and le-
continues much longer, we may find that peace thality. Third, improved computational, infor-
taken for granted, deterrents may weaken, and mational and robotic science techniques portend
the likelihood of war might imperceptibly in- massive changes in the speed, accuracy and
crease. It is one of those ironies of history that quantity of information available to the com-
success may foster failure; safety might promote mander and the individual soldier, At the high
danger. While the debate over defense costs and end of the spectrum of conflict robotic devices
risks continues in the body politic, we must con- may reduce the risk to frontline casualties and
tinue to remind the nation and the world of the the demand for manpower in a variety of combat
cost should the peace between the major powers and combat support missions.
break down. Deterrence is one of the most diffi- ,

cult of all messages to inculcate in a nation which On the one hand, these improvements may re-
has not known the costs of total war and whose duce overall educational costs since training in
memory of the last major conflict is too much one's home may replace some to the resident

B-i-s

• '. . . ' ' ' - ". .,. i.i . ...- ,:.;i . , - : •',:i,.•, ," .1 . .-7, 1



schooling we traditionally rely upon. On the oth- a smaller, more efficient active Army. There is no
er hand, the potential information overload an- doubt that a critical requirement will be the abili-
ticipated by these dcvictes foreshadows major ty of the active component to attract and retain
problems in command and control. Storage of highly qualifiedpersonnel.

' massive amounts of information ror decisionmassivgwillbe m ntcessary of h i ma orecision th At the same time, the Army may find that its
making will be necessary which may require the potential missions in low-intensity conflicts may
need for artificial intelligence and fifth genera- not require a significantly different level of comn-

tion computers. We must b, able to distribute the bat skills than presently exists within the mili-
right information to the right decision makers at basklstnpretyextswhite li
theright tinfsormati to theright dmisin rsig athe tary. The key to success in low-intensity conflict
the right time so as to assist them in using the will be improved communication, intelligence
best information at their disposal, and movement, but not in novel tactical technol-

All of these require both enormous expendi- ogles. Too great a reliance on technology to re-
tures and a massive educational program to fully place the physical and mental toughness to close
implement them into the military environment, with and engage the enemy could be particularly
The rapid obsolescence of weapons, counter- detrimental to combat effectiveness,
weapons and advanced technological equipment Moreover, no amount of technological exper-
as well as the diverse options in design and pro- tise can replace the ethical elements of leaderhip

curement that confront the military constitute which build on soldierly qualities so essential to
particularly critical problems in the future. We battlefield success. There exists an intense need
can expect user friendliness in various techniques for a command and senior staff cadre of well-
to continue such that the short-run need for corn- educated officers with broad backgrounds and a
puter literacy willbecome the accepted norm in concerned awareness of the inter-relationahips
the same way that "automobile literacy" became between economic, social and political realities
a national norm in the early Twentieth Century. and the application of force.

The education and training of the future of-
ficers should include a professionalism that de-
mands self-training, role modeling and effective Concluslons
itentoring by superiors while encouraging subor- This discussion of general factors influencing
dinates to maximize the time necessary to stay the next 40 years predisposes that World War III,
current, even ahead, of the tremendous changes in either a conventional or thermonuclear mode
that technology imposes on military leadership in does not occur. Should that happen, the social,
the Twenty-First Century, The accelerating rate political, economic and technological conse-
of technological change requires the military to quences that could arise out of such a conflagra-
avoid acquiring too many soon-to-be obsolete tion make these generalizations about the future
specialists to the detriment of an officer corps obsolete. Given this caveat, we can now look at
with broad enough backgrounds to adapt. such alternative scenarios and assess the impact

Several authorities argue that the technological of various trends and events upon the policies
displacement of military personnel combined that forge the officer professional development
with the declining manpower pool will prescribe system from 1985 to 2025.

,. /
U

B-l-7

• ,,: ..' .. . . , . . ... : / ., 7:" ,/ :.. '



Bibliography

Bean, Frank D., Allan G. King and Jeffrey S. Armed Forces and Society, Vol. 10, Spring, 1984,
Passell. "The Number of Illegal Migrants of Mex- pp. 401-425.
ican Origin in the United States: Sex Ration- Taylor, Charles W. A Concept of a Future
Based Estimates for 1980." Demography, Vol. 20, Force, Carlisle Barracks, PA: Strategic Studies
February, 1983, pp. 99-I 10. Institute, US Army War College, 1981.

Boucher, Wayne L. and August R. Ralston, Fu- Taylor, Charles W, Scientific Innovation and
tures for the US Property/Casualty Insurance In- the Future Army. Carlisle Barracks, PA: Strategic
dustry: Final Report. Los Angeles: Center for Studies Institute, US Army War College, 1980.
Futures Research, Graduate School of Business Taylor, Charles W. Technological Achieve-
Administratio.i, University of Southern Califor- ments and the Future Army, Carlisle Barracks,
nia, 1983. PA: Strategic Studies Institute, US Army War

Bouvier, Leon F. and Cary B. Davis. The Fu- College, 1981
ture Racial Composition of the United States. Taylor, William J,, Jr, and Robert H. Kup-
Washington: Population Reference Bureau, permanm Strategic Requirements for the Army to
1982. the Year 2000, Vol 1. Report Number MDA 903-

Britton, Joseph D. Computer and the Army: 81-C-0594, Washington: Georgetown Universi-
Applications and Implication in the Year 2000. ty, Center for Strategic International Studies,
Carlisle Barracks, PA: Strategic Studies Institute, 1982.
US Army War College, 1983. Thurman, Maxwell R. Sustaining the All- Vol-

Crumley, Dennis V. Concepts for Army Use of unteer Force, 1983-1992: The Second Decade.
Robotic-Aatificial Intelligence in the 21st Century, Vice Chief of Staff, Army, 1983.
Carlisle Barracks, PA: Stategic Studies Institute, US Army Combined Arms Center. Army 21:
US Army Wr College, 1983. Functional Area Appendices, Fort Leavenworth,

Foster, Gregory D. "The Effect of Deterrence KS: US Army Combined Arms Center, 1984.
on the Fighting Ethic." Armed Forces and Socie- US Army Command and General College.
ty, Vol. 20, Winter, 1984, pp, 276-292. CGSC Advanced Studies Program. Fort Leaven-

Gingrich, Newt, "Remarks to tha 30th Annual worth, KS: US Army Command and General
National Security Seminar, US Army War Col- Staff College, 1984.
lege." Carlisle Barracks, PA: US Army War US Bureau of the Census. Current Population
College, June, 1984. Reports, Series P.25, No. 952. Projections of the

Kernek, Sterling J. "Historical Reflections on Population of the United States, by Age, Sex and
the Dangers Ahead." Virginia Quarterly Review, Race: 1983-2080. Washingtion, Government
Vol. 60, Spring, 1984, pp. 189-209. Printing Office, 1984.

Kupperman, Robert H. Low intensity Conflict. US Congress. House. Committee on Energy
Two Volumes. Prepared for the US Army and Commerce. The Strategic Future: Anticipat-
TRADOC. Washington: Robert H. Kupperman ing Tomorrow's Crises. Committee Print 97-U.
Associates, 1983. 97th Congress, Ist Session, Washington: Gov-

Lord, Gerald and Darvin Barnes. Personnel As- ernment Printing Office, 1981.
sessment 2002 (PA 2002). Washington: Head- US Congress. Joint Economic Committee. Spe-
quarters, Department of the Army, ODCSPER, cial Study on Economic Change. Vol. 1. Human
Personnel Plans and Systems Directorate, 1981. Resources and Demographics: Characteristics of

Naisbitt, John. Megatrends: Ten New Direc- People and Policy. Joint Committee Printing.
V4 tions Transforming Our Lives. New York: Warn- 97th Congress, 2d Session. Washington: Govern.

er Books, 1982, ment Printing Office, 1980.
Snyder, William P. "Officer Recruitment for US Congress. Joint Economic Committee. Spe-

the All-Volunteer Force: Trends and Prospects." clal Study on Economic Change. Vol 2. Energy

rn-I-,

., , ... . ... . . . ....... ... . . .......... .. .



and Materials: A Shortage of Resources or Corn- White, Terry W. and Donald H. Zacherl.
mitment? Joint Committee Printing. 97th Con- OPMS: A Look into the Future. Washington:
gress, 2d Session. Washington: Government HQDA, ODCSPER, OPMS Study Group, June
Printing Office. 1980. 1984.

Wass de Czege, Huba. Final Report: Army
Staff College Level Training Study. Carlisle Bar-
racks, PA: US Army War College, 1983.

¾~ 5-1-10



p

Appendix 2 to ANNEX B

Significant Events and Trends in PDOS Interax Model

In preparation to conduct computer-assisted Cumulative Probability of Occurrence by 2025
policy impact analysis, the PDOS Futures Team of Most Probable Events

asked selected experts in long-range planning for Cumulative Event
their opinion as to the cumulative probability of Probability Number Event Statement
occurrence of approximately 110 events and the .2 9 Army 21 i3 adopted. mforecast of trend level of approximately 90 trends trance requirements for of-
which could potentially define and impact on the fiere.
officer professional development system from t9 42 Electonc d mabeIethroughout the Army..
1985 to 2025, .111) 46 Army installs Communicatlons.

Computer Baed Instruction for
This appendIx presents the significant consen. use In schools, units and the

sus as to event probabilities and trend levels for home,
those events and trends which appear in the 'f. 48 Self-assessment testing programnaose evens anT mnds pel. iIs Installed for officers at Army
nal" PDOS INTERAX model. schools.,

The "cumulative probability" for events is the 73 Super-powerful hand-held cam
T putors are developed arid made

probability that the event could occur by 2025. available to all officers, free.
The "forecast of trend level" for trends is the 89 64 Requirements are established forall officers to recilve military
"2025" deviation for that trend from an assumed schooling of most ranks,
"198 5" level of 1,00. .11 96 Rapid Increase In modernization

of equipment occurs similar to
108's Increase,

.95 22 Army combat units have TOE po-
altions calling for other Service
MOs; other Services assign
their persbnnel to them,

190 70 Additional electronic wargames
fielded for training,

.90 83 Formalized officer professional
development program Is estab-
lished,
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Cumulative Probability of Occurrence by 2025 Forecast of Trend Level by 2025:
of Least Probable Events Most Dramatic Decreases/Least Dramatic Increases

Cumulative Event Forecast of Trend
Probability Number Event Statement Trend Level Number Trend Statement

.01 a Unauthorized nuclear launch by .80 7 Percent officers deficient in basic
US Army field commander oc- skills at entrance into aTficer
curs. corps.

.08 61 US military forces are combined. .85 53 No. officers in Active Component

.15 64 Two languages required of all of- "TDA" Army.
ficers. .97 19 Gap between US and USSR tech-

.15 66 Army protects domestic faciltle, nology.
,20 67 Permanent International military 1 .00 72 US national will to support military

force is established, operations.
.21 50 Reserves assigned total US mill- 1 .03 52 No. enlisted personnel in Active

tary commitment to NATO. Component Army.
.21 71 5th generation computer is devel- 1 .03 67 Ability of junior officers to replace

oped by Japan. senior officers.
.21 78 Educational deficiencies are elimi- 1 .05 55 No. Active Component officers in

nated, "TOE Army,
.25 77 50% drop In universities partici- 1 .05 73 Congressional support for the m-l.

pating in Army ROTC, itery (a measure of Congres-
.25 30 US withdraws from NATO. sionol will),
.28 35 Mexico turns communist. 1 .25 81 Lleutenants average skilliaptitude
,26 37 France rejoins NATO, level upon entry on mative duty,

1 ,30 33 Commanders ability in mid. to
high-intensity combat,

Forecast of Trend Level by 2026:
Most Dramatic Increases

Foreoast of Trend
Trend Level Number Trend Statement

15 .0 3 Percent officers with ability to use
computers effectively (read
forecast as 15 times today's
trend level-what ever it may
be),

10 .0 2 Percent officer positions requiring
computer use.

4 .0 44 Percent officers with computer
;ermlnals at home,

2 .0 20 Officer retraining requirements
due to their skills being obso.
lete.

1 .95 29 Percent of Joint/Combined opera-
tions involving Army units.

1 ,IN 46 Rate of modartilzation of Army
equipment,

1 ,85 34 Coat of PC$ moves due to training
and education requirements,

1 ,50 4 Percent women in the Army,
1 .50 1 Losa of officers to civilian sector.
1 .40 47 Gap between capabilities of re-

serve and active duty officers,
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Appendix 3 to ANNEX B

Policy Impact Analysis of PDOS Policies

Section 1. Futures Team Tosk. d. How long will this policy last before it
makes no difference or actually gets in the way?

1. The Futures Team took as their task, to ana-

lyze the impact of the Officer Professional Devel- e, How much "policy management" will be
opment System (OPDS) and Professional Devel- required to make the policy work?
opment of Officer Study (PDOS)-recommended f..Will the policy make the decision maker's
policies between the years 1984 through 2025. responsibilities easier?

2. The methods used to accomplish this task 5. The analysis of the impact of policy into the
future is a difficult process, at best, Typically,

a. A detailed analysis of futures literature, this process concerns itself with, only, two to
The creation, administration and analysis three years with at most a seven year window

b, an o rveyton, inistretion and andsi filled with very dark glass. The process selected
of an opinion survey on likely events and trends b h uue ematmtdt rvd e
during the period under analysis, by the Futures Team attempted to provide a de.

liberate determination of variables which would

c. A detailed review of the PDOS-recom- impact on the Army in the future and stretch the
mended policies and assumptions upon which decision making is tra-

d. The running and analysis of computer ditionally carried.

simulations of future events and trends and their
cross-impacts. Section 2. Futures Variables and Interactions,

3. The resources available to the Futures Team 1. The INTERAX computer program requires
included: the analyst to enter data relative to EVENTS

a. DOD and Army literature which is of in- which may/will impact on the system under anal-
terest in a future tense, ysis, the TRENDS and PERFORMANCE MEA-

SURES which the analyst will use to monitor
b. Individuals whose military/civilian duties progress of the system through time and the

are in the long-range planning and futures analy- CROSS-IMPACT of each event on all other
sis arenas and events and of each event on all the trends and

c. The INTERAX cross-impact computer performance measures, This portion of the report

model from the Center for Futures Research at describes how the Futures Team got the data to

the University of Southern California, enter into the INTERAX computer model,

4. The Futures Team task arose from an at- 2. The start point for the Team was to read

tempt to answer some questions which principal extensively in literature associated with Army
Army decision makers would ask when con- long-range planning and other literature associat-

ducting an a priori analysis of their poli- ed with the impact of the future on the current
cies-referred throughout this report as policy context of the world. See Annex II for a complete
"Impact analysis, The questions the Team kept in descripion of those sources. The Team next do-
mind veloped event and trend statemenQt and asked

wee:experts in long-range planning throughout the

a. Will this policy make a difference? Department of Defense to estimate the cumula-. (.~ Will this policy be useful? tive probability of occurrence of the events andthe forecast of trend level for the trends during
c. How useful? the period 1984-2025, The results of this exercise
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were placed in the PDOS INTERAX computer a. Single scenarios against which a decision
model. maker can conduct detailed long-range planning,

A scenario shows the decision maker a possible3. Throughout the period of the study, Futures alternative future which may confront his organi-
Team analysts studied the data from a variety of zation, The terms "scenario" and "alternative fu-
points of view. In some cases, data from the

ture" may be used interchangeably. The Futuresopinion surveys were modified to conform to

more enlightened information gained later in the Team analyzed ten scenarios, selected three for
study. Events and trends were added, others de- in depth analysis and provided them to the rest
leted or modified, If an event or trend was added, of the PDOS study group (see Appendix 8, Annex
Futures Team analysts developed nominal data II, for details).
based on the best available, unclassified informa-
tion. To be "true" to the data, follow-on work b. Multiple (or composite) scenarios against
with PDOS INTERAX data should begin with a which potential policies can be "tested." This
re-certification of the data by a panel of experts, technique was used in order to determine the

long term viability and robustness of the PDOS-
4. The final data to be a part of the PDOS recommended policies in a variety of environ.

INTERAX process is the crcss-impact model. ments, These scenarios show the decision maker
The creation of this model was accomplished by the maximum, minimum and average effect
Futures Team members, A description of the which his policies may have on the PDOS IN-
cross-impact model is at Appendix 6, Annex II, TERAX model and potentially on the decision

5. The data in the INTERAX model is made maker's organization, The Futures Team ana-
up totally of human judgment. There is nothing lyzed, in depth, four multiple (or composite) sce-
in the model per se which is traditionally referred narios across eight trends and provided the data
to as objective fact, Every piece of information to the PDOS Study Director and to the Vice
which is in the PDOS INTERAX model was Chief of Staff, Army,
placed there based on human judgments and de-
cisions, The following recapitulation of the num- 2. This discussion presents the Multiple (or
ber of decision/data points in the PDOS INTER- composite) scenarios technique as this technolo.
AX model shows the extent of the subjective gy was used to make PDOS policy impact
nature of this form of process: analysis:

a. ' 1300,. Nominal Trend Forecasts-
(65 Trends X 20 Indexes), a. Nine multiple scenarios were run for the

b. 1580.. Nominal Event Probabilities- final data which was presented to the Study Di-
- (79 Events X 20 Probabili- rector and the Vice Chief of Staff. As a result of
ties). these two meetings, further work was done to

c. 6162,, Event-on-Event Hit/Miss Deter- improve on the quality of the data in the model
minations- and the final product which was prepared for the
- (79 Events X 78 Events), Chief of Staff's decision briefing,

d. 5135 .. Event-on- Trend Hit/Miss Deter-
Pninations- b, Each of the nine multiple scenarios was a
- (79 Events X 65 tends), composite of 25 alternative futures-this was a

e. 2275 ,. Event-on-Event Cross-Impacts- total of 225 alternative futures. The nine simula-
- (325 Cross-Impacts X 7 Inter- tions were separate "stories" about the future
nal Decisions), which a decision maker could encounter, Four of

f. 3816.. Event-on-Trend Cross-Impacts- the simulations were computer "runs" without
- (477 Cross-Impacts X 8 Inter- PDOS-recommended policies and four simula-
nal Decisions), tions were computer "runs" with PDOS-recom-

mended policies, This was done to show the ana-
g, 20268.. TotalIDecision Points. lyst and the decision maker what would happen

to officer professional development when left
unmanaged" and what the effect would be withSaction 3 Computer Simulations Using PDOS-recommended policies. One run was a

N"statistical computer run" used to verify the in-

"1. Computer simulations using INTERAX can ternal consistency of the data in the PDOS IN-
produce two distinct types of information for the TERAX model. The four scenarios arc briefly
decision maker, The simulations can create: presented here. See Annex II for further details.
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(I) A "World-With-Wars" simulation in of this cluster of policies is immediate and posi-
which a variety of forms of conflict were permit- tive throughout all simulated worlds.
ted to occur at specific times. See below for the!' frms f cnflit ad th yers o ocurrece.4. l.ader-Mentor: This trend deals with the
forms of conflict and the years of occurrence. amount of time available for leaders to develop

(2) A "Domestic/Internal Control" simula- their subordinates under the philosophy associat-

tion in which the Army received a variety of ed with this system-wide issue. In the absence of
"protection" or "police" missions. PDOS-recommended policies, this trend sees lit-

(3) An "International/Domestic Tranquil- tle movement from its present state, The only

lity" simulation in which the Army had no war times that this trend fluctuates positively is in the
nor domestic control missions, presence of armed conflict-and then, only

slightly. In the presence of PDOS-recommended
(4) A "Free-Play" simulation in which. all policies, this trend experiences dramatic shifts

events were allowed to occur at random (except during times of conflict and only slight improve-
those professional development policies events ment during the "internal control" and the "tran-
which were not being considered by the Study quillity" worlds.
Group), 5. Expert-Integrator: This system-wide issue is

closely associated with "Art and Science of War"
Section 4. Policy Insights, in that the policies cross-impacting both are quite

similar, The events which cross-impact these two
Computer simulations were run using the "four trends are nearly identical, with some exceptions.

worlds" and data were analyzed across eight The results with PDOS-recommended policies
trends, Those trends came to be known as "sys.
tem-wide issues" by the Study Group, A descrip- are, also, similar,

tion of these results follows and graphs which 6, Decision Making Skills: This system-wide
assist the reader in visualizing the effects are at issue is dependent, predominantly, on technolog.
Appendix 4: ical advances which are forecast to become avail-

I, Art and Science of War: This trend/system- able after the year 2000. In fact, in the absence of
" wide issue is the center piece of the entire PDOS PDOS-recommended policies, no improvement

d istudyTe athe cnditer piethat when Art and Sc- worth discussing is evident. With the implemen-
study. The data indicate t when At and tation of these policies, dramatic improvement inence of War is left to "grow and mature" under this trend is "felt" almost immediately.
current policies and in the absence of PDOS-
recommended policies the trend will gradually 7, Common Shared Operational Language:
improve in the "free-play" world, will improve This system-wide issue has no current policies
only as a result of vwar in the "world- with-wars" which cause it to "improve." In fact, in the ab-
world and will experience a decline from its pres- sence of PDOS-recommended policies, this trend
ent status In the "internal control" and "tranquil- sees a steady decline over all simulated "worlds"
lity" worlds. When PDOS-recommended policies with only slight improvement during times of
are added to thL computer simulations, the im- conflict. Once conflict is over, the trend returns
provements in this trend are dramatic and in all to its depressed state. In the presence of PDOS-
cases experience a steady improvement, recommended policies, the trend does improve,

2. Warrior Spirit: This trend/system-wide is- with significant improvement during armed

sue receives very limited impact in the absence of conflict,
PDOS-recommended policies, This seems to 8. Professional Values: This system-wide issue
track correctly with the current state of the na- sees virtually no improvement nor decline in any
ture of the warrior spirit concept, The initiation of the "without policy" simulations, With the im-
of the PDOS-recommended policies on warrior plementation of PDOS-recommended policies,
spirit sees improvement in all worlds with the this trend "experiences" immediate and dramatic
greatest impact being felt during times of improvement.
conflict.

3. Self-Development: This trend sees the insti. Section 5. Policy Reoommendstions.
tution of a professional value throughout the offl-
cer corps. In the absence of PDOS-recommended After computer simulations were "run," policy
policies, this "officer corps-wide" value is virtual- recommendations were made by the Futures
"ly unknown. With the initiation of PDOS-recom- Team to the Study Director and were also made
mended policies, self-development is allowed to to the Vice Chief of Staff during an In-Process
become an "officer corps-wide" value. The effect Review. The recommendations were:
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I. Once policies are installed, they need to be c. Event-on-Event Hit/Miss De-
continuously monitored by the ARSTAF. Inten- terminations (100 Events X
sive decentralized and "self" management were 99 Events): 9900
intentionally built int, the model. For the actual d. Event-on-Trend Hit/Miss
or real world results to mirror the simulated re- Determinations (100 Events
suits, this form of management must be part of X 85 Trends): 8500
any professional development program. e. Maximum Allowable Cross-

2. The MQS testing and CCBI packages of poi- Impacts: Is 3000. Can be ei-ther Event-on-Event or
icies seem to be the most powerful. This seems to Event-on-Event or
"track" with "real world" expectations. Individu- Event-on-Trend9 Conceptual-
als tend to do best at things for which they are ly, there are 9900 Event-on-
held accountable and for which they are evalu. Event Cross-Impacts (100teld.accountablies anould bo whichuthey arEvents X 99 Events) and
ated, These policies should be executed. 8500 Event-on-Trend Cross-

3. The "assessment strategy" is the next most Impacts (100 Events X 85
powerful set of policies. Initiatives should be un- Trends). 3000 allowable
dertaken or continued to see this set of policies Cross-Impacts X 8 Internal
installed. Decisions: 24000

4. The PDOS INTERAX process should be in- f, Subjective decisions possible:
stalled within the ARSTAF. The data should be
revalidated, kept current and used to assist senior There were 20,268 subjective decisions made to
Army decision makers in the navigation of the create the PDOS INTERAX model-8971 are
officer professional development system into the retained in the memory of the program and 11,297
future. decisions are retained "off line" of the program.

It is also possible to integrate objective data with
Seotion 6. Methodology Comments subjective. Actually, this tends to model the deci-

sion-making strategies of anyone-one combines
I. INTERAX provides the analyst with an aid objective and subjective data together when mak-

in organizing his thinking. The model holds a ing decisions of whatever magnitude.
large amount of data which could not be handled
without the aid of a computer. INTERAX can 2. The print-outs provided from INTERAX
conceivably hold in its memory and can manipu- provide a large amount of data for the analyst.
late the following subjective decisions: Additionally, the program can run interactively

providing the analyst with year to year data in
Subjective the single scenario mode,
Decisions 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 his 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 short-term memory of his
'rime: J 700 brain,
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Appendix 4 to ANNEX B

Graphs From the Final Set of Simulations

I. Purpose. throughout the four "worlds" without policy and
four graphs depict the effect of PDOS-recom-

To present the graphs from the final let of mended policy within each "world." Within each
simulations, graph are:

(1) Along the y-axis is the relative level of the

2. Discussion. trend with 1.00 being the value for 1985.
(2) Along the x-axis are the years of thea. Pages B-4-2 through B-4,10 show the graphs simulation,

from the final set of simulations. Page B-4-2 out-

lines what is seen on pages B-4-3 through B-4. 10. (3) The upper line is the line of maximum
In the upper left-hand corner is the name of the values throughout the 25 simulations (note: no
system-wide issue analyzed in each of the single scenario traces any of the lines).
"worlds," Each "world" is a composite of 25 (4) The middle line is the line of average
alternative scenarios. There is a brief description values throughout the 25 simulations,
of the nature of the system-wide issue. There are
eight graphs for each system-wide issue. Four (5) The bottom line is the line of minimum
graphs depict the nature of the syctem-wide issue values throughout the 25 simulations.
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Appendix 5 to ANNEX B

Policy Impact Analysis Exercise for Senior Army Leaders:
Suboourse on Uncertainty Management In Strategic Decision Making

This sub-course is recommended by the PDOS 1020-1120 Presentation/discussion on the

Study Group to be a part of the General Officer constructs of "uncertainty," "en-

and Senior Executive Service Civilian Transition vironmental uncertainty" and

Course. This sub-course is a a two and a half day "perceived environmental uncer-

exercise in uncertainty management for the se- tainty," Resources are the litera

nior executive in the Army. The course takes the disciplines of Industrial and Or-

student through the literature on "perceived en- ganizational Psychology and

vironmental uncertainty," "decision making Management.

under risk," "futures research," "cross-impact Ma....

analysis" and "policy impact analysis" with the 1120-1200 Discussion.

theme of the Officer Professional Development
System as approved in concept by the Chief of 1200-1300 Lunch.

Staff, Army on 21 December 1984.
1300-1430 "Management of the Future." A

discussion of futures research
Read-ahead materials: - To Be Determined, 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; e.g., Log 21, PA 2002,
TAP/EAP, OPMS-Look into

AGENDA the Future, OPDS-Policy Im-
pact.

nduo rmk oe Objective: To develop, for the
0800-"15 Introductory remarks i- object attendee, a sense of the futures

tives, introductions (if not done work done in the Army and what
earlier). that work means in the manage-

ment of uncertainty.

0815-1000 A quick review of the decision
making literature; with hand& 1430-1450 Break.

outs, patterned after McCrim-
mon and Taylor in the Handbook 1450-1700 The Officer Professional Devel-

of Industrial and Organizational opment Systern-1985-2 025.

Psychology (1976) with up-dated
versions. Heavy initial reliance 2d Day:
on Stout (1983) in Leadership in
Organizations published by US- 0s001n30 Presentation and discussion of

.signifiant 
events and trends

which define the environment of
the officer professional develop-

1000-1020 Break. ment system.
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Objective: To develop, for the at- Objective: To present policy im-
tendee, a sen- of the richness of pact analysis with INTERAX us-
the environ:.itt in which officer ing student data. To prepare in-
professional development finds put for CSA on the navigation of
itself. To "bring-up-to-date," PDOS.
based on student input, the nom.
inal event probabilitiem and nom- 1030-1200 Sub-group discussion of the re-
inal trend projections used in the suits of the INTERAX computer
INTERAX computer program. simulations. Break taken en route

Revised data will be entered into to sub-group discussion.
the INTERAX for use during ex. Objective: To prepare a position
ercise on the 3d day. paper for the CSA on any recom-

mended corrections to the cur-
0 Note: Break at 1000-1020 and lunch at rent direction of the officer pro-

1200.1300. fessional development system.

1530-1700 Presentation and discussion of 1200-1300 Lunch,
policy impact analysis, INTER.
AX and the alternative futures 1300-1400 Presentation and discussion of
process. sub-group solutions.

3dDay: 1400-1630 Consensus on sub-groups solu-
0800-090 Presentation and discussion of tions and preparation of positionpolicy impact analysis for PDOS paper for the CSA on recom-

poicy impact anmended corrections to the cur-
using INTERAX. rent direction of the officer pro-

0900-1030 Alternative futures analysis fessional development system.

based on student input entered 1630-1700 Closing remarks.
into INTERAX overnight.
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Annex C

Glossary of Terms, Abbreviations and Acronyms

Active Duty Guard/Reserve: Guardsmen and Assessment Data Control Canter: Where the
Reservists' on active duty solely to provide full- data from individual learning instruments can be
time support to the Reserve Components and synthesized into a composite that represents the
who are paid from reserve personnel appropria- profile of the Army officer at various ranks.
tions of the Department of Defense Military Attribute: Any belief, value, ethic, character
Service.Atrbt.Anbeifvauehcchatr trait, knowledge, or skill possessed by a person.

Alternative Future: A computer generated sce- (FM 22-100)
nario which includes a list of randomly selected Audacity: The willingness to take reasoned but
events along with their year of occurrence and a enormous risks.
list of all trend values as modified by the cross-
impacts of the randomly selected events or as Beliefs: Assumptions or convictions that a per.
modified by the "non-occurrence" of events son holds to be true regarding people, concepts or
which are, in fact, expected to occur, things. (FM 22-100)

Artificial Intelligence (AI): In general, is the Certify: To confirm that an officer has comn
science of giving human-like learning and think- pleted (i.e., validated) all requirements establish.
"ing qualities to machines, Specific sub-fields are ed by the applicable Military Qualification Stan-
knowledge acquisition ("learning"); knowledge dard (MQS) and is qualified in that specialty at
retention ("memory"); application of knowledge that icvcl.
("common sense," logic, complex cognitive pro- Character: The sum total of an individual's
cesses); language and speech recognition; and personality traits and the link between a person's
voice synthesis. The major focus of the PDOS values and his behavior, It allows a person to
education and training methods analysis is on the behave consistently according to individual val.
use of Al for knowledge acquisition and retention ues, regardless of the circumstances. (FM 22-100)
and the application of Al to provide a new level
of speed and simplicity to the decision making Coaching: A form of teaching that involves
process. communicating detailed instructions and on-the-

spot feedback in a way that helps one learn a skill
Assessment: Measure of the growth or decline or accomplish a task. (FM 22-100)

in education or skill attainment that takes place Cohesion: The mental, emotional and spiritual
over time in key learning areas. PDOS specifical- bonding of unit members that results from re-
ly intends that assessment not be used as part of b on fite mbers at rosultsom Itthi frma ealatin ystm I~., ER no ted spect, confidence, caring and communication. Itthis formal evaluation system (i.e., OER) nor tied is intertwined with discipline and is necessary for ,
to the selection process. Its purpose is to provide i nintetw with discpi an sos funcessary for
feedback to the individual and re-calibration of (FM 22-100)
the system.

Company Level Branch Qualification: Point in
Asseument Cell: Administered at each propo- a Captain's career when he is considered to be

nent school for ease of control and administra- fully qualified to assume any company grade
tion of assessment program. branch position, e.g,, completion of OAC and

Assessment Center: Where identification of successful company command or equivalent

-. officer potential and a diagnosis of Individual
officer development needs and training require- Common Core: The set of officer skills, attrib-
ments are determined. utes, knowledge and proficiencies, based on the
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Fundamental Principles of Officer Professional The overall aim of CCBI is to increase the tern-
and Leadership Development that extends po of prudent, sound officer decision making
through all levels of professional development, under stress. The intermediate aims are to teach
The common core provides officers with a pro- officers to learn faster and smarter, overcome
fessional development guide for what he must be, combat skill obsolescence, enhance knowledge
should know and should be able to do, and skill retention and make computers a natural

extension of the officer in peacetime and wartime
Communication; The exchange or flow of in- workplaces.

formation and ideas from one person to another.
The process involves a sender transmitting to a Computer Literacy: The knowledge of what a
receiver an idea, information, or feeling, (FM 22- computer is and the functions it may perform.
100) One who is computer literate has the ability to

Communication/Control Model: A relatively apply computer-related terms, concepts and ca-

new education and knowledge model which seeks pabilities to one's job. Computer literacy skills

to add an interdisciplinary and computer tech- equate to oral and reading skills. The concept of

nology dimension to the existing widely used ed- computer literacy in an education setting is not

ucation theories. For further details, refer to thL simply learning to manipulate a word processor

works of Dr, Doreen Steg referenced in the or spread-sheet nor is it learning how to program

bibliography, a computer. Those tasks are skills-based which
are learned through training, Within an educa-

Computer Assisted Instruction (CAI): Any in- tional context, computer literacy refers to the ca-
struction which uses a computer to manage, gen- pability to use the computer as a tool for gather-
crate or deliver instruction, In the PDOS desired ing, processing and communicating infornation
system it is intended that CAI include: related to the learning process, In an organiza-

a. A data base which is common to and ac- tional setting, it refers to using it for intelligent

cessible by doctrine developers, combat develop- application and amplification of learned knowl-

ers, instructors, units in the field and individuals, edge and skills.

b, Instructional packages which provide to Coordination: Bringing into a common action,
the student an in-depth knowledge or may pro- movement or condition- regulating and combin-
vide information at a refresher or familiarization ing in harmonious action. (FM 22-100)
level, Counseling: Talking with a person in a way

c. Testing packages, that helps that person solve a problem or helps to

d. Teaching aid packages for unit develop- create conditions that will cause the person to

ment programs, improve his behavior, character or values, (FMmentprogams,22-100)

e. Authoring systems Courseware: This term came into use as com-

f, Menu-driven access to above packages puter assisted instruction grew in order to pro-

Computer-Communication Based Instruction vide a distinction between the software programs

(CCBI). The electronic methods component of that control the hardware devices and the soft-

the overall PDOS education and training meth- ware tailored to providing instructional interac-

ods strategy. CCBI places an emphasis on the tions. As it has come to be used, courseware re-

following electronic technologies: fers to the materials of instruction that constitute
applications programs administered by computer

a. Computer Assisted Instruction (CAI) and delivery systems,
Interactive Video Disk (IVD) systems.

Courueware, "Smart": Refers to computer
b. Computer simulations (wargames), courseware aimed at enchancing officer decision

c. Computer teleconferencing, making capabilities. Such courseware will enable
students to work smarter and faster by providing:

d. Artificial intelligence,

e, Strategic planning/futures policy impact a. Good access to relevant knowledge.
analysis tools/aids, b. Ease of computation.

f. information storage and decision tools/ c. Ability to simulate situations that are too
aids. expensive, dangerous, or impossible to observe

g. Knowledge bases, directly.
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As a result of using "smart" courseware, of- Development Period: A phase in an officer's
ficers can focus on concepts, theories, models, career, bounded usually by promotion, during
problem solving and decision making rather than which he acquires a given set of cognitive skills,
on clerical tasks. They can achieve mastery of the operates within specified bounds of authority,
art and science of war rather than just becoming bears a certain level of responsibility and con-
familiar with it. tends with some degree of complexity and uncer-

Cross-Impact: A decision (ie., a human judg- tainty. The development period represents an en-
ment made by an analyst) that an event, were velope of assignments during which we can
to occur in a computer simulation, will cause afunctional area
tccurge in a compurobsbimulation, wil o cause of specific attributes, skills and performance stan-
change in the probability of the occurrence o dards for officers to attain based on the range of
another event or a change in the forecast of the

trend level for a trend. The analyst makes pair- positions they are likely to hold,

wise comparisons of each event on all other Discipline: The prompt and effective perform-
events and on all trends to determine if the first ance of duty in response to orders or the taking of
event in the pair-wise comparison would cause right action in the absence of orders, A disci-
some sort of change in the second event or trend plined unitforces itself to do its duty in any situa-
in the comparison, The cross-impact of an event- tion. (FM 22-100).
on-another-event has the effect of increasing or
decreasing the probability of the occurrence of Education: This involves how to think and de-
the impacted event should the impacting event ride and the learning of new concepts. The result
actually occur In a computer simulation, The is the development and growth of the mind. A
cross-impact of an event-on-a-trend has the effect product of education is the acquisition of in-
of increasing or decreasing the level of the trend sight-an understanding of the meaning of con-
line should the impacting event actually occur in cepts; an understanding of how to articulate one's
a computer simulation. The cross-impact data intent and frame of reference; an understanding
are entered into the INTERAX computer model of contexts. The distinction between training and
along with event probabilities and trend levels, education is important in that it permits a com-

parison of present with future needs for the Ar-
Cumulative Probability: The increasing my. This distinction underlies the general thrust

probability that an event will occur prior to a of Annex P.
given year-as opposed to an "interval probabili-
ty" which is the probability that an event will Education and Training Methods: Those meth-
occur during a specific year. ods which should be emphasized in order to sup-

port the individual officer, units and organiza-
Defense Language Attitude Battery (DLAB): A tions and unit and school mentors in performing

test which determines if an individual has the their professional development roles during each
ability to learn a Foreign Language. development period,

DELPHI: A technique used to obtain collec- Esprit: The spirit, soul and state of mind of
tive opinion among a group of experts while at the unit, It is the overall consciousness of the unit
the same time attempting to prevent forceful which the soldier identifies with and feels a part
group members from dominating the discussion of, (FM 22-100),
and stifling the contributions of other group
members. A decision maker sends a question- Ethics: Rules or standards that guide individu-
naire or set of issues to experts; they respond; als or groups to do the moral or right thing. A
they return their responses which are consolidat- code of ethics is a set of moral principles or val.
ed at a central location; and the analyst returns ues. (FM 22-100).
the aggregate of responses to the experts for a Evaluation: Judging the worth, quality or sig-
second round of responses. This process contin- nificance of people, ideas or things. (FM 22-100)
ues until the decision maker who is asking the A systematic process of determining the effec-
questions is satisfied with the responses, The tiveness of educational endeavors in light of evi-
DELPHI technique employed by the PDOS Fu- dence. It includes appraisal of achievement, diag-
tures Team involved two rounds: A "question- nosis of learning and assessment of progress.
naire" round (see Appendix 3, Annex II for a PDOS specifically intends evaluation to be part
copy of the DELPHI questionnaire), and a "con. of either the formal evaluation system (i.e., OER)( ference" round at which respondents were of- or the selection process.
fered the opportunity to change their original re-
sponses after there was group discussion on those Event: A statement that something occurs at a
questions for which there wa4 large disagreement. specific point in time (as opposed to a "trend"

C-3

'- . . . .. .. , * .. .. .. . . . N"A" "> '' '



which is a statement that something has specific mean? What is important in this situation? In-
direction or :aovement). In the INTERAX pro. sight cannot be taught directly, but can be in-
wess, an event has a set of cumulative probabili- duced by well educated, experienced faculty, us-
ties o' oc.currence throughout the length of the ing appropriate teaching methods. Generally, a
model. For each event in the PDOS INTERAX product of education rather than of training.
model, there are 20 cumulative probability esti-
mates for each year from 1984 through 2025. gknowl-

edge model which has been widely used in some
Frame of Reference: The officer's breadth of education situations but not in general in the

perspective, a measure of his capacity to under- American education system.
stand things and to assert control over them. The INTERAX: The acronym for the, futures re-
frame of reference is the sum total of an officer's search process developed by Selwyn Fnzer, PhD,
understanding of himself, his role, his organiza- Associate Director, Center for Futures Research,
tion, his subordinates and the cause and effect in University of Southern California. The acronym
the flow of events around him, all of which deter- INTERAX stands for "tnteractive Analysis for

mine his capacity for proactive control of his en- Strategic Planning," INTERAX includes three
vironment, his ability to deal with uncertainty parts-
and romplexity and his perspective in terms of
time. a. A "system model" defined by the univere

of events and trends and their nominal data.
Futures Reseach: A discipline concerned with

the study of alternative futures. It treats long- b. A "cross-impact model" defined by the

te,-n forecasting as an open-ended analytic prob- cross-impacts of events-on-events and events-on-

lem and seeks to better understand the issues, the trends.

stakeholders and the uncertainty of the future c. A "policy analysis" component which are
from both controllable arid uncontrollable forces. the action-responses by decision makers or ana-
Some key features of the futures research ap- lysts to the "flow" of evants and trends in a com-
proach are: puter simulption.

a. It is s learning process. INTERAX Process: A term used throughout
this document to describe the collective use of

b. It explicitly includes uncertainty, the components of INTERAX.

c. It always includes time as an explicit Knowledge: 1nformation, data, facts, theories,
variable, concepts. The factual basis of any course of learn-

ing. Answers the question: What sh'.uld I know?
d. It seeks "robust" solutions (ones which May be achieved by many learning methods.

remain favorable over prolonged periods and Knowledge is highly perishable if not used
under a wide variety of scenarios), routinely.

e. It is always part of a continuing procesa. Leadership That Implements: Communicating,
coordinating, supervising and evaluating. (FM

Gestalt Based: A school of thought which af- 22-)00)
firms that responses to experiences are based on
an unanalyzable whole rather than on specific Leadership That Motivates: Applying the prin-

elements of a situation. ciples of motivation, teachiný, coaching and
counseling. (FM 22-100)

Human Nature: The common qualities of all Leadership That Provides Direction: Goal set-
human Iings. (FM 22-100) ting; identifying, analyzing and solving problems;

Impression/Behavior/Role Modeiw: Theoretical decision making; and planning. (FM 22-100)

education and knowledge models which form the MEL 4 Distribution Plan: A distribution plan
basis for a majority of the Army's post-commis- developed at HQDA which defines a specified
sioning service school training, minimum allocation of officers possessing a Mili-

tary Education Level (MEL) 4, or Command and
"Iusight: Ideas and thoughts derived internally Staff College level education, commensurate with

fmrm an ability to see and understand clearly the established priorities.
••ature , things. A necessary part of making ep
judgments, of deciding, of "putting it all togeth- Mentor. A l~ader involved in developing
er," "of being awae," of wisdom and far-sighted- (through education, socializing and training) an
ness. Answers the question: What does this individual by being for that individual a role
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model, teacher, coach, advisor and guide. A specialty at the intermediate level and to contin-
school faculty mentor has the additional respon- tie the broadening and deepening of his profes-
sibilities of writing doctrine and developing sional military education; performed at the cap-

Scourses and courseware. tain level.

Military Leadership: The process by which a MQS IV and V: Provides the officer with the
soldier influences others to accomplish the mis- skills and knowledge to acquire the fundamentals
sion. He carries out this process by applying his of Army and Joint staff procedures and expand
leadership attributes (beliefs, values, ethics, char- their basic knowledge of the doctrinal basis for
acter, knowledge, and skills). (FM 22-100) combined arms employment; performed at the

Military Qualification Standards (MQS): An major and lieutenant colonel level.

Army-wide officer training system that identifies MQS Manuals: Common or specialty task
the skills and knowledge which officers must ac- manuals. They provide a set of standardized
quire in order to perform his duties effectively. It tasks, common and branch specific, that explain
involves the officer, his commander and the serv. the "why, what, who, where, when and how" for
ice school in his professional development, each task.

Military Technician: Excepted service employ- Multiple (Composite) Scenarios: A set of sce-
ees of the Reserve Components who provide full- narios run during a single computer simulation
time nupport to units of those components and generated from a single random number. The
who must be members of the supported RC unit, PDOS Futures Team ran nine sets of multiple

Mili1tury Tasks: Those tasks and skills in (composite) scenarios each of which contained 25Mlll~ryTass: hos tass ad sill in scenarios. The resulting graphs of the trend lines
which an officer must be proficient during his show three lines for euch trend: an outline of the

career. They describe standards one must attain upper-limit which a single scenario (of the 25

to be able to perform successfully now and in the scerios) c ase ta enanio of the
immediate future, scenarios) could have taken, an outline of the

iMmodiate f Atuue flower-limit and an outline of the average.

Monte Carlo: A technique for randomly select- Nominal Data: The cumulative probabilities
aing whether an event occurs or does not occur in for events and forecast of trend levels for trends
pa trial run of a computer simulation. In the comn- generated by the "experts" and placed in the IN-
.puter program ofwthe INTERAX, this process c- TERAX model. The nominal data i3 referred to
curs to determine which set of events are picked as the "system model" in the INTERAX (see the
in order to create an alternative futures scenario. definition for INTERAX, above).

Moralet The mental, emotional and spirituat OPMD Managed Officers: Officers who are
state of an individual. It is how a soldier managed by the Officer Personnel Management
feels-happy, hopeful, confident, appreciated, or Directorate, US Army Military Personnel Center.
worthless, sad, unrecognized, depre,;sed. High
morale strengthens courage, energy and the will Performance Measure.: Trends in an INTER-
to fight. (FM 22-100) AX model which are considered as measures of

the performance of the decision maker's system/Motivation: The combination of a person's de- organization/future.
sire and ener3y directed at achieving a goal. It is
the cause of action. Infiuenicing people's motiva- Physical Confidence and Health: Vigorous, de-
tion means getting them to want to do what you manding physical activity, physical well-being
know must be done. (FM 22.100) and the self-confidence engendered by regular

SI: Provides the officer with the military physical activity regardless of age. Physical confi-MQS IPrvdsteofcrwtthmiiay dence also enhances the self-image.

skills, knowledge and education which are re-

quired of an officer to embark upon a successful Policy: A set of events in the PDOS INTER-
career in the US Army. Performed at pre. AX model which reflect the specific implementa-
commissioning. tion of PDOS-recommended policies.

MQS 11: Provides the officer with the skills Policy Impact Analysis: A systematic way to
and knowledge for inritial branch qualification examine possible future impacts of policies and
and to continue to broaden and deepen his pro- their interactions.
fessional military education performed at the Practiced, Practical Judgement: An ability to

(. determine the vital from the unimportant, the
MQS III: Provides the officer with the skills immediate from the casual and truth from decep-

and knowledge to qualify those officers in his tion. It is improved by experience.
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Professional Army Ethic: The basic profession- narrative of the simulation as interpi-eted 'oy an
al beliefs and values that should be held by all analyst.
soldiers: loyalty to the ideals of the Nation, loy-
alty to the unit, personal responsibility and self- Skills: kbilities which can be developed and
less service. (FM 22-100) are manifested in specific levels of performance.

They may not be manifested in the "potential" to
Professional Development (PD) ROADMAP: do other or higher levels of performance. Are

Describes and provides guidance for the officer's developel through learning so as to manipulate
professional development, factual knowledge. Answers the question: What

should I be able to do? Categories of skills
Professional Development Periodicau: Pub- include:

lished news and policies affecting all officers to

include policy changes, board dates, zones of a, Information-retrieval skills-reading, re-
consideration and changes in the "Common searching, hearing,
Core."

b. Communication skills--writing, speaking,
Professional Military Education (PME): A using languages.

portion of MQS I which requires an individual to
complete one undergraduate course from each of c. Technical and tactical skills- perform-
the following designated fields of study: Written ance within a specific activity; e.g., map reading,
Communications, Human Behavior and Military marksmanship.
History. Also, it vonsists basically of a reading d. Htuman relationship skills-the ability to
program composed of selected items from vari- work effectively as a group member and to build
ous sources, cooperative efforts within a team,

Random: Of or designating an event having a e. Leadership skills (e.g., counseling).
relative frequency of occurrence that approaches
a stable limit as the number of observations of f. Analytical and conceptualization
the event increases to infinity. A random number skills-problem identification, problem solving,
generator is used by the INTERAX computer decision making, planning, estimating the situa-
program to determine if an event has. occurred tion, synthesizing, inducing, structuring, systems
during a given time period. If the random num- analyzing, These skills vary at different cognitive
ber is equal to or greater than the probability of levels.
the event, the event is deemed to have occurred
by the computer. Soldier: A man or woman serving in an army;

member of an army; a person of military experi-
Reserve Components: Army National Guard of ence or military skill; a person who works for a

the United States and the United States Army specified cause; a skilled warrior; a militant lead-
Reserve. er, follower or worker.

Scenarios: Alternative futures generated by the Stress: Pressure or tension; any real or per-
INTERAX computer model. ceived demand on the mind, emotions, spirit or

School Year (SY)/Academlc Year (AY): A peri- body. (FM 22-100)
od normally incompassing two semesters or Suppress: To prevent an event from occurring
equivalent. Vacation periods and summer ses- during an INTERAX computer simulation.
sion are not normally included.

sion arenotnormally Ancluded. Nc eSystem-Wide Issues: The name given by the
Simulation- An INTERAX computer run PDOS Study Group to a concept (e.g., "warriorwhich generates either single or multiple scenari- spirit," "art and science of war") that was not

os (alternative futures). peculiar to a particular Development Period

Single-Minded Tenacity: An imaginative, driv- (e~g., Development Period: Captain). The analy-

ing intensity to accomplish the mission using mis of these issues provided the threads to weave
everything that was available or could be created, the fabric that ties the desired Officer Profession-

al Development System together. A specific sys-
Single Scenario: A single alternative future tern-wide issue was treated as a trend (specifical-

generated by the INTERAX computer model ly, a performance measure) in the INTERAX o
which lists events and the year in which they model. The nominal trend value was given as
occurred plus a list of trends as modified by the "1.00" from 1984 through 2025 by Futures Team

occurrence or non-occurrence of events during analysts and was cross-impacted by selected
the simulation. The scenario may also contain a events.
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Supervision: Keeping a grasp on the situation Troop Program Units: Organized units of the
and ensuring that plans and policies are imple- ARNO and the USAR.f mented properly. (FM 22-100) Values: Ideas about the worth or importance

Teaching: Creating the conditions that cause of things, concepts and people. They come from a
someone to learn and develop. Coaching, coun- person's beliefs. (FM 22-100) Includes attitudes
seling, rewarding and taking disciplinary mea- toward professional standards such as duty, in-
sures are all part of teaching. (FM 22-100) tegrity, loyalty, patriotism, public service, taking

care of one's subordinates, accomplishing the
Terrain Sense: The ability to quickly, almost mission, Answer the questions: What do I be-

intuitively, tactically judge terrain. lieve? Where do I draw the line? Values, like
insights, must be derived by the individual, per-

Titofaperson, Ay perstinuishi nuality trharacther sonally, if values are to have meaning, Values
istic of a persan, A person demonstrates that he may be derived, induced or precipitated by
possesses a trait, such as moral courage, by con- knowledge about values, their importance to pro-
sisterntly behaving in a morally courageous way, fessionalism and the statements and behaviors of
regardless of the situation, For a trait to be devel- others (specifically mentors) about personal com-
oped in a person, the person must first believe in mitment to values.
and value that trait, For example, before a person
can have moral courage, he must believe in and Validate: To verify that the desired goal and
value moral courage. Therefore, moral courage objective have been achieved.
must be a belief and a value for a person before it Validating Officer: The officer designated by
can become a trait of that person. (FM 22-100) the certifying officer that validates specific re-

Training: Yields skills for performing duties in quirements of MQS, This is usually the officer's
specific work assignments. Teaches individuals commander or immediate supervisor,
how to do something, Learning some specified Wan&or: A person engaged in or experienced
pattern of behavior. It transmits past experience in war, warfare or battle; a fighting man; soldier,
or "known" knowledge, serviceman, military man; brave fighting man,(i Transition Point: The time between develop-
ment periods when an officer, having completed Warder Spirit: The state of mind and
one phase of duties, prepares for the next in preparedness required of each officer which
which his frame of reference must be broader if blends all the physical, mental, moral and psy-
he is to perform successfully, Transition points chological qualities essential for an officer to suc-
imply the need to expand an officer's frame of cessfully lead the Army in its mission of protect-
reference through intensive education or training ing the Nation.
before he enters the new development period.

Trend: A statement that something has specif- Abbrevistions:
ic direction and movement (as opposed to an ACQ Active Component.
"event" which is a statement that something oc- ACS: Advanced Civil Schooling.
curs at a specific point of time), In the INTER- ADP: Automatic Data Processing.
AX process, a trend has a set of forecasted levels AFSC: Armed Forces Staff College.
which indicate a shift from an assumed value for AG: Adjutant General Corps.
1984 (in the PDOS INTERAX model). The val- AGR: Active Duty Guard/Reserve.
ues can be n ambers from real data (eg., popula- AMSP: Advanced Military Studies Program.
tion figures); they can be a "multiplier" which ARNG: Army National Guard.
can be used later when real data can be found ARPERCEN: Army Reserve Personnel
(e.g., "1.00" for 1984 and shifts from 1.00 Center.
throughout the rest of the years in the model); or ASI: Additional Skill Identifier.
they can be set as an "index" of 1,00 throughout ATR: Annual Training Requirement.
the entire model and then cross-impacted by so- AV: Aviation Branch.
lected events to show shifts as a result of those CAI: Computer Assisted Instruction.
event occurrences or non-occurrences (e.g., Army CAS3: Combined Arms and Services Staff
esprit de corps is a trend in the PDOS INTERAX School.
model which has a nominal forecast of 1.00 CGSOC: Command and General Staff Of-
throughout the model; it is, however, cross-im- ficers Course.
pacted by selected events and would appear as COMP: Comptroller.
shifted in a given scenario). CM: Chemical Corps.
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CSA: Chief of Staff, Army. OPSEC: Operations Security.
CSC: Command and Staff College; a broad ORSA: Operations Research and Systems

term used to describe Command and General Analysis.
Staff College and institutions which produce a OTEA: Operational Test and Evaluation
Military Education Level 4 status, Agency.

EAC: Echelons Above Corps. OTRA: Other Than Regular Army,
EPMS: Enlisted Personnel Management PA: Public Affairs.

System. PD: Professional development.
EPDS: Enlisted Professional Development PDOS: Professional Development of Officers

System. Study.
PAO: Foreign Area Officer. PER MGMT: Personnel Management.
FI: Finance Corps. PMC: Program Manager Course.
Field Grade Officer'. The grades of major and PPBES: Planning, Programming, Budgeting

lieutenant colonel, and Execution System (US Army version of
FD: Force Development. PPBS).

MrS: Full-Time Support. PPBS: Planning, Programming and Budgeting
IMA: Individual Mobilization Augmentee, System (DOD System).
INV: Inventory, P & P: Procurement and Production.
IR: Individual Ready Reserve. QM: Quartermaster Corps,
LEDC: Logistics Executive Development Quality: A trait or characteristic of a person

Coulse, (FM 22-100).
MEL 4: Military Education Level 4; comple. RC: Reserve Components (i.e., US Army Re.

tion of the Command and General Staff College serve and National Guard).
or equivalent, RETO: Review of Education and Training for

MI: Military Intelligence Branch, Officers.
MILPERCEN: Military Personnel Center. SC: Signal Corps.
MP: Military Police Corps, SIGSEC: Signal security.
MQS: Military Qualification Standards, SP OPNS: Special Operations.
MUSARC: Major United States Army Re- TC: Transportation Corps,

serve Command, TDA: Table of Distribution and Allowances;
NGB: National Guard Bureau, generally, organizations designed by field com.-
NUC WPN: Nuclear Weapons. mands to perform specific functions.
OCAR: Office of the Chief Army Reserve. THS: Transient, Holding, School.
OD: Ordnance Corps, TOE: Table of Organization and Equipment;
OAC: Officer Advanced Course. generally refers to "line" units; field units; units
OBC: C .cer Basic Course, with a wartime mission,
OPDS: f ricer Professional Development TPU: Troop Program Unit.

System. TWI: Training With Industry.
OPMS: Officer Personnel Management USAR: United States Army Reserve.

System.
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