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FOREWORD

The U.S. Army Research Institute for the Behavioral and
Social Sciences (ARI) and the U.S. Army John F. Kennedy Special
Warfare Center and School (USAJFKSWCS) at Fort Bragg, North
Carolina, have established a research program to address manpower
and personnel needs of Special Forces (SF). One of the early
research outcomes recommends exploration of informed decision
models in SF recruiting. This particular project identifies the
information that will be most useful for enlisted soldiers decid-
ing whether or not to pursue a career in SF.

The Leadership and Organizational Change Technical Area of
ARI’s Manpower and Personnel Research Division conducted the
research as part of the advanced development program. Support
for this effort is documented in a June 1991 Memorandum of Agree-
ment between the U.S. Army Special Operations Command (USASOC)
and ARI. The findings contained in this report were briefed to
USASOC and USAJFKSWCS staff in April 1993. The findings are also
being used to develop a prototype SF information booklet for SF

recruiting purposes.
EDGAR M. JO%

Director
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INFORMATION NEEDS OF ENLISTED SOLDIERS WHEN MAKING A SPECIAL
FORCES CAREER DECISION

EXECUTIVE SUMMARY

Requirement:

The requirement was, first, to identify the kinds of addi-
tional information enlisted soldiers need when considering a
Special Forces (SF) career. The authors reviewed data confirming
that information gaps exist and identified key areas in which
information could be more comprehensive or realistic. A second
aspect of the requirement was to suggest ways to help soldiers
make better-informed career decisions.

Procedures:

The approach was to integrate research findings from several
existing and new data sources relevant to SF recruiting proce-
dures and experiences, career decision factors, and characteris-
tics of the SF soldier and his job. The authors examined exist-
ing survey data and findings from SF recruiters and new SF
recruits to identify current information gaps. In addition, they
conducted structured interviews and/or surveys with enlisted SF
soldiers, SF wives, and commanders and staff within the SF commu-
nity to determine the specific information that recruits need.

Findings:

The authors determined that SF job information needs
improvement in four key areas: family issues, Military Occupa-
tional Specialties (MOS) and SF Group assignment procedures,
training and preparation, and SF missions and activities. They
suggested ways to address the information gaps in these areas and
proposed an outline for an information booklet that could serve
as a realistic job preview.

Utilization of Findings:

The U.S. Army Research Institute for the Behavioral and
Social Sciences (ARI) is developing a prototype information
booklet based on the findings of this report. The booklet will
provide realistic, comprehensive information about SF to prospec-
tive recruits and may also support SF recruiter training.
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INFORMATION NEEDS OF ENLISTED SOLDIERS
WHEN MAKING A SPECIAL FORCES CAREER DECISION

INTRODUCTION

Background

The U.S. Army Research Institute (ARI) recently conducted a
research needs analysis for the U.S. Army John F. Kennedy Special
Warfare Center and School (USAJFKSWCS). The analysis, which
focused on Special Forces (SF) manpower issues, identified SF
recruiting as an area where systematic research could provide
particularly useful information (Brooks, 1991).

Research on SF recruiting was considered important for
several reasons. Recruitment is the first stage in the process
of selecting, training, and retaining the quality soldiers needed
to perform the demanding and increasingly important missions of
SF. Because the Army is downsizing at nearly all levels,
concerns arise about the ability to obtain a large enough
applicant pool from which to select the high-quality soldiers
needed for SF. Another concern is that future SF applicants may
be less motivated and less committed to SF. This stems from the
perception that soldiers may volunteer for SF, which is
relatively insulated from the pressures of downsizing, simply to
stay in the Army.

ARI's initial research efforts in recruiting included an
examination of enlisted soldiers' SF career decision processes.
An important finding was that candidates who perceive they know a
great deal about what to expect in SF are more committed to the
goal of joining SF. Moreover, research in the civilian sector
suggests that recruits who have realistic, detailed information
about a prospective job are more committed and satisfied as
employees and have lower turnover rates (Wanous, 1977; 1980).
Suggested reasons for these positive effects are that the
information 1) "vaccinates" the employee from dashed hopes once
on the job, and 2) discourages less-committed recruits from
applying for or accepting the job.

Although there is reason to expect that realistic job
information is related to positive effects among SF recruits, a
recent analysis of SF recruiting proceduires (Herd & Teplitzky,
1992) indicated that SF recruiters often lack specific knowledge
about life in SF. 1Instead, they tend to focus their efforts on
providing information about SFAS and application procedures.
Although they can provide a good overview of SF missions, duty
stations, areas of operation, promotion rates, and military
occupational specialties (MOS), recruiters reported not having
sufficient information to answer all of the recruits® questlons.
In particular, they lack information on day-to-day life in SF and
family-related concerns.




The underlying assumption of this research was that recruits
who have comprehensive, realistic information about SF will be
better able to decide if they are suited for a career in SF.

Good career decisions are a2xpected to result in well-adjusted SF
soldiers. Although the present study focuses on active duty,
enlisted soldiers, m¢ .y of the findings also pertain to active
duty officers who are considering SF. In fact, the end product
of this effort, a recruiting booklet for enlisted soldiers, could
provide a model for developing officer recruiting materials.

. t Research

The present research had two purposes. One was to identify
the kinds of additional information soldiers need when
considering an SF career. This report reviews the data
confirming that information gaps exist and identifies key areas
in which information could be more comprehensive or realistic.
The other purpose was to suggest how we can help soldiers make
better-informed career decisions. We discuss the use of a
realistic job preview, in booklet form, and suggest a topical
outline. In a follow-on report, we will present a prototype
booklet for USAJFKSWCS's consideration.

APPROACH

Our approach was to integrate findings from several existing
and new data sources relevant to SF recruiting, career decision
processes, and characteristics of the SF soldier, his job, and
his professional lifestyle. Key sources of existing data were
surveys administered to five SFAS classes in FY91 and FY92. Data
were available from 555 active duty, enlisted soldiers from two
FY91 classes (8-91 and 502-91) who responded to questions about
information sources, information adequacy, and reasons for
joining SF (see Appendix A for survey items). Another 741 active
duty, enlisted soldiers from three FY92 classes (2-92, 3-92, and
4-92) responded to survey items about family concerns and other
recruiting issues (see Appendix B).

The existing survey data and earlier findings pertaining to
SF recruiting (Herd & Teplitzky, 1992) were examined in light of
the current study's objective of identifying gaps in the job
information available to SF recruits. In addition, we conducted
interviews with 56 soldiers currently in SF and 26 wives of
soldiers in SF. The interviews were primarily designed to gather
general information about daily life in SF. For example, we
asked respondents about the types of missions they perform most
frequently, the types of jobs they have held, the amount of
travel and time away from home they have experienced, and the
general activities they engage in when deployed and in garrison.
We also asked interviewees what prospective SF soldiers and their
wives need to know about SF before deciding whether or not to
join.




In conducting the soldier interviews, we ensured nearly
equal representation from the five Active Component SF Groups.
We interviewed wives of enlisted and officer SF personnel on an
"as-available" basis. Tables 1 and 2 show pertinent
characteristics of the interview participants. Appendices C and
D contain the interview formats for soldiers and wives,
respectively.

Table 1

Sample Characteristics for the SF Soldiers Interviewed

SF Group Assignment Number Percent
1sT 11 20%
3RD 13 23%
5TH 10 18%
7TH 12 21%
10TH 10 18%
Total 56 100%
Adge

Mean= 32 Years
Range= 26-44 Years

Rank Number Percent

SGT 4 7%
SSG 12 21%
SFC 27 48%
MSG 5 9%
SGM/CSM 2 4%
WO _6 11%

56 100%

3




Table 2

Number and Percent of Wives by SF Group

SF Group Number Percent
1ST 3 11%
3RD 6 23%
5TH 1 4%
7TH 2 8%
10TH 14 54%
Total 26 100%

We also nterviewed commanders and staff from USAJFKSWCS and
the 3RD, 7TH, and 10TH SF Groups, and talked to five soldiers
responsible for making SF personnel decisions at the U.S. Total
Army Personnel Command (TAPC). The TAPC interviewees were able
to describe not only SF career pattnrns and assignment practices,
but also their SF experiences from previous assignments in the
various SF Groups.

Finally, we had an opportunity to administer surveys to 82
soldiers currently in SF. Twenty-eight (34%) of these soldiers
were in 3RD Group, and 54 (66%) were in 7TH Group. Items on this
survey asked current soldiers to report the information sources
that were influential in their SF career decisions and to
retrospectively report gaps in their information during their
decision process. Additional items addressed the soldiers'
satisfaction with and commitment to SF. Survey questions were
very similar to the types of questions that were asked during the
enlisted soldier interviews. Appendix E contains the SF soldier
survey.

FINDINGS

Recruits' Information Sources

Survey responses show that the vast majority of recruits
actively seek information about SF and SFAS (see Figure 1). The
most commonly used sources of information about SF are SF
recruiters and friends in SF (see Figure 2).

Nearly half of the SFAS candidates reported using SF
recruiters as an information source either "moderately" or "a
lot". However, from ARI's earlier analysis of SF recruiting
procedures (Herd & Teplitzky, 1992), we know that SF recruiters

4




Actively Sought Information

Not At All Some Considerable/Greatly

B About SF ] About SFAS

% of SFAS Candidates Reporting Actively Seeking Information During the Decision Process

Figure 1. Percentage of recruits who reported actively seeking
information about SF and SFAS during the decision process.




Sources Of Information

% Who Reported Using the Source
Moderately/ A Lot

H
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10%—7 .. . ..................
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0% I 1 L I 1 1 i o

Recruiter SF Friends Movies People Famity Ads Reen. NCO Other
in Unit

Figure 2. Percentage of recruits who reported using various
information sources to learn about becoming SF-qualified.




view their primary role as facilitating the SFAS application
process. Because SF recruiters are typically not SF-qualified
and have no firsthand knowledge, many do not feel comfortable
providing information about SF activities. In fact, many
recruiters indicated they would like to know more about SF.

Recruiters reported that questions centering on family
issues, deployment schedules, permanent change-of-station (PCS)
moves, and time spent in the field surface repeatedly among
recruits. Most recruiters reported having standard answers to
these questions. However, across recruiters, the responses to
some questions vary greatly. SF recruiters also tend to have a
sales perspective when interacting with recruits, which has the
effect of limiting the amount of realistic information provided
about the potential negative aspects of SF.

Friends in SF are the next most commonly used source of
information. Over 45% of recruits reported using SF friends
either "moderately" or "a lot" as a source, and such friends had
a relatively high degree of influence in the decision to apply.
Although friends in SF can provide recruits with good
information, many candidates (39%) reported knowing no one in SF
(see Figure 3). These recruits, and possibly others who never
complete the application process, are thus unlikely to have
access to the firsthand information that SF soldiers can provide.
Moreover, about one-third of the people who did have friends in
SF were limited to one or two acquaintances. Reliance on the
unique experiences of one or two people in SF also invites a
biased perspective.

We also found that movies were reportedly used "moderately"
or "a lot" as an information source by over 30% of SF recruits
(see Figure 2). To the extent that movies tend to glamorize the
life of an SF soldier, their information content is likely to be
unrealistic, slanted, or at best incomplete.

Thus, although recruits appear to make a good effort to
obtain information about SF, they are somewhat constrained. We
would stress that good information is not always readily
available and that the sources that recruits tend to use may not
provide complete, realistic, and accurate information.




# of People Recruits Know in SF
% of Recruits Reporting the # of People They Know in SF

None
39%

1-2
22%

5 or more
3-4
11% 28%

Figure 3. Number of people in SF that recruits report knowing.
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it cruits' tion

The data suggest that a substantial number of soldiers make
their SF career decisions without adequate or accurate
information. Evidence that recruits need better information
about SF comes from ratings of information adequacy and
consideration of known sources of information and influence in
recruits' decisions.

Among the SFAS candidates surveyed, just over half (54%)
agreed that they knew a great deal about what SF is all about,
and 11% disagreed. On other items, 23% indicated they were not
able to get all of the information they needed from the SF
recruiter, and 16% indicated they were not able to get the
information from other sources. 1In addition, about 15% of the
candidates responded to an item that asked them what "major
questions or concerns" they still had about SF. We note,
however, that these survey respondents were still in SFAS and not
in the best position to know what key pieces of information they
might be missing.

Experienced SF soldiers, on the other hand, have had a
chance to compare their initial expectations to reality in SF.
It is noteworthy that almost half (48%) of all SF soldiers
surveyed reported that the information they had at the time of
their decision was less than adequate (see Figure 4). (Soldiers!
specific responses to the question, "What do you wish you had
known?" can be found in Appendix F.) SF commanders, cadre, and
personnel administrators who regularly come into contact with
prospective SF soldiers also report that many candidates seem to
have unrealistic expectations and/or unanswered questions about
SF.

The data also suggest that wives, although influential, may
not be well informed. Many recruits (43%) in SFAS reported not
being committed to joining until after they had discussed the
decision with their wife or girlfriend. Previous research on
Army families also has :hown that Army spouses have considerable
influence on the goals, attitudes, and career intentions of
soldiers (see, for example, Griffith, Rakoff, & Helms, 1992). In
our sample, however, wives had limited involvement in information
gathering. Analyses of SFAS survey questions indicated that very
few wives (6%) attended a recruiter's briefing, and only 10%
talked directly with an SF recruiter. Only 31% of soldiers
reported that their wives had the opportunity to talk with SF
soldiers or wives. Most soldiers (88%) reported that their wives
thought they had adequate information. However, many of the
experienced SF wives that we interviewed reported significant
gaps in their understanding at the time of recruitment,
particularly with regard to farily issues.




Adequacy of Information About SF

At the Time of Decision
Current Soldiers' Ratings

Adequate
52%

Inadequate
18% Somewhat Inadequate

30%

Figure 4. Current SF soldiers' perceived adequacy of the
information they had at the time of their decision.
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Advantages of Adequate and Realistic Information

Data from the soldier surveys suggest that adequate and
realistic information at the time of recruiting is related to
later satisfaction with one's SF career. Soldiers who reported
having had less than adequate information when they were making
the decision to join were more likely to be dissatisfied with
“life as an SF soldier" (r=.24). Satisfaction was also related
(r=.35) to the extent to which soldiers had realistic
expectations when they joined SF. Figure 5 shows the percentage
of soldiers indicating they are satisfied with life in SF as a
function of perceived information adequacy at recruitment, the
realism of their expectations at the time they joined, and their
perceived likelihood of rejoining if they were to make the
decision now.

Overall, the majority of soldiers (67%) indicated they were
satisfied or very satisfied with life as an SF soldier. However,
as shown in Figure 5, only 57% of soldiers who perceived they had
inadequate information at the time of their decision are
currently satisfied, compared to 71% of the soldiers who had
adequate information. Moreover, of the soldiers who reported
having unrealistic expectations, only 38% are currently satisfied
in SF. 1In contrast, 87% of the soldiers who entered with
realistic expectations are satisfied.

11




% Satisfied With Life as an SF Soldier

% Satisfied

Orow M High
100% 7 g

80%| . A b
60% - ;A - ........ .......

40%|"

20%| " [

info Adequacy Realism Would Rejoin

O,

Note: Figure indicates the % of current SF soldiers in sach category
who are, overall, satisfied with life as an SF soldier.

Figure 5. Percentage of soldiers who are satisfied with their
life in SF as a function of low and high levels of: Perceived
information adequacy at the time of decision, realism of their
expectations, and likelihood of rejoining.
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iti ion Could Be roved

Our analyses suggested four critical areas for information
improvement

. family-related information

. SF Military Occupational Specialty (MOS) and Group
assignment processes

. training and preparation

. SF missions and activities.

These areas were identified because of their importance to the
prospective recruit, and because a variety of evidence suggests
that they are not covered as fully as they might be during
current recruiting procedures.

Family-related information. In SFAS classes 2-92, 3-92, and

4-92, 56% of the candidates were married, and an additional 14%
were engaged (see Figure 6). Importantly, 53% of the
married/engaged respondents, and 46% of all respondents, reported
considerable or very great concern about the impact SF would have
on family life (see Figure 7). When asked, "What are the major
questions or concerns you have about SF?", about 15% of them
responded, and family-related concerns were cited most
frequently. Sample responses included: "Where my family will
fit in"; "Time away from family"; and "Family support groups".

SF recruiters also reported that family-related concerns are
among the most frequently asked questions (Herd & Teplitzky,
1992). 1Included among these questions are the following: "Is
the divorce rate in SF really high?"; "How much time in SF is
spent away from home?"; "Where will my family be when I am in the
Qualification Course?"; and "Does my wife go with me to all the
schools in SF?%,.

13




Recruits' Marital Status

Married
56%

Engaged Not Married
14% 30%

Figure 6. Marital status of SF recruits.
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To What Extent Are You Concerned
About the Impact of SF on Family Life?

B Married/Engaged [-1Overail

60%

50%

40%

30%

20% S

OO

Not At All A Little/Some Consid/Very Great

Figure 7. Extent to which recruits report concern about the
impact that SF will have on their family life.
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It was clear from interviews with recruiters that there is
little agreement on how these questions should be answered. For
example, recruiters differ in the estimates they give of time
away from home. Most recruiters reported telling soldiers that
they can count on being away a total of six months out of the
year. Others tell soldiers that they will be gone less than if
they were in traditional combat units, while others say there is
no way of knowing. Recruiters also varied in the nature of their
general response to family concerns. Many invited wives to the
SF recruiting briefings. On the other hand, a few recruiters
said they often responded to family concerns by asking soldiers,
"Who runs your life, anyway...you or your wife?".

Our interviews with experienced SF enlisted soldiers and
officers confirmed that there are important gaps in family-
related information. For example, SF soldiers' advice to
prospective volunteers often pertained to family considerations.
SF soldiers most often said that they would advise a recruit to
consider the potential for long deployments and to discuss the
decision with his wife. Some stressed that families need to be
aware of short-notice separations where, for example, there is a
one-week or less notice of a lengthy deployment. Wives also need
to be prepared for a lack of information regarding missions and
deployment locations when secrecy is required. Other comments
focused on the importance of the wife's commitment to SF.

Of the SF wives interviewed, 63% indicated they were
satisfied, overall, with their lives in SF, and most were
supportive of their husband's career choices. Many wives,
however, reported unrealistic expectations or insufficient
knowledge about SF. The greatest surprise and area of adjustment
reported by nearly every wife pertained to the amount of time the
husband was away from home. As one wife put it: "It's hard to
imagine that you can adjust to having your husband be away so
much if you've never had that experience." Even wives whose
husbands were often gone in their previous units (e.g., Ranger,
Airborne, or Infantry units) reported that the varying lengths of
separation made for difficult adjustment. A related comment
mentioned by nearly every wife pertained to the "dual life", or
different roles the wife experienced depending upon whether her
husband was deployed or at home. Most wives spoke of stress when
making the transition between these roles.

Another surprise reported by most wives was that their
husbands often preferred to be away from home because they loved
their jobs so much. In addition, many wives had not expected
their husbands to grow so close to their fellow team members.
They had not realized the amount of time that their husband would
spend with the team even while in garrison.
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Many wives spoke of the characteristics required to be
successful as an SF wife. Among these characteristics,
independence, self-sufficiency, and flexibility were mentioned
most. When asked what advice they would give to wives of
soldiers considering SF, many wives stressed the importance of a
basic understanding of SF missions, organization, and operations.
As one wife advised: ‘“Learn about his career and the people he
works with, because it becomes your information link." Wives
also stressed the importance of realizing their husbands may be
away from home for long stretches of time. Regarding these
lengthy separations, wives' comments included: "Be prepared to
spend a lot of time alone. If you can deal with being alone, the
rest will follow"; and "Be prepared to be a single parent. Your
husband will be gone most of the time." Many wives stressed the
importance of having outside interests, and several emphasized
the importance of a positive attitude.

In summary, the findings clearly suggest a need for more
family-related information. Critical areas for improvement
include: number, length, and notice of separations, adjustments
during deployment transitions, adjustments to team culture, and
the need for wives to be independent and self-sufficient. Since
available written recruiting materials contain little information
tailored to family issues, additional materials pertaining to
this topic may prove useful. Such materials might emphasize the
existence and nature of family support mechanisms in SF (e.qg.,
Family Support Groups) and how they typically differ from
supports in the conventional Army.

MOS and Group assignment processes. The SFAS survey data
showed that candidates' lingering questions about SF frequently
pertained to MOS and Group assignment procedures. Examples of
survey responses in this category included: "Will I get the MOS
I want?"; "Getting 18D"; "Relation of 18D and PA"; "Where, when,
and how are you assigned to a Group?"; and "Will I have a choice
of duty stations?".

The survey data also suggest that these assignments are an
important concern for SF recruits. When asked which SF MOS they
preferred, only 4% of SFAS candidates stated that they had no
preference. Sixty-one percent (61%) of candidates reported that
getting a particular MOS was extremely or very important to them,
while only 10% rated their MOS assignment as slightly or not at
all important (see Figures 8 and 9). Furthermore, 57% of
recruits disagreed with the following SFAS survey item: "Wearing
the Special Forces tab is much more important than the SF MOS I
get." Thus, for about half of all recruits, getting the right
MOS may be just as important as getting into SF.

17




MOS Preferred By SFAS Candidates

% of Recruits Indicating They Preferred A Specific MOS

40%
35%]"
30%|
25%|"
20% | S 3

) .4: — 3
15% . = %g
10% |’ . g

0% . . —

188 Weapons  18C Engineer 18D Medical 18E Communications No Pref.
Figure 8. Recruits' preferences regarding SF Military

Occupational Specialty (MOS).
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Importance of Getting the Preferred MOS

% of Recruits Rating the Importance
of Getting Their Preferred MOS

Moderately Important
29%

Very/Extremely
61%

Figure 9. Percentage of recruits reporting that getting their
preferred MOS is "Not At All/A Little Important," "Moderately
Important," or "Very/Extremely Important."

19




SF recruiters also report that questions about MOS and Group
assignments are among recruits' most frequent ~oncerns (Herd &
Teplitzky, 1992). To address these questions, recruiters include
in their briefings an overview of each MOS on an SF Operational
Detachment "A" team (ODA), as well as an overview of each of the
five Active Component SF Groups and their associated duty
stations and world areas of operation. This overview information
is also provided in the written materials given to all recruits
during the SFAS application process. In addition, recruiters
state during the briefings that MOS and Group assignments are
based on aptitude, preference, and the needs of SF. All
recruiters reported pointing out to recruits that there were no
guarantees of obtaining preferred assignments. Some of the
commanders and staff within USAJFKSWCS also emphasized the
importance of telling recruits that the needs of the force come
ahead of individual soldier preference.

In summary, recruits consistently question and express
concerns about MOS and Group assignment processes, even though
they are informed during SF recruiting briefings and
conversations that MOS and Group assignments are based on
aptitudes, preferences, and the needs of SF. Since recruits rate
their assignments as important and continue to question how they
are made, this information may require reiteration and
verification within additional sources.

Training and preparation. Several of the data sources
suggested a need for more complete information on the post-SFAS
training that makes the soldier qualified to serve on an ODA.
Recruiters, for example, reported that they tend to focus on SFAS
and that, by comparison, little information is available on what
occurs after the soldier is selected. SF soldiers frequently
mentioned that they would have liked more information about the
qualification training phases, noting that such information would
offer a greater opportunity to prepare.

Several of the SF commanders and staff that we interviewed
had suggestions for information improvement in this area. A
point of emphasis was that recruits need to understand the
requirement for foreign language training. Some stressed that
the choice of language is often not up to the individual soldier
and that language assignments are based on the needs of the Army,
the regional orientation of the assigned group, language
aptitude, and any foreign language proficiency that the soldier
already has. Another point raised by USAJFKSWCS staff was that
opportunities for retraining or recycling in the qualification
course (particularly the MOS phase) vary and will depend on
current policy.

One implication for new recruiting materials is to lay out
the post-SFAS training sequence in some detail so that recruits
get a fuller picture of the qualification process beyond SFAS.
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It may also help to provide hints on preparation for the
qualification course (e.g., trainees should be aware that they
are expected to enter having mastered Skill Level I land
navigation). Emphasis should be placed on the foreign language
requirement. Language information could include the
possibilities and uncertainties associated with particular
language assignment, length of training, and training location.

Our results highlighted the need for information on
post-SFAS training. However, we should also mention previous ARI
research findings that bear on preparation for SFAS. If our goal
is to help soldiers decide whether or not to apply for SFAS, then
informing soldiers of the physical prerequisites and the
possibilities for SFAS preparation also serves a useful function.
For example, Teplitzky (1992) has reported that a relatively high
percentage of black soldiers fail the swim test when they report
for SFAS. Moreover, many interested and otherwise qualified
black soldiers who are non-swimmers may decide not to apply
because of the swimming prerequisite. For minorities in
particuiar, information about methods non-swimmers have used to
learn to swim may be very useful. Similarly, it might be helpful
to emphasize the availability of the Physical Training Handbook
which lays out a five-week program to physically prepare soldiers
for the rigors of ruckmarching in SFAS (see Teplitzky, in
preparation).

SF missions and activities. Some recruits appear to have
unrealistic expectations about the missions and activities in
which they will be involved. For example, recruits' reported
reasons for joining SF indicate that they are anticipating
adventure, excitement, and real-world missions. Several of the
concerns listed by SFAS candidates refer to the challenge and
excitement of SF missions. Examples included: "If I'll get to
do extensive traveling and work with foreigners"; "Will I get on
an active A team?"; and "Am I going to get the chance to really
operate in enemy territory?". Similar responses pertained to
day-to-day activities in SF (e.g., "variety of assignments").
Anticipated differences in SF such as "I do not want a bored
repetitive life" also suggest their expectations for adventure.

The commanders and staff at USAJFKSWCS, TAPC, and in 3RD,
7TH, and 10TH Groups also suggested that soldiers often come into
SF with unrealistic expectations about the quantity and types of
missions that they will likely experience. Many commented that
soldiers often do not realize that teaching and service-oriented
missions are more predominant than direct action missions. 1In
addition, they often do not realize the preparation, planning,
and training involved in each mission. Rather, recruits assume
they will be moving from one exciting mission to the next with
little downtime or boredom.

21




™ e SF commanders and staff who were interviewed suggested
that : .sons fcr these unrealistic expectations include the image
of SF in the conventional Army and in our society. Soldiers who
believe the "Rambo" image of SF are likely to be disappointed
when they realize that SF does not include many heroic one-man
missions within enemy territory. Rather, SF soldiers work well
in teams and are ideally "quiet professionals".

Interviewed SF soldiers also mentioned gaps in their
information about SF missions and other activities during
recruitment. Several indicated that they would have liked more
realistic information to counter the exaggerated impressions they
had obtained about SF from various sources. As one soldier put
it: "I wish I had known what really goes on and not the
advertising hype." Similar comments included: "It is not as
high speed as I thought"; "It's less exciting overall than what I
expected"; and "I'm not really doing what I saw in the movies and
books. I had high expectations." Specific reported mismatches
between expectations and reality pertained to missions, travel,
and training. For example, the predominance of foreign internal
defense (FID) missions was generally unanticipated, and soldiers!
experiences in foreign countries often differed from their
expectations.

Other specific comments referred to soldiers' experiences
with team members. Some expressed surprise that not all teams
are as close~-knit as anticipated. The more senior people that we
interviewed pointed out that teams vary considerably, depending
on the mix of individual personalities. While teams tend to be
close~knit, turnovers and other factors can make it difficult to
develop the anticipated long-term relationships. Others made the
point that team members are not always deployed together.
Sometimes they deploy as a unit, but they also may deploy
individually.

Although many comments by SF soldiers revealed
unrealistically high expectations, several reported that they had
gotten more out of SF than expected. Their comments included,
"promotions turned out to be much better than I expected" and
"It's everything I thought it would be and more." Overall, they
indicated that they wculd have liked better descriptive
information about SF Grcups, duty assignments, organization,
missions, MOS, deployment time, types of teams, and team life.
Several soldiers mentioned that they would have liked information
about SF's role in relation to the rest of the Army, and about
the differences between SF and conventional Army units.

When asked what advice they would give to recruits, soldiers
often stressed the importance of commitment. Some advised: "Do
not join SF because you want to impress somebody"; and "Don't do
it just for the green beret." A related theme was the importance
of realistic expectations about SF missions (e.g., "SF soldiers
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are teachers, not warriors") and deployments (e.g., "The travel
is great, but it is to bad places--not highly developed areas").
SF soldiers emphasized that the prospective volunteer should be
mature, self-motivated, self-sufficient, results-oriented,
flexible, and able to be diplomatic when dealing with others.

In summary, evidence from recruits, SF commanders, and SF
soldiers strongly suggests gaps in recruits' information about SF
missions and activities. We noted earlier that current
recruiting materials do provide an overview of SF mission types.
However, little information is available about the variability a
soldier can expect in how often he will work on various kinds of
missions, and how much excitement and adventure he will
experience while deployed on missions and while preparing for
missions. Information pertaining to SF organization, teanms,
training, and other activities is also lacking in current
recruiting materials.

RECOMMENDATIONS

Based on our research findings and our understanding of the
SF recruiting system, we can suggest a few avenues for providing
more realistic and comprehensive information than is currently
available for most SF recruits. One avenue is to ensure the
accessibility of qualified SF personnel to answer questions and
discuss concerns that recruits may have. For example, SF
noncommissioned officers could be present or available to answer
questions during SF recruitment briefings. Another possibility
is to establish an SF information "hot line" or phone number that
a recruit may call to reach one or more SF soldiers. The SF
soldier could then provide the recruit realistic information
based on his experiences, particularly for the soldier who knows
no one in SF.

Another avenue that we strongly recommend is to develop new
materials to specifically address the information gaps identified
in this report. These materials may be conceptualized as a
realistic job preview, a method that has been used in both
civilian and military organizations to help prospective or new
employees form accurate expectations of the job and organization
(see Ilgen & Seely, 1974; Meglino, DeNisi, Youngblood, &
Williams, 1988; Wanous, 1977; 1980). Generally, it involves
presenting fairly detailed information about both the positive
and negative aspects of a job. Recently, ARI has examined the
feasibility of using a realistic job preview in the Army
recruiter training process to improve recruiter performance,
retention, and ability to deal with job stress (Pond, Powell,
Norton, & Thayer, 1992). A realistic job preview may take the
form of an oral presentation or be prepared in a booklet and/or
video format. We recommend written and/or video materials, since
they have the advantage of consistency and control in the
presentation of the information.
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Primarily, a realistic job preview would be an additional
information source for soldiers and families who are considering
an SF career. It may be most helpful if provided early in the
recruitment process, so that soldiers who realize that SF is not
the right career for them could self-select out before they begin
the lengthy application process. Even for soldiers who have
already volunteered, however, it may prove beneficial. Armed
with a better idea of what to expect, soldiers may cope more
effectively with the challenges of SFAS and SF. In addition,
presentation of realistic information should help ensure that
soldiers who decide to apply for SF are more motivated and
committed. Greater commitment tends to result in more satisfied,
long-term SF career soldiers, overall.

Based on the findings of this research, we have outlined the
material that a realistic job preview booklet might include. The
outline shown in Table 3 is meant to be relatively comprehensive
and, in particular, to address the specific information gaps that
we have identified. The booklet's level of detail is intended to
be consistent with an unclassified document that highlights the
key information within each topic.
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Table 3

Proposed Topical Outline for SF Information Booklet

Information for the goldier

Differences between SF and the conventional Army
Common misperceptions about SF

Common characteristics of SF soldiers

SFAS and SFAS preparation

MOS assignment processes

Qualification course and language training

Group assignment processes

Group duty stations

Group regional orientations

Typical missions/training by SF Group

Time away from home

Typical garrison duties

Typical training conditions

MOS~specific tasks

Career progression

Job satisfaction

Overall characteristics of the SF career experience

* L ] [ ] L] * L3 L ] [ ] L . L L ] L] L] L * [ ]

Information for the family

Common characteristics of SF wives

Common family adjustment issues in SF

Reported coping strategies

Family support mechanisms in SF

Characteristics of the overall SF family experience

A realistic job preview could also be used to enhance
recruiter training which is another avenue that USAJFKSWCS and
USAREC may want to pursue. A carefully developed booklet would
be a low-cost way to help orient new SF recruiters and to augment
the training of experienced SF recruiters who want to know more
about SF. Such a booklet would probably be most effective as
part of a larger program to support the ability of SF recruiters
to perform their jobs. For example, recruiters who are newly
assigned to SF recruiting may benefit from more intense
interaction with SF soldiers to familiarize them with SF. For
areas of information that are especially troublesome (e.g., how
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much time to expect away from home), policy decisions may need to
be made as to the best possible answer. Agreed-upon "best"
answers would ensure consistency among new recruiters and reduce
the chances of imparting inaccurate information.

Finally, a broad and fundamental avenue to consider is to
examine recruiting goals and recruiter incentives and to ensure,
through policy decisions, that the two are in alignment. The
improved recruiting materials and recruiter training mentioned
above will have a positive impact to the extent that recruiters
are rewarded for painting a complete, accurate picture of SF and
for getting high-potential candidates to SFAS. New or modified
policies toward recruiters and their missions may be required to
identify and attract those unique individuals who have the
potential for a successful career in SF.

SUMMARY AND CONCLUSIONS

This report identified the kinds of additional information
needed by soldiers who are considering a career in SF. Based on
multiple sources of interview and survey data, we determined four
key areas in which information needs improvement. The areas
pertain to family issues, MOS and Group assignment processes,
training and preparation, and SF missions and activities. Within
each area, we identified the specific information that soldiers
and others in the SF community believe is important to share.

We also considered several avenues for providing
improved job information. These had to do with the accessibility
of qualified SF versonnel to prospective applicants, the
development of a realistic job preview, recruiter training, and a
review of recruiter incentives in the context of recruiting
goals. Our current focus, in keeping with sponsor priorities, is
on the development of a realistic job preview in booklet form.

We proposed a topical outline and are developing a prototype
booklet, based on this outline, for consideration by USAJFKSWCS
and USAREC. Providing realistic, comprehensive information about
SF to prospective recruits has the potential to improve the
overall quality, commitment, and retention of soldiers in SF.
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Appendix A

SFAS Candidate Survey Items About
Information Sources and Reasons for Joining SF
(Classes 8-91 and 502-91)




Part A. Decision Souzces. . &
Below, please CIRCLE the number which best indicates the > & Jp
extent to which the following sources were influential ;'Jp 59 635 R4
- N
-

when you were making your decision to volunteer for SP. o !§
~'

ﬂp,

a) 8F recruiter’s briefing..cccccecesccocecsessscncensaal
b) Letters from SF recCrult®r..cccccevesscccnsosorcscasael
¢) Calls/ meetings with SF recruiter.....cccocceesecesaal
d) SFr videotape (shown during SF briefing)..csceccevscs.l
@) Reenlistment NCO....vecececosccssecaasssssesssssasessel
£) Priends who were in SP...ccccccecsncecccsanvcsssscnnsal
¢g) People In your unit....cccceveccecvecsccssosrroscsncnsal
h) Command support in your unit for SP...ccccecsecccccssl
1) Pamily members....cccocccecocecscstosnscssccvcssccsvssl
J) Wife or Qilrlfriend...cccececooscrsnonsoccsovoosoconned
k) MNovies (such as “"The Green Be&ret™).....cccvescecsensel
1) Books, tealevision....ccceesccacscttcsccsnssscscocscnsal
m) Newspaper articles about SPF wnissions.....cevveecsecceld
N) Army Tim@8..c.cccecsctcsvesccassorsossesncccsccscssscsssod
©) SF Magazine and other military magazines.....cccee.e.l
P) 8P recruiter booklet and packet.......ccccescveccsaecsl
Q) POBLELB.ccccccvocscsascsososccacsacsnssssscscsascossssval
r) Being arcund an S¥ team Or SF unit..ccccvececscccovead

uuuuuuuuuuuuuuuuuuuuuﬁN

NRNRNOMBNUONMDORMNNMNOODMBRNNOONNL ¢

8) Advertisements (pleass specify) 1
t) Your own research (please specity) 1
u) Other (please specify) 1

3. To what extent did you actively seek out information on your own:

About SFAS? : About Specisl Forces?

a) not at all a) not at all

b) tc a little extent P) to a little extent

€) to some extent €) to scme extent

d) to a consideradble extent d) to a considerable extent
e) to a very great extent e) to a very great extent

6. How helpful was the SF recruiter in getting you the inf
needed about SFAS and SF? v Iy ormatien you

a) not helpful at all

b) a little helpful

c) somewhat helptful

d) helprul

®) very helpful

f) KA - did not go through SF recruiter

13. How adequate was the information you had (about SFAS) to make the
decision to volunteer for Special Forces assessment?

a) Extremely inadequate (I had almost no information)

b) Inadequate (I needed more information than I had)

¢) Somewhat inadequate (I could have used more information)
4) Adequate (I had most of the information I needed)

e) Extremely asdequate (I had all the information I needed)

‘.bhhh.bb‘bb.&bhbbhh‘%




Part B. Reasopns for Joining SF

1. Please indicate how important sach factor listed below was in your

decision to volunteer for Special Forces.

a) Extra pay L] . L] L . - L] L] L] L] L] L] - L] L ]
D) Fast promotions. . . . . ¢ . o s .« .
c) Career opportunities . . .

d) Opportunity for -choolleducation/training.

e) Time spent training. . . . « . . « « &

£) Travel . . . . .

q) Prestige/Being part of an elite unit
h) Challenging assignments. . . . . . .
i) Reenlistment bonus . . . . .« « . . .
3) Minimal paperwork and bureaucracy. .

k) Esprit de corps and camaraderie. . .
l) Real-wvorld missions. . . . . . . . .
m) Job security . . . . e e e o . .
n) Opportunity to use skills. . . .
©) Opportunity to work in a tight-knit gro

p) Autonomy and control over own work . .
g) Respect based on competence, not rank.

2t}

r) Use of unconventional warfare techniques

s) Adventure and excitement . . . . . . .
t) Opportunity to better serve country. .

u) Opportunity to stay in the Army. . . .

v) O.portunity tc work with other cultures.

w) Opportunity to teach . . . . . . . . .
X) Coworkers who are professional . . . .
Y) Time spent away from home. . . . . . .

2) Work that matches own self-image . . .
aa) Opportunity to help and serve others .
bb) Opportunity to work in a specific Mos.
cc) Comfortable working conditions . . . .

dd) Other (please specify)

® o o o 0 e e » o ¢« 8 o @ ¢« & & &

I R R R R R R R D B wanvqhhh

o
.
\\
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Appendix B

SFAS Candidate Survey Items About
Family Concerns in SF
(Classes 2-92, 3~92, and 4-92)




: g .

1. When you were making the decision to volunteer for SF, were you ...
a) married ] )
b) engaged or in a serious relationship
c) not involved in a serious relationship

2. Did your wife/girlfriend...

a) attend the SF recruiter’s briefing? yes no NA
b) talk with an SF recruiter? yes no NA
c) read booklets you got about SF? yes no NA

d) have a chance to talk about SF
with any SF soldiers or their wives? yes no NA

e) think that you had enough informat.on
about SF to make the decision to join? yes no NA

3. What are the major concerns or questions your wife/girlfriend has
about Special Forces?

. To what extent... N :! 1
4 T hat tent J? 5; df . g? .£
1 5

NA

a) was your recruiter able to answver
your most important questions about SF? . . . . 2 3 4
b) were you able to get the answers
you needed from other sources? . . . « « . « « 1 2

W
-~
m

NA

c) was your decision to volunteer for SF
influenced by someone who was or is in SF?. . . 1 2 3 4 5 NA

d) was your decision to volunteer for SF
influenced by a recruiter? . . . . . . . ... .21 2 3 4 5 NA

e) were you committed to joining
SF before you talked to a recruiter? . . . . . .1 2 3 4 5 NA

f) were you committed to joining
SF before you discussed it with your wife
or girlfriend? . . . . . ¢« & ¢ 4 ¢ ¢ e 4 e e . e 2 2 3 4 5 Na

g) are you concerned about the impact
SF will have on your family life?. . . . . . . . 1 2 3 4 5 NA




How

a)
b)
<)
qd)
e)
f)

9.

18B - Weapons

18C - Engineer

18D - Medical

18E -~ Communications

e)
£)

What Special Forces MOS would you prefer?

NA - no preference
NA - officer

important to you is it that you get this MOS?

not at all important
slightly important
moderately important
very important
extremely important
NA

What are the major concerns or questions you have about a

career in Special Forces?

Please circle the alternative that best indicates the extent to
which you agree with the following statements.

12. I know a great deal about what Specia
Forces is all about. . . . . . . . . . . .

.

13. I have obtained a great deal of
information about SFAS . . . . . . ¢« « « « .




Appendix C

SF Soldier Interview Format




Structured Interview
SF Soldiers

I. Introduction and Purpose of the Interview.

Purpose: The purpose of this research project is to assess
information needs of soldiers considering entering Special
Forces. The project is being sponsored by the Army Research
Institute to find ways to improve SF recruiting. We're
interviewing some SF soldiers as part of this project to get
information .n your perceptions of SF and your decision to
join, and what day-to-day life in SF is 1like.

Time: The interview will take about 30 minutes to 1 hour.

Agenda: I have about 30 questions to ask you, in a
somewhat structured format (I’1l1 be making sure to ask
everyone I interview the same questions). First I will ask
you about your decision to enter Special Forces, and then I
will ask you about your experiences in SF. At the end of
the interview I1’d welcome any other insights you might have
about what information soldiers need to make the decision to
join SF.

Note-Taking: 1’1l be taking notes throughout the interview so
that I can get as much information as possible. Please
don’t let this distract you.

Confidentiality: Your answers to the questions are strictly
voluntary, and will be kept completely confidential. Only
roup information will be used in this study -- no
individuals will be identified in any way. :

Security: Please do not reveal any secure information during the
interview.

Questions: Do you have any gquestions about the interview?

Infor?ed Consent Form: Please read and sign the informed consent
om.




II. Decision to Join SF.

Before I talk to you about your experiences in SF so far, I‘d
like to ask you about how you made the decision to join Special
Forces. Can you think back to the time you first began
considering joining Special Forces, and tell me about this time
in your life.

1. What branch of the Army were you in? What was your MOS?
what was your job at that time? What did you feel about
your job and the way your career was going at that time?
(on scale l1l=very dissatisfied to S5=very satisfied)

2. What were your sources of information about SF?

a) To what extent were various sources influential in your
decision to join SF? (on scale 1=not at all, 2=a little,
3=somewhat, 4=considerably, 5=extremely influential)

-- SF recruiter

-~ Friends who were in SF

-- People in your unit

-- Your chain of command

-- Family members

-- Wife or girlfriend

== Movies, television

-- Books, magazines, newspaper articles
-- Being around an SF team or unit
-= Your own research

-- General impressions

b) To what extent did you actively seek out information on
your own about SF? (or was there a lot of info readily
available).

3. How much information did you have about Special Forces when you
were making your decision to enter SF? (on scale l=very little
to 5=very much).

a) What kind of information did you have about SF to make your
decision (e.g. did you find out about how often SF goes to the
field, or what it’s like to work on an SF team, etc.)?

b) What information about SF was important to you in making
your decision?
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c) What other information would you like to have had about Special
Forces (but it was not available to you at the time you made

the decision to volunteer for SF)? 1.e. Was there anything

you were wonderxng about the job of an SF soldier when you

made the decision? (What were the questions in your mind at

that time?)

Why did you decide to join SF?

a) If you had to make a list of pros and cons about going
SF (in your mind at that time), what were the pros and what
were the cons? (get at least 3)

Pros: cons:

What did you think SF would be like?

Were there incentives ($, promotions) for you to join?

How different did you think SF would be from what you had
experienced in the Army up to that time?

What, specifically, did you anticipate would be better for
you in SF? What did you anticipate would be worse?

To what extent did you discuss your decision with other
people? Who did you talk to? What factors did you discuss,
specifically?




10. How did other people react when they learned of your interest
in Special Forces? (To what extent were they supportive?)

-~ your wife or girlfriend

-- your friends

-- your senior NCO'’s

-= your company commander

-~ your battalion commander

-~ chain of command’s view, overall, of SF

a) Can you give me some examples of the things they said?

b) How supportive was your chain of command about SF? (e.g.
time off to train for SFAS, etc.)

11. To what extent did family considerations influence your
decision to enter SF?

12. To what extent did your wife play a part in making the
decision?

IJII. Experiences in SF.
Now I’d Iike to ask you about your experiences in SF, and your
perceptions of what life in SF is like.

1. Do you see yourself as a typical Special Forces soldier? How so?
Why or why not?

a. What are the characteristics of the typical SF soldier?

b. What skills an