" AD=A116 856 COAST GUARD YORKTOWN VA RESERVE TRAINING CENTER F/6 5/9
A LONG“\I)!NAL STUDY OF THE CADET=TO=-ENSIGN TRANSITION.(U)
FEB B2 R L KUHNLE: S B WEHRENBERG
UNCLASSIFIED USC6-P-82-1

[




D A116456

A Longitudinal

Study of the
Cadet-to-Ensign

Transition

po-
Q_
O
Ly}
L
=/
[y B
o g has boen approved
lsaz2 and sale; its
but nlimi

gw”w

3»@ ¥
February 1, 1982 3% g2 07 08 072

\  CG-P-82-1




o il i o AN ¢ Wi P S

S s &a e . ks vamd L ol it

Technical Report Documentation Page

1. Ro?ov'.ﬂo. 2. Gevernment Accession Neo. 3. Recipient's Ceteleg Ne.
CG-P-82- 1 . 10,

— = i - A L
4. Title end Subtitie . S. Repert Dete
A LONGITUDINAL STUDY OF THE CADET-TO-ENSIGN TRANSITION 1 FEB 1982

. . 6. Petferming Orgenizetion Code

ey 8. Perferming Orgenizetion Repert Ne.
Robert L. Kuhnle, Stephen B. Wehrenberg
9. Porlerming Org.miuoio'n Nome and Address 10. Work Unit Neo. (TRAIS)

USCG Leadership and Management Program
U.S.Coast Guard Reserve Training Center
Yorktown, VA 23690

11. Centrect or Gront Ne.

13. Type of Report end Poriod Covered
JUNE 1980 - FEBRUARY 1982

12, Spensering Agency Neme end Address

Professional and Military Training Advisory Committe
U. S. Coast Guard Academy 7 Ny )
New London, CT 06320 T Tpensening Deoney Tade

15. Supplementery Notes

16\ Absrrect

his study was undertaken to determine the specific tasks for which
newly graduating Ensigns from the CG Academy were adequately and inadequately
prepared. Attitudinal, expectation, and job related data were collected
from the Academy staff, the Ensign, and his or her prospective Commanding
Officer before the Ensign graduated, after being at their first unit for
eight months, and again for a subpopulation.at 15 months. Performance
data were also captured. The findings indicate that: Ensigns and their
Commanding Officers have significantly differing perceptions of the

duties of the Ensign; the Academy staff does not differ from the field
in either expectation, attitudinal, or job related areas (as had been the
folklore); performance differences in the Ensign can be attributed somewhat
to differences between their attitudes and those of their Commanding
Officers, but more significantly to the differences between the Ensigns'
Jjob / organization expectations while at the Academy, and their subsequent
perception of reality. Expectation disparity, regardless of direction

(high expectations unmet or low expectations overmet) has a major impact
on performance ratings. Recommendations were made to make minor adjustments ?
to the Academy's Professional M{ilitary curriculum, but in general the ;
study found that the Academy appears to be achieving the goals of its charter.

N

17. Key Werds ' 18. Diswibution Stetement
Expectations, perception, performance, ]
Attitudes, job content Document is available to the U.S.publiec

through the National Technical Information
. Service, Springfield, Virginia 22161

19. Security Clessif. (of this repest) 20, Snwi_n Clessil, (of this pege) 2)e Neo. of ?f.'u 22. Price
Unclassified Unclassified 17

Ferm DOT F 1700.7 (3-72) Repreduction of comploted poge outherized .




N s - i S o st e A
. P cord il < IaSalpvia e i3 i et e
[P TR oI i IR PN A AlaRor i ik
R R A o £

TECHNICAL REPORT

A Longitudinal Study of
the Cadet-to-Ensign
Transition

Study prepared for ‘the U. S. Coast Guard
Acadeny Professional and Military
Training Advisory Committee,
Submitted | February 1982

by

Robert L. KUHNLE, CDR, USCG
Stephen B. WEHRENBERG, CW02, USCG

Department of Transportation . U. S. Coast Guard

ot ot s I ot 1




NOTICE

This document is disseminated under the sponsorship of the Department
of Transportation in the interest of information exchange. The United
States Government assumes no liability for its contents or use thereof.

The content: of this report do not necessarilv reflect the official view

or policy of the Coast Guard; and they do not constitute a standard,
specification, or regulation.

This report, or portions thereof may not be used for advertising or
sales promotion purposes. Citation of trade names and manufacturers
does not constitute endorssment or approval of such products.
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EXECUTIVE SUMMARY

This study was done for the Professional and Military Training Advisory
committee (PMIAC) at the U. S. Coast Guard Academy. It was undertaken to
determine the specific tasks which newly commissioned Academy ensigns were
the most and the least prepared to do at their first units. The ultimate
2oal was to indentify areas where emphasis at the Academy should or could be
shifted to improve the readiness of the Ensign to "best” perform his on her
duties afloat.

Multiple administrations of a survey instrument were used to collect the
necessary information. The Class of 1980, their Commanding Officers, and the
Acadeny staff were used., Pregraduation (May 1980) and post-graduation (Jan
%1 and Sep 8l) survey data were collected from matched pair samples. 1In
adaition, performance appraisal data (Mar & Sep 81) were also collected.
Various statistical analyses were done with the data. The results of these
analyses were used to formulate the study finding. Where possible,
recoonmendations are provided.

In summary, the findings showed that the “duties of Ensign afloat” are
viewed much differently by the Ensign and his or her Commanding Of ficer.
Commanding Officers view the job as composed primarily of 00D duties while
insigns see their jobs as being primarily a division officer. Tasks which
Comuwanding Officer report as most important are also those at which Ensigns
have the greatest skill, The data show that celestial navigation is viewed
as one of the least important task to unit operations. The data also show
that Ensign writing skill is neither a particular strength nor a weakness.

Attitudinal and expectation data were also collected to assess how
prepared the Ensign is to "fit" into the organization. These data showed
that the Academy staff and field Commanding Officers share very similar sets
of attitudes and expectations. New ensigns do not share these same attitudes
and expectations. Where the differences between the Ensigns and Commanding
Of ficers attitudes and expectations are greatest, negative trends in
performance and organizational continuation intentions were found.

The study does provide a methodology which could be used to gather
valuable date about Ensign performance and organizational “"fit". To improve
Lue systen i the future, all questionnare response scales shculd 3e at least
w—poiut scales. The methodology for resampling Commanding Officers saculd
casure that adequate matched pairs are surveyed. In future studies,
consideration shculd be given to broadening the scope to permit determiaing
uow well prepared the Ensign is for engincering duties ~float.
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SUMMARY AND RECOMMENDATIONS

SUMMARY OF PURPOSE AND METHUDOLCGY

This research was undertaken to gather data about preseat
strengths and weaknesses of the Professional and Military training at
the Coast Guard Academy. Past research by the Professional and
Military Training Advisory Committee (PMTAC) had pointed out that
field commanders were not satisfied with Academy graduates (PMIAC,
1977). These field surveys all pointed to the same basic issucs, that
both the Ensigns and the field commanders felt that the Ensign was
unprepared for dealing with "the general duties of Ensign afloat”.
Further studies conducted by Human Resources Research Organization
(1974) and North Carolina State University (1978) support these
claims. 1In an effort to more clearly and systematically identify
“problem areas”, this study has been somewhat more detailed, looking
at some of the specific tasks which Ensigns perform in their first
assignnent.

Underlying this research is the social learning theory as
postulated by Bandura (1977). This theory states that people tend to
place a subjective value on each task they might be required to do.
Then, based upon this value and the particular knowledge, skill, and
experience of the individual, certain expectations about the tasks are
formed before the task is performed. It is very likely that the
expectations of the job will tend to vary considerably from individual
to individual. Research has shown that wmotivation and performance
will likely be inf'jienced significantly by these expectationms.

Field Commanding Officers also have an idea about what the
Ensign's job will be, as well as a set of expectations about the
knowledge level, skill level, and attitudes of the graduates whom they
will receive., There is a considerable body of research which

.indicates that people's observations of performance are influenced ty

their expectations. One goal of this study was to identify and
quantify the expectations of the cadets and of their prospective
Conmanding Officers just prior to graduation. We hypothesize that the
zZreater the disparity between these sets of expectations, the greater
the perception of field commanders that the graduates were not
"...ready to assume the general duties of Ensign afloat.”

The subjective perception of "lack of readiness” is frequently
attributed to the Academy as a training deficiency. This research
attempts to identify the skill and knowledge deficiencies that do
exist. In addition, we want to determine what unrealistic
expectations (both those of the cadets and their COs) are contributing
to the problem. Finally, we want to examine the attitudes and
performance of Ensigns longitudinally through their transition from
cadet to Ensign. Our goal was to identify the strengths and
weaknesses which could be attributed to the Academy process,

By identifying areas of strength and weaknesses, it was our hope
that action could be suggested to either modify the Academy PMT
curriculum to better meet the needs of the field or to alert the field
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where they expect something different than the Academy can offer,
Either action would go far towards reducing the present frustration of
both the Ensign ("They never told me this was the way things would
be!"”) and the field coamanders ("What are they teaching these kids,
anyway!").

The basic research methodology involved repeated surveying of the
Acadeny Staff, the Class of 1980 and the CO's of the units to which
they were assigned. Surveys were administered in May 1980, January
1981, and September 1981. Fitness report data were collected for the
sample for the 30 September 1980, 30 May 1981, and 30 September 1981
reporting periods.

SUMMARY OF JOB CONTENT RESULTS

To indicate the Cadet's perception of the job, we will indicate
only those tasks which were selected as very likely to be a part of
the job and those very unlikely to be a part of the job: Cadets
reported that they would be supervisors. At least eight of the 20
most frequently selected tasks dealt with supervision. These include
funtioning as a supervisor, dealing with enlisted people, enlisted
performance appraisal, and setting standards of performance. A second
cluster deals with oral and written communications, grammar,
structure, and format. The cadets feel that they will be making
decisions, conducting inport drills, using radiotelephone procedures
and conducting pre-mast investigationms.

They 1list as least likely that they will be dealing with the
press. They also predict that they will not be in Weapons Departazent
(ASWO, GUNO, FIRST LT) or in Operations Department (OPS, CICO,
OCEANO). Apparently cadets expect to be either in engineering,
communications, or the navigator.

Commanding Officers, on the other hand, felt that the cadets
would be primarily deck watch officers, performing tasks related to
navigation, piloting, shiphandling, maintaining logs, and position
fixing. Secondarily, they felt that cadets would be supervisors, but
with much less emphasis than that predicted by the cadets. COs agreed
that the cadets would need oral and written communication skills. A4s
far as specific job titles were concerned, COs indicated only that the
cadets would not be in supply, nor act as ASWO or OCEANO. They also
agreed that cadets would not be dealing with the press, and added
contractors to that as well. In summary, the major differences are
that the cadet sees himself as primarily a supervisor, with few deck
watch officer tasks listed. Their COs see the cadets job to be
primarily as a DWO with supervisory tasks second. The Academy Staff
responses were much closer to those of Commanding Officers than of
cadets.

Looking at skill predictions, cadets felt most skilled at
navigation and DWO tasks, log keeping, acting as a subordinate and
executing the sword manual of arms. They felt least skilled at Supply
and Weapons related jobs, maintaining budgets, planning, and
conducting technical training for their divisions. Commanding
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Officers felt that the cadets would be proficient at DWO and
navigation tasks, communicating orally and in writing, service
atiquette, acting as a subordinate and dealing with other JOs. They
predicted skill deficiencies in conducting technical training, career
counseling, reenlistment. interviews, and a few other supervisory
tasks. They agreed that cadets would have little skill in supply
related tasks, or in dealing with contractors. They also predicted
little skill as boarding officers. Academy staff responses were
midway between the skill predictions of COs and cadets.

After the Ensigns had been at their units for eight months, their
perception of the cdontent of their job had changed very little. There
was an upward shift of the frequency of communication and
administrative paperwork tasks, and a slight downward shift of
supervisory tasks. Ensigns predicted a strong supervisory role and
subsequently report only a slight difference between their prediction
and the reality of the job as they view it. Of the tasks listed as
not being part of their job, the Ensign's predictions had been very
accurate, only career counseling being added to the list of tasks
which they report not doing. All in all, cadets report the job to be
very much like they expected it to be.

The actual job content from the COs perspective is different from
the job content reported by the Ensigns. The CO sees the Ensign
primarily performing a group of DWO and position fixing/navigation
tasks. This cluster makes up over half of the Ensign's job as far as
the CO is concerned. Other clusters are oral and written
communication, acting as a supervisor, performing performance
appraisal for subordinates, acting as inport 00D, conducting pre~mast
investigations, and determining the material resource needs for their
divisions. The COs listed a number of specific jobs as not belonging
to the realm of the Ensign, i.e. department head positions, OCEANO,
ASWO, supply, and First Lieutenant. They also indicated that Ensigns
did not speak publically or deal with the press, perform in repair
parties, use NBC monitoring equipment, take a vessel in tow, or use a
sword or march.

After being on the job for eight months, Ensigns feel thenselves
to be highest skilled at navigation, piloting, and other DWO
position-fixing tasks. They also feel skilled in writing, formal and
informal investigations, inport 00D (including training QMOWs, and
inspecting liberty parties) and "acting in a subordinate capacity” (we
do not know what this means to the Ensign).

The Ensigns report having little skill at various specific jobs:
Supply, all WHEC Weapons Department jobs (ASWO, GUN, etc), and boating
officer. They also report little skill at using NBC monitoring
equipment, at coordinating fund raising or official social functionms,
and at conducting careers development and reenlistment interviews.

Commanding Officers report the lowest Ensign performance includes
specific jobs (Weps Dept, ASWO, Deck, GUN, Supply, OCEANO, etc),
ship/air operations, both conducting and planning technical training,
and career development and reenlistment interviews. There appears to




be little difference, then, betweaen the COs report of the Ensign's
skill and the Ensign's self report.

SUMMARY OF EXPECTATIONS RESULTS

Cadets, while still at the Academy, feel that the Coast Guard is
generally a "healthy” organization. They see formal organizational
structure as the strongest point. They expect that productivity is
important and valued by the Coast Guard. On the other hand, human
resource use and the ability of the organization to manage
interpersonal conflict were perceived as weak.

Cadets describe themselves as being committed to the missions of
the Coast Guard as they see them; having high self-confidence and a
strong orientation toward teamwork. They have pride in the Coast
Guard, feel that the members of their peer group are also oriented
toward teamwork, and that it is impor-tant for a leader to have power.
They also feel that their power base is not necessarily a function of
position, but must include consideration for subordinates as well,
They irdicate that acceptance of authority should not be followed
blindly, trust other people, and do not feel victimized or resentful
of their Academy experience.

With respect to general expectations, cadets feel assured of
promotion to Lieutenant, expect to make the Coast Guard a career,
expect to spend between 51 and 60 hours a week on the job and expect
to spend a high proportion of timeé in routine tasks. They feel that
their performance will significantly impact the workload of their
peers. They do not know exactly what jobs they want, feel that they
will have little control over their jobs, that they will have little
opportunity to display creativity, and they they will do little long
range planning.

After being at their first assignment for eight months, the
Ensign's attitudes are somewhat different. The Coast Guard is seen as
even healthier with only human resource management seen as weak. This
also holds true sixteen months after graduation. Responsibility and
self confidence remain high through sixteen months; resentment, awount
of long range planning, and use of their own creative efforts remain
low, Ensigns feel that they are even more team oriented, feel a
stronger desire to avoid certain jobs, that their jobs include much
red tape, that they work long hours, and that their chances for
prowotion are somewhat less than earlier predicted, but still high.

Originally they felt that they would have little coatrol over the
jobs they got. This feeling of control increased somewhat at eight
months, but decreased to an even lower point at sixteen months. They
also feel less and less that either they or their peers are working at
full capacity, or that they will have to work hard for promotion.

They feel that their chances for having their own command within their
firs:t five years (originally woderately good) are poor,

Overall, the differences over time can be summarized by saying
that Ensigns think that they are not working as hard as they expected,




that their performance has less impact than expected, that they have
little opportunity to use their creative talents. They feel
self-confident, responsible, more team oriented, and less cocmitted to
the Coast Guard. This latter idea is reflected in the attitude scales
and again in carzer intentions, which fell off siguificantly with
time. The Ensign at sixteen months 1s less sure of a career in the
Coast Guard.

Commanding Officers of the field units to which the Ensigns were
assigned agreed that the Coast Guard was basically healthy and that
the way in which human resources are managed was weak. This held true
for both the May 1980 and January 1981 survey administrations.

In stating the way they hoped Cadets would respond to the first
survey, Commanding Officers want an Ensign who has a high sense of
responsibility, is committed to the missions of the Coast Guard, is
self confident, has a strong team orientation, and is committed to the
Coast Guard as an organization. They want the Ensign to be results
oriented, to have high trust, and to understand the need for personal
power. The Ensign should be highly committed to a career in the Coast
Guard. The Ensign also should feel that he or she will have to work
hard for promotion, will have to work at full capacity and will have
ample opportunity to implement original ideas. However, COs indicate
that the Ensign should not expect to do much long range planning or
put forth creative effort. They also thimk that the Ensign should
expect to have to deal with considerable red tape. The Ensigns should
also not expect much control over their jobs.

Staff responses were very similar to those of field COs. The
only differences were that the Staff indicated that Ensigns should not
expect to be involved in lifesaving.

Comparing the responses of the three groups shows only minor
substantive differences between the field COs and Staff. COs
indicated that the cadet would have higher levels of resentment and
feelings of victimization about their academy experience and a greater
propensity to originate new ideas. COs leaned more towards results on
an effort-results continuium than did the Academy Staff (i.e. "Working
hard is far more important than getting results”).

However, there were differences between the responses of the cadets
and those of the Staff and COs. In general, the Staff's and CO's
hoped-for responses were of considerbly greater magnitude than the
cadets. The differences appear not so much as a different ranking
(those constructs hoped to be high were rated as high by cadets) but
as a matter of degree. There were statistically significant
differences on 13 of the 17 attitude scales and 8 of the 23 general
expectation items.

These data show that both CO's and staff desire a greater degree
of commitment, respoansibility, pride, etc., than the cadets report,
CO0s and Staff want the cadet to feel that he (the cadet) will have
more opportunities to be original and creative than are reported by
the cadets. COs also desire a stronger responsa on the "we'll have to
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work hard for promotion” item than the cadets gave. COs and Staff are
relativaly sure of the cadet's eventual promotion to Comzander.

Cadets are less sure. CO's hope for a much higher career/continuance
rating ("I will probably stay in the Coast Guard for 20 years, but no
longer"”) than indicated by the cadets ("I will probably stay ia the
Coast Guard beyond my initial obligation, but not for 20 years™).

The field responses to the second survey can be put in the
perspective of the difference between what the CO wanted the Ensign to
say and how he feels the Ensign will respond now, after seeing the
Ensign's performance for eight months (hope or expectation vs,
observation). Specifically, COs feel that the Ensigns are less
committed to missions, display less individuality, more trust, oore
resentment, a higher sense of being victimized, a lower sense of
responsibility, are more effort than results oriented, and have less
pride in the Coast Guard than they had hoped. These differences on 8
of 17 scales are significant, indicating considerable differences
between the hopes and observations of the COs about the Ensigns.

The COs felt that Ensigns report more personal control over their
jobs, a correct prediction. They also correctly predicted a decrease
in the Ensign's perception of his necessity to work hard for
promotion; and that his performance, good or bad, impacts the workload
of peers. COs also feel that Ensigns will have less desire for
particular jobs than they reported on the first survey, and less
chance of having their own command.

SUMMARY OF PERFORMANCE REPORTS RESULTS

The survey results were analyzed along with fitness report wmarks
for three periods in an attempt to determine the best predictors of
performance (Overall Performance on the report). Section 3.3.2.1 of
this study report discusses the findings. In summary, demographic
variables and reported skill differences were not useful in predicting
the distribution of performance marks, i.e class standing, major, sex,
race, etc, did not prove to be significant predictors of high or low
performance. From this, we can speculate that we have not found any
skill variable which can be called a strength or weakness of the
Acadenmy professional and military training process. On the other
hand, attitudes, perception of organizational health and general
expectations were somewhat useful in predicting high and low
performance ratings. By combining job expectation disparity and
attitudinal data, the researchers were able to account for over 96% of
the variance in performance marks. These results demonstrate the
significance of attitudinal and expectation match in the performance
rating process. The data suggest that the Academy can be of greatest
help to the new Ensign by ensuring that the graduate's attitudes and
expectations match those of the Coast Guard they are entering.

FINDINGS AND RECOMMENDATIONS
Using the results of this research, the researchers have been

able to extract several findings which are directly related to the
hypotheses formed at the outset of the study. Only those findings
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which were felt the most significant, were well supported by the
study, and were directly related to the goals of the study are
included in this section. The researchers have taken the liberty of
providing some other observations and recommendations which they
consider very important. This section may be of value to the PMTAC in
formulating input to the Superintendent.

Ensigns and Commanding Officers view the priority of the tasks which
are part of an Ensigns job as being different. Dividing the Ensign's world
of work up into two categories - OOD tasks and Division Officer tasks, the
Ersign see the job as composed primarily of Division Officer tasks.
Commanding Officers view the job as composed primarily of Q0D tasks.

FINDING: The Commanding Officer, The Ensign, and the Ensign's super-
visor interpret the Ensign's job in differeat ways.

RECOMMENDATIONS:

1. Periodically, steps should be taken to identify the
scope of the Ensign's job. This should include
inputs from multiple sources - the Commanding
Officer, the Ensign, the Ensign's supervisor, and
others who might be able to contribute significant
information.

’y The Academy should take steps to insure that
graduating Ensigns are aware of the tasks which
Commanding Officers consider to be the most
important parts of their jobs.

This study identified, from a list of over 100 tasks, those tasks (1)
which are most part of and most not a part of the Ensign's job, (2) which
are of greatest and least importance to the job, and (3) at which Ensigns
have the greatest and least skills.

It must be realized that, when asked, Commanding Officers will
normally be very able and willing to differentiate between what they see as
the strengths and weaknesses of the Ensigns who they receive. They will

also tend to be much more sensitive to weaknesses. It is very likely that

these same weaknesses will be attributed to the Academy training process.
This research does not show any major areas of skill deficiences which can
be traced to the Academy. Instead, the Academy appears to be preparing the
Ensign (in a commendatory fashion) for the job as the CO sees it.

FINDINGS:

1. Tasks which CO's report as most important are also those at
which the Ensigns have the greatest skill. These are pri-
marily OOD tasks.
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Many tasks which the Ensigns report as part of and most
inportant to their jobs are not reported as tasks for which
the Ensign is wmost skilled. These are primarily Divisicn
Officer tasks for which experience has bcen the nost
accepted teacher.

RECOMMENDATION:

The Academy should continue efforts to provide opportunities
for cadets to learn and use their leadership skills in their
daily lives.

The data show that celestial navigation is viewed by
Commanding Of ficers as one of the LEAST important tasks
to the unit operation.

RECOMMENDATION:

The Academy should look at the emphasis given to celestial
navigation in the classroom and on cadet cruises. This may
be an area where time can be gained for other professional
training.

The study does not provide evidence that writing ability of
the graduating Ensign is either a strength (most skilled) or
a weakness (least skilled).

When the study data and field reports are combined, it is
apparent that a "problem™ does exist from the perception
of the Commanding Officer. 1In reviewing the data, we
believe that the problem is, at least for the most part,
due to format and style difficulties.

RECOMMENDATION:

The Academy should make every effort to increase the
awareness of cadets about the general format and style of
written materials, e.g. letters, memos,instructions, and
reports, in the Coast Guard using actual manuals and
ianstructions wherever possible.

Probably the most significant findings of the study came from the data
collected about additudinal variables, It is these variables that tend to
provide information about how well individuals "fit"™ the organization and
particular unit to which they are attached. Data were collected about
Ensign personal characteristics, organizational characteristics, and Coast
Guard life (both today and career) from Commanding Of ficers, Academy staff
members, and members of the Class of 1980C.
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FINDINGS:

1. TFieid Commanding Officers and the Academy staff share very
similar attitudes about the Ensign and the Coast Guard.

2, Cadets do not share those same attitudes just prior to
graduation.

3. Where the difference between these two sets of attitudes i1s
greatest, the study found that attitudes and the reported
performance of the Ensign declined over time.

RECOMMENDATIONS:

l. The data from this study suggest that the Academy can be
greatest help to the Ensign and the Coast Guard by
placing increased attention on shaping the attitudes of
the Ensign to match the Coast Guard they are entering.
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2. Both survey and anecdotal data suggest that a major need
exists for increased emphasis on accountability as an
expected and important part of the way we do business in
the Coast Guard.
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4. The study does show that CO's expectations of the Ensign's
skills and attitudes may not be accurate in many cases. The
resulting mismatch between expectations and reality appears
to contribute significantly to the differences in performance
levels which CQ's report.

RECOMMENDATIONS:

1. The Academy should consider publishing information
e.g. Alunni Bulletin articles, to the field about the
skill level and attitudes of the graduating Ensign.

2. The Academy should consider continued research to
maintain accurate data about the best Ensign-Coast
| Guard attitudinal "fit”.
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ADDITIONAL RESEARCHER OBSERVATIONS:

Deternminiag the best set of professional and military skills to be
taught at the Academy is a complex process - one that should bezin at the
job and work back. There are many critical skills (such as shiphandling,
supervision, and communications skills) which are, and should be
unquestionably part of the curriculum, There is also a large body of
knowledge that must be absorbed (safety, career information, personnel
systems, fiscal systems, service behavior, etc).” There are still other
things that are not learned because of their relation to a specific
job-skill (military drill, for example) but because they contribute to a
process — the development of certain attitudes or values, rather than to

performances.

In the opinion of the researchers, the relationship of the various
segments of PMT should be classified in this way, or some similar way, not
from the curriculum out, but from the job of Ensign in. This will better
enable the Academy to measure its effectiveness at the macro-level and, if

necessary, at the micro-level, i,e. specific skills and knowledge within a
more general category.

From our research, we can conclude that the Academy is doing an
excellent job of preparing prospective deck watch officers. We can also
conclude that the development of supervisory skills is at a much lower
level and is, in general, not perceived as adequate (at least by the
Ensign).

There is considerable research to support the ideas that training
which can be applied 1s more effective. 1In addition, the closer the
opportunity for application is to the training, the more likely the skilil
transfer to the workplace is to occur. Similarly, skills which are modeled
in the workplace by those around the student tend to be acquired much more
rapidly than non—modeled skills. Skills which are not modeled will tend tc
be discontinued.

Many skills can be trained at the Academy: but because of the military
structure, environment, and traditions, many can't., Not all Cadets can be
trained to be leaders, simply because not all Cadet- have sufficient
opportunity to lead. Cadets cannot be trained to ".eal with enlisted
personnel”, but they can be trained (to a limfted degree) to deal with
other people. These skills can be trained, but historically they will not
be use% within a structure that does not nurture their growth. We would
recoammend only training the supervisory skills necessary to effectively
operate in the field if these skills are used to supervise cadets while at
the Acadeny.

As the process of training these skills proceeds, it will be necessary
to determine if the skills are being transferred to the first assignment.
If not, other causes, including the internal Academy structure, will
require investigation. Until these obstacles are eliminated, further
fine-tuning of the training process will probably have little impact an
skill transfer. Other changes will be required to achieve the desired
impact.
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Section l: Incroduction

Since its beginning in 1975, the major focus of the Professional
Military Training Advisory Commitree (PMTAZ) has been to act 2as 2
feedback gathering body; to advise the Superintendent, U. S. Coas:
Guard Acadexzy, of the concerns of field Commanding Ufficers as tnoss
concerns apply to the preparation of Cadets for their roles as
Com=issioned Officers onboard ships. The charter for the Commitree
(COMDT INST 5420.20) called for the Comuittee to “review and make
recoamendations concerning the Academy professional and wmilitary
training...” in order to insure that graduates were prepared to
successfully perform their shipboard duties. To ascertain the
effectiveness of this preparation process, the PMTAC has frequently
asked fleld officers for their subjective input.

In the winter of 1976, the cfficers of the classes of 1973, 1974,
and 1975 were surveved by the PMTAC, along with 150 Commanding
Officers, Executive Officers and Engineer Officers on major cutters.
The purpose of this survey was to "...identify existing field
problems...” related to the Academy curricula, the degree to wkich
graduates were prepared for their entry level jobs, and the mezning of
"entry level™ to field personnel (PMTAC 1977). The results of this
survey are summarized in the U. S, Coast Guard Academyv Alumni Bulletin
(Jan/Feb 1977), but it mus:t be noted that field officers expressed
their concern that Academy graduates were not “...ready to assume the
general duties of ensign afloat...and..."able to satisfactorily
performs as division officer(s).” None of the officers reported thal
graduates were “excellent or above” in preparation. In fact, most
responded that the graduates were "below satisf{actory in preparation
for every duty.” (PMTAC, 1977). Particular deficiencias were no:ted in
duties involving adainistrative paperwork.

The results of this data gathering effort were very general but
nonetheless, useful to the PMTAC and to the Acadezy. In conjunczion

with a 1972-1973 Junior Officer Job Task Analysis conducted by Huzan

Resources Research Organization (Powers, Caviness, Jacobs, and Maxey,
1974) this information resulted in a steady effort bv the Acadeav to
establish Professional Competency Objectives (PCO's), the firs: step
teward gensrating performance szandards for junior officers.

Additional field surveys were conducted in the winters of 19706~77
and 1977-78. The purpose of these survevs was to assess the
effectiveness of the "joining process™ for the graduates of the
classes of 1970 and 1977, respectively. 1Instruments were sent tc che
ensigns asking about their problems (in the transition betwen the
Acadeay and the field) and perceived strengths and weaxnesses. A
parallel instrument was sent to field CO's requesting their
perspectives of the same issues., In summary, both surveys indicated
that the logistic transition was not difficulr, but that the ensign
felt that he was unprerared for both dealing with subordinates and the
adainistrative workload that confronted hic. (PMTAC, 1977a).

The general thrust of all of the Committee'’s rescurch to date




indicates a perception by both field and the graduate that some sort
of a mismatch exists between the graduate and the job. The
Professional Competency Objectives were a major step in confroating
this mismatch. Now that the broad problem has been addressed, a more
specific approach is necessary in order to determine the specific
areas of mismatch., In other words, additional, oore refined data are
required.

This study is designed to help meet that need. At the Fall 1978
Committee meeting the idea of refining the data gathering effort was
discussed. Chief, Leadership and Management (LAM) Program, Yorktown,
“JA was asked to examine the possibility of using LAM resources along
with Academy expertise to develop a research methodology. In dofng
so, considerable research was conducted on past PMTAC recommendatiouns,
the West Point. Study, the HUMMRO report (1974) and the Training
Requirements Study conducted by researchers at North Carolina State
University in 1978. 1In addition, the literature on the entire process
of organizational entry and socialization and the social learning
theory were consulted. A summary of that research related to the
Academy - field transition is presented here, and serves as the
theoretical foundation of this study. The process of organizational
socialization may best be described as the process of "learning the
ropes”,

Many theories of organizational socialization are useful in
understanding the thrust of this study. The first is an adaption of a
theory postulated by Schein (1971). Schein, one of the major
igvestigators of socialization, has well described the importance of
tais process:

“The process 1s so ubiquitous and we go through it so often
during our careers that it is all to easy to overlook it. VYet Lt
is a process which can make or break a career, and which can make
or break organization systems of manpower planning. The speed
and effectiveness of socialization determine employee loyalty,
commitment, productivity, and turnover. The basic stability and
effectiveness of organizations therefore. depends upon their
ability to socialize new members”. (Schein, 1968, p.2)

-Other researchers examine organizational socialization as a
developmental process with specifically defined career phases:

1. Pre-entry
Preparation, education, anticipatory socializaction
(expectations). The individual has become an aspirant or
applicant,

2. Eatry (transition)
Recruitment, testing, screening, selection, acceptance;
induction, orientation. The individual is basically a
“recruitc”,

3. BSasic training (novitiate)
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Traianing, indoctrinaszicr, t*s:11g of the individual »y
others and the2 organization, tentztive accectarnce.
4, Iniziatsica (trassiticsn)

Pagsage through first inner izclusion Scundary, assseplsnce
3s a mecter, ccuferring ozrganizazional staius, Tice eof
passaze.

5. Tirst assignzent
Granting of responsidilicy, assiznzent 20 & sgecsific 330,
preparation for higher status, seexing visibdilicy, Zinding
sponsors.

€. Procotion or laveling off

. Passage through hierarchical boundacies.

7., Second assignment
Processes as in 5 above. Individual is a fully accepted,
legitizate member.
8. Gaiaiag of tenure
Individual becomes the "old tizer”.
9. Termination/exit
Rites of exit, testimonial dinners, etc. .
10, Post exit
Granting of peripheral status, emeritus/aluznus.

This process appears o occur twice with respect to the
socialization of Coast Guard officers: cnce at the Acadezv 3nd azain
after graduation. .

Fron izterviews, the researchers feel that the cader aszually

-

experiences all ten phases of this process while 2t the Acadexzy. TIhe
first four stages, through the initiation transiticn (4th class vear)
aTe obvious. Stages five through eight occur as the cade: aspires 22

positions of responsibility within the regizentel structure. The
gaining of tenure, exit ritual aad post-exit phases als> can %e sean
to parallel lst class year, graduation, and acbep:anbe es alu=i., 3y
the tize of graduation the cadet is well socialized I the culturs
and life of the organization of the Acadezv.

Upon graduation this process repeats. The ensigy axrteriences
pre—entry anticipatory socialization with reference co =is or her
first assignment (“"this is how it will be”). Entry is the

Tansfer and veporting aboard. The zoviciate is the zrscess
finding ones way around, and the ".,.here’'s how it raa." is; ncw
things really work around here.” Breaking in as deck wazch officer is
also part of this process, An initiation of sorts occurs as tte
ensizgn is psychologically tested by other zexbers of cthe wardrecz, and
as cerczaia qualifications are granted. The ezsign becozes, usualilr
withis a few 2ounths, a full fledged wardzoco ze=ber. 7This jrocess
usually takes longer for studezt engineers, siaca :hev ace ;-;- TiLy
socialized into a differeat group.
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Tpon acceptance by peers and seniors, the first regular
assignment occurs., This usually zeans that :he cfficer segins
paricrs as & divisicsn officer, ané ccliaceral Zutias
éisplaved s«iil leval ané =zotivazion ars assimm=as.




responsibility is the concrete signal of acceptance. Preparation for
higher status (coaching) begins, and the ensign usually seeks a
sponsor or champion.

Over the course of the first tour, the ensign is usually
promoted, and may be assigned further duties or even moved to new
(horizontal) tasks. In some instances promotion to department head
(gunnery division officers to weapons department head) may even occur.
This may result in entering the "second assignment” phase. (In a
broader perspective, of course, reassignment, transfer, may be viewed
as -the second assignment.) The phase of granting of tenure begins
when the next group of graduating ensigns report aboard. The "old
timer”™ is consulted for advice not only about specific duties but
about norms and values, and may even be a sponsor. Exit is usually
affected with a “going away party” or the award of some form of
organizational reward (if warranted), and an official relief of sone
sort, such as writing letters of relief, resource inventories, etc.

The post-exit stage is seen in such things as the CO saying
"sesyou may be moving on, but I'll always remember you as a GALLATIN
sailor!" Contacts are frequently maintained with peers for years
after the strong socializing experience of the first assignment. 1In a
micro-sense, this cycle repeats itself 10 or more times in a 20 or 30
year career. In a macro-sense, this cycle is a career.

This theory is especially relevant to this study in looxing at
the cadet's anticipatory socialization (pre-entry) prior to first
assignment, through the "first regular assignment” or granting of
acceptance and responsibility at his or her first unit.

During the anticipatory phase of socialization near the end of
lst class year, the cadet develops a set of expectations, coucerning
not oanly what he or she will be doing (task responsibilities) but also
about what role behaviors are expected, and how he or she will be able
to adjust to the norms and values of the work group and peer group.
There is a case for these expectations affecting performance. Of
course, the organization's expectations of the newly reporting
graduate may also impact their performance, either through the effects
of the self-fulfilling prophecy or because those managers haviag high
performance expectations of the new ensign are more likely to offer
challenging assignments. Part of this study is designed to address
these concepts, as described by the hypotheses.

Another associated body of research has to do with the %
relacionships between expectations and perceptions of reality (the '
degree of disparity of these dual perceptions) and performance. It is
felt that the disparity, or expectancy disconfirmation, may contribute
to lower levels of performance. This too is addressed by this study.

A third area of theoretical importance is the concept of aultiple
socialization. Many socialization researchers look at the overail
process; Teldman exanines it from three distinct perspectives. <3ne is
socialization as the acquisition of a set of appropriate role
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- belhaviors. <This ccnsis:s of the individuzl's acguisis
g defiziciorm {(2his ‘s c¥ ycu are expec: ed to azz and wh
expacted o wvou), a ho" ne inéividual i3 sx2
intergzrcup oole coufli;:s‘ A sezond is sociall
deV210F2=1’ £ 7rofessional skills and gbiiici
prizary focl nf the ectire Aca&a:y experiance, The cni:d is
socialization as adjustmen: to the work group zcrzs and values. 3=v
dividing sccialization into these three, sozewhat in:°:‘e"e dans
aspects, a core specific understanding of the entire crocess ancd i:cs
iapact on perforzance may be achieved. This study will focus
primarily on socialization as the development of professional skills
and abilities.

Given the problems addressed earlisr, such as the potential
aismatch of expectations between cadet/ensizn and field CO's and the
research on socialization discussed above, we hava foraulated the
following research scheme and hyporheses:

1. Soze attezpt will be made to guantify the szpecific tasks
for which ensigns and field CO's feel tha: the ensigs is
best prepared and least prepared.

: 2. An exaxzination of the expectations of the gradua:
his or her first assignzent, both in the csntex: of ¢
and attitudinel variables.

P jaaii S AN

. 3. Ax exaxzination of the percepticns cf the ensims al:
they have been at their first assignment for a: least si
months.

ol 8

4. Hypothesis l: The difference between expectations =

; perceived raalicy, whecher the ernsigi's expactazicns arve

- underzet or overzet (disconfirmed), correlazes with
perforamance evaluation, both formal (fitaess reporzs) and
informal (CO subjective perfor=ance ratings).

: S An examination of the expectations of field CO's atou:
the newly reportizg ensign, Scth perfor=znce and az:zituda.

6. An examinatiorn of the CO's rerceptions 2 the ensi:'
) perforzance and attitude after he or she has bean adoard
‘ at least six months.

e
.

7. Eypothesis 2: The expeczations of the CJ azout the -~ew
ensign wiil correlate with the ensign's pecforzance razings
High expectations will correlate with high perfar-ance
ratings (which may or =ay nct reflect high levels of
performance).

8. An examination of the ensign's attitude change ascu

-
<
I8

seif, othess and the orzanizacisn as che seztiz; :nan

fro0a the Acadezy =0 the fiali. -
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A number cf possible distributions e=xist within these scales.
For example, looking at pre-responses, the "A" cclumn indicates the
job expectations. If this is high, and the other two columns low, it
wculd indicate a certain feeling of not only inability but low valence
or possibly unwillingness to perform that task as well, On tne other
hand, high responses in all three columns may represent a high level
of motivation. Other combinations indicate varying degrees of
expectation, valence, and self-efficacy.

The same survey task list was administered to field Commanding
Officers, The differences lie only in the catgories of response.
Rather than attempting to measure job expectations, we wanted to
measure the CO's expectations about the ensign's skill (on the
pre-administration) and the CO's perception of actual job performance
{on the post-administration). On the first administration, column "A"
asks if the ensign will be doing it; "B" asks for the CO's prediction
(based on experience in similar situations) of the ensign's
entry-level skill at each task; and "C" asks how important it is to
the CO that this be a part of the ensign's Jjob.

On the second adminstration of the survey to the field, the
inputs of the Executive Officer and Department Head were also
solicited. In this case, column "A" solicits the actual role of the
ensign ("Have they been performing this task?"); "B" solicits actual
{perceived) skill at the task; and "C" examines whether or not the
task is important to the operation of the unit,

The survey administered to the academy staff on both occasions
was identical to the field pre-survey. The staff was asked to rate
the tasks by "A", whether the task would be part of theée ensign's job;
"8" how skilled the ensign would be (prediction); and "C", how
important it was that the task be a part of the ensign's job.

(One hypothesis was that the responses of the ensign about nis or
her Jjob predictions would be very similar to the staff responses
because of the impact of the socializing experience.)

The first administraton included 104 tasks; in the second
administration, six tasks were added bringing the total to 110,

In the job analysis mentioned above, analyzing the job of ansign
has resulted in the data provided in Table 2-1 with respect to the
tasks of this survey. For each survey task that was part of the job
analyses, the first column represents the percent of ensigns who
perform the task, the second column the relative time spent by those
who do perform it, and the third column the perception of formal
training required. This information i{s provided to demonstrate the
degree to which thls survey represents the world £ work of the
ensign, In other words, how representative is thls 1ist of sasks >f
the Job of the ensign as determined by a very detailed analysis?
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2.3 Job expectaticns: (80211, 80212, 80213 = first ad=min
80261, 80252, 80253 - second admin)

This iastrument was designed using interview data from 200
interviews of line and staff managers and supervisors (Z-§ to C=6),
These interviews were for the purpose of constructing the task
inventory used in the 1980 Ccast Guard Job Analysis ¢f Managamen: arnd
Supervision (Wehrenterg & lLanterman, 1979). Secticns znd tasks fran
the inventory were also used in the.survey instrument. Additional
tasks were develored using the Academy Professional Competency
Objectives provided bty the PMTAC, The final list was reduced %5 2
reascnable length, and additional tasks were added by the Committee 2t
the Spring PMTAC Meeting in March 1980. A three point Likert-style
respornse set (versus five or seven) was alsc decided cn at this
neeting.

The three sategories of response Jere gererated by the rasegrcher
as a result of his work in social learning theory {(3andura, 1%77).
For the first administration to the ensigns, the "A"™ golumn quantified
role or Jjob expectations ("How likely is it that ycu will te
performing this task?"); the "B" column quantified efficacy
expectations for each task ("How skilled do you expect tc te at this
task upon arrival at your first assignment?"); the "CY column
quantified valence for each task ("How important is it to ysu that
this task de a major part of your Jjob?")., In exsectancy theory
(Lawler 1973) the force of motivation is a function of self efficazxv,
outcctie expectations (will this behavior lesd te this cutecsme?l, and
valence, ’

Ae are unfortunately prevented from directly measuring the f¢
of cctivation for a specific task b5y our inabillisty <o guantify cut
expectations., This inabllity lies in the fact that wnile a3 i
Academy, the structure of rewards is significantly different {ram that
of the field. In interviewing a sample of Cacdets we found thems unstle
to predict what dehavicrs lead to what outccmes in all dut a most
general way., However, this does not detract {rem our abilisy ¢
measure job expectasions.

For the second adnministration to the ensigns the "A" column
quantified sctual roie and job-content (from the ensigns rerspecsive
"iave you been performing this task?"), Column "3" quantilles assial
cerfcrnance (zercezticr of self-effisacy) (MHsw sxilled are 7y 3t
sals task?M)., Solumn LM guantifies a frustraticn - lndssmamills
ecnstruct, the perceived Isscortance o thne task It othe Jrersld
the unit.
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TABLE 2-1

TASKS ANALYZED BY MANAGEMENT AND SUPERVISICN JOB ANALYSIS

1. Investigate the current level of training and
needs for training in their division/departmens.

2. Develop a technical training plan.

4, Conduct administrative training for members of
their work group.

5. Conduct supervisory training for members of
their work group.

6. Prepare training materials.

T. Set standards of performance for the members
of their division/department.

8. Determine if the work accomplished meets
established standards.

10, Decide on a course of action based on their
own observations of a sivuation.

11. Decide on a3 course of action based on %the
inputs of others,

12. Decide on a course of action based on
rolicies, records, and reports.

13. Set goals and review progress with members of
their division/department.

15, Conduct performance appraisal interviews with
the members of their division/department.

16. Assign specific duties or jobs to the members
of their division/department,

17. Deal with performance problens,

18. Conduct career development and reenlistment
interviews,

19. Delegate responsibility and suthority %to the
members of their division/department ir order to
make tne best use of their own time,

20. Frunetion in a subordinate capacizy.

% ENSIGHS
PERFORMIN

A
41,86

8.33

8.33

54.80

17.07

25.00

8.33

8.33

16.66

100.00

33.00
16.66

16.66

B
6.03

0.42

1.68
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2%, Dezl directly wiwn cutside contrzcecrs.
23. Craft letters using correct formac,
31, Prepare enlisted performance evaluations.

32. Maintain division/department files using
standard CG filing s stem.

33. Determine requirements for material resour:zes
for division/departmens.

34, Determine funding regquirements and administer
funds for division/departxment.

35. Make work assignments taking personnel and
other resouces inte account,

386, Speak a% public functions on beralf cf the
Coast Guard,

37. Deal with press or representatives or othier
nedia in explaining Ccast Guard missicas or
operations.,

foda

38. Arrangs or ccnduct tours of $cast Guard
facilities and operaticnal units,

54, Perform duties as sponsor for newly repersin
rerscnnel.

o

84, Deal with equal opportunity issues,

85. Ceal with individuals witiz drug or alsonsl
related problems,
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2:2 Organizational Healtn (30223, 890222, 80223 - first admin
8cert, 802;-. 80273 - second admin)

This iastrument is an adaptation of an organizational healtn
survey (CHS) developed by Xehoe and Reddin, pudblished by Reddin
(1978)., The twenty four questions collapse to eight scales;

Productivity =
The degree to which the organization is seen as placing a high
value on productivity.

———rirs gt

Leadership -
The degree to which the organization is seen as having effective
leadership. :

Organization Structure =
The degree to which the organization structure is seen as
appropriate,.

Communication -
The degree to which tne orzanization is seen as having epen
comnunication,

Confiict Management -
The degree to which disagreement is seen to occur when necessary
and to be used productively.

Human Rescurce Management -
The degree to which the organization's huma1 resouces are seen to
be well utilized,

Participation -
The degree to which participation is seen toc be used.

' Creativity -
The degree to which the organization is seen as creative.

In each case (ensign, field personel, or staff) for each
administration, the respondents were asked to respond as they fel:
about the Coast Guard at the time of the survey administration.

Test retest reliability (Reddin, 1978) is r2=0.88 (n=T15, two
weeks between administrations) and intra-scale reliability ranged from
0.79 to 0,94 (this study).

Table 2-2 lists the questions by number frcm the survey
instrunent (Appendix A) for each scale.

19
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? Crganizasicnzl Heszlsh Survey
(23227, &J222, 3%223, &caTh, 3lgve, 32Ti.

SCALE faums : . QUESTION :HUMSERS

! Productivity 31, 29, 317
2 Leacership 3z, Q19, 313
ﬁz Organizational Structure {3, QI11, Q18
Cermunication 3, 12, 3Es
. .
- Conflict Managemen: 45, 213, 22
i.f _ Fuman Jesource Manazement - 35, 1., l2:z
Participation {7, 98, <z
| Creasivisy Q3, Q16, <E:




2.3 Attitudes and Expectations: (30231, 80232, 80233 -~ first admin)
(80281, 8023z, 20282 -~ second admin)

Many of the scales in this instrument were constructed for a
study conducted by Patterson in 1978 of the impact of recruit training
on the attitudes of recruits (Patterson and Price, 1978). Intrascale
reliability is very high, on the order of ré=0.85 or better, and in
the recruit training study, reflected wide variance. Considering the
socially desirable nature of the constructs (i.e. self-confidence or
responsibility) this variance is a necessity.

The constructs were chosen to reflect a number of attitudes, both
personal (i.,e, self-esteem) and organizational/personal (i.e. power
values), It was hypothesized in the recruit training study and in
this cone that these areas would be those most likely to change as a
funetion of the assimilation/orientation period, and would be most
likely to change as a result of unrealized expectations about life in
the Coast Guard. Simply put, if people expect one thing and find
another, the disparity may be reflected in less positive attitudes
about both the organization and themselves (Louis, 1980; Feldman,
1981), Scales are listed in Table 2-3,

The first and second administrations to the ensign both asked for
prediztions, based on their Academy experience (first) and later,
thelir snipboard experience (second). The field and Academy staff were
asked to respond as they felt an ensign should respond. This methoed,
rather than just predictions, was felt to better capture the
unconscious expectations (hopes) without the influence of conscious
rationalization. The hypothesis is that the disparity between hoped -
for attitudes and observed behavior would better predict the
dissatisfaction of field personnel with new ensigns than the disparity
between expected attitudes (eynicism?) and observed behavior.

Questions Q51 to Q72 were designed to capture expectations about
life in the Coast Guard and the ensigns chances within it. Fileid and
staff people were again asked to respond as they hoped the ensign
would, The two administrations to the field and Academy staff were
identical; however, on the second administration the ensign was asked
{where appropriate) to report as things were rather than predictions.
For example, the first administration asked "How many hours do you
expect to spend on the Jjob in an average week?"; while the second
asked "How many hours do you spend on the job in an average week?"

The final question in this section, Q73, addressed career
intentions. In previous studies (Wehrenberg & Patterson, 1981, for
example) this nas proven to be a surrogate for overall
satisfaction/dissatisfaction. It only predicts future behavior
effectively, however, at the extremes (r2=0.75). The intent is oaly
to demonstrate the attitudinal shift related to unmet expectations,
Once again, field and staff were asked for their "hopes”,
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! SCALE NAME QUESTICH HNU¥EIZS
_"l Commitzent to the C3 Q1, Q2
5% Cemritment to missions Q3, 34, 35
ff Self-esteen g€, 37, Q8
« Indivicduality 25, Qi19, Q11
;,: Acceptance of authority 212, 913, Qs
.ﬂ'j ' Teaz self=-orientstion . 25, 18, Q1T
A Tean others—grientatisn 378, 313, &t
}b - X -~
¢, irust 21, Q2g, W3
Resentnent 24, Q&35, Q22
Victimizaticn <éT7, Qe3, iZ:
Responsidilicy . <33, <35, <2
Jrderliness <33, ¢S, &G
‘ Effort-rasults orientation Q38, 3F°, R33 '
‘ Pride in tae LG Q3%, 9, -
l . Self-confidence qu2, Qu3, g8
Power values 245, W\WE, -7
Hachiavellian orientation Qe8, Qk5F, <EC
)




Forced Cholce Ranking of Characters:
(80241, 80242, 80243 - first admia)
(80291, 80292, 80293 - second admin)

This section was designed to force a rank ordering of four
socially desirable individual characteristics. The forced checice
method, although difficult for respondents to use, was chosen to
ensure a rank ordering could be achieved. Ensigns were simply asked
whlch characteristic was most important in each pair "I would rather
have (a) or (b)." Fileld and staff respondents were asked which
characteristic was most important (desired) in the graduating ensign.
The administrations were the same except that field personnel, in the
second administration, were also asked to rate the new ensign on the
four characteristics. In this way, some feeling for what the CO feels
is important could be compared to his or her overall impression of the
new ensign. Although no reliabilty data are reported, the results
have tremendous face validity, a posteriori.

Table 2-4 lists the characteristics from the survey and the
manner in which they were defined,
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Individuali Chzracteristics
(5G241, 80242, 30213, 80231, 8cC232, 3Cz3:.
Characteristic Dinension Tralits

1. Professisnal experiise Knowledge and skill,.

primary and
’ collateral duties.

2. Ability to desl with people Leadershicz, human
relaticns,
communications

. skills, mznagement
ef fectiveness

3, Perscnal qualities rerce, iniciative,
judganens,
intesricy.

L, Willingness o learn Mstivaticn, saif
develcpment, accests
new respensli-
tilitles.

) . 24
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2.5 SAMPLE

The sample consisted of three separate grcups: the gracuating class
(1980) of the Coast Guard Academy (n=158); the Commanding Officers,
Executive Officers, and Department Heads of the units to which the
Ensign graduates were assigned (maximum n=158); and a randcm sample of
officers and civilians on the faculty and Commandant of Cadets' staff
(n=100).

The first administration was in May 1980, just prior to
graduation at the Academy. The instruments were administered by the
Commandant of Cadets' staff to the Ensigns, by mail survey to the
field unit Commanding Of ficers, and by the Superintendent's steff to
the faculty and Commandant of Cadets' staff., All instruments were
sealed by the respondents and returned to LAM Yorktown.

The second administration was in January 1981. The instruments
(with only slight modifications from the first administration) were
administered by mail to the Ensigns and field personnel and again by
the Superintendent's staff to the Faculty and Commandant of Cacets'
stafr,

Table 2-5 lists the frequency distributicn and
percent-of-response of the overall sample, Table 2-6 is a demographic
deseription of the Ensizn respondents, including a separate
description of those responding to both administrations (matched pair
pre and post data); tables 2-7 and 2-8 are demographic descsripticns of
the field and staff respondents, respectively.
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ENSIGN FIRST ADMINISTRATION

SAMPLE DESCRIPTION

SEX FREQUENCY
FEMALE 8

MALE 9N

RACE FREQUENCY
WHITE 94
HISPANIC 2
ORIENTAL/ 1
POLYNESIAN

BLACK 1

MAJOR FREQUENCY

CHEMICAL ENG. 5
ELECTRICAL ENG. 7
MARINE ENG. 4
OCEAN ENG. 8
MARINE SCIENCE 10
MATH SCIENCE a3
PHYSICAL SCIENCE 9

GOVERNMENT 13
MANAGEMENT 16
MARITAL FREQUENCY
SINGLE 9
MARRIED 6
STANDING FREQUENCY
Top 20% 20
21-40% 30
41-60% 23
61-80% 13
Bot 20% 12

FIRST ASSIGN. FREWENCY
DECK 70
ENGINEEZRING 23

0 e PR SRR RN 4l ~

TASLE 2-6 (a)

CUMULATIVE

8
99

CUMULATIVE

94
96
§7

98

CUMULATIVE

5
12
16
24
34
57
66
80
96

CUMULATIVE
91
97

CUMULATIVE

20
50
73
86
98

CUMULATIVE
70
38

FREQUENCY

FREQUENCY

FREQUENCY

FREQUENCY

FREQUENCY

FREQUENCY

et L ke L ioitdeiatindhow gkt _SNEIVA o)

PERCENT

8.081
91.919

4

ERCENT

95.918
2.0481
1.020

1.020

PERCENT

5.208
7.292
4,167
8.333
10.417
23.958
9.375
14.583
16,667

PERCENT
93.314
6,186

PERCENT

20.408
30.612

- 23,469

13.265
12.245

PERTENT
71.329
28.571

iy S oo L et i~ 5

4 g
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ENSIGN SECOND ADMINISTRATION

SAMPLE DESCRIPTION

SzX
FEMALE
HMALE
RACE
AHITE
HISPANIC
BLACK
MAJOR

CHIMICAL ENG.

ELECTRICAL EXNG.

MARINE ENG.
OCZAN ENG.
MARINE SCIENCE
MATH SCIZNCE

FREQUENCY

7
84

FREQUENCTY

89
2
1

FREQUENCY

PHYSICAL SCIENCE 19

GOVERNMENT
MANAGEMENT

MARITAL
SINGLE
MARRIED
DIVORCED
THER

STANDING
Top 20
21=40%
41-60%
51-80%
Bot 20

FREQUENCY
70
18
1
1

FREQUENCY
25
22
16
15
12

Tabie 2-5 (b)

CUM FREQ

7
91

CUM FREQ

89
91
g2

CUM FREQ

CUM FREQ
25
47
63
78
90

PERCENT

7.692
92.303

PERCENT

96.739
2.174
1.087

PERCENT

7.692
10.989
4,396
9.890
6.593
23.077
10,989
15.385
10.989

PERCENT

76.087

19.56S
1.087
1.087

PERCENT
27.778
24,448
17.778
16,667
13.233
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ASSIGIHMENT

e

ate, 60 81 55,6567
ENGINEERZIN . 23 8% 31.10

RPN ST,

TYPE OF UNIT FREQUINCY CUM FREQ PERCENT

2 WEEC 24 26 26.213
- WIEC 32 53 35,955
Vo WAS3 10 65 11.235

e WL3 15 87 21,348
WM : 2 8¢9 2.247

«._,,..-.-.-.,.‘v-w-."‘yr,_.ﬁ,v.uuv

30




ENSIGN MATCHED PAIRS

SAMPLE DESCRIPTION

SEX FREQUENCY
FEMALE 3
MALE 47
RACE FREQUENCY
WHITE 49
HISPANIC 1
BLACK 1
MAJOR FREQUENCY

CHEMICAL ENG, 1
ELECTRICAL ENG. 6
OCEAN ENG. 5
MARINE SCIENCE 5
MATH SCIENCE 14
PHYSICAL SCIENCE 6
" GOVERNMENT 8
MANAGEMENT 6
MARITAL FREQUENCY
SINGLE ) 49
MARRIED 2
STANDING FREQUENCY
Top 20% 10
21-40% 18
41-60 1
61-80% 9
B 20% 3

Takle 2-6 (e)

CUM FREQ
4
51

CUM FREQ
49

50
51

CUM FREQ

CUM FREQ

49
51

CUM FREQ

10
28
39
48
51

PERCENT

T.843
92,157

PERCENT

96.078
1.961
1.961

PERCENT

1.961
11.765
9.804
9.804
27.451
11.765
15,686
11.765

PERCENT

96.078
3.922

PERCENT

19.608
35.294
21,569
17.547

5.882

Ahaasilinacic
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Table 2-7 (a)
FTIELD TIRST ADMINISTATION

SAMPLE DESCRIPTION

g s N g et

- RANK FREQUENCY CUM FREQ PERCENT
- 0-3 4 4 6.780
- D4 15 19 25.424
¥ 0-5 27 u6 45,763
e 0-6 13 59 22.034
YEARS IN FREQUENCY CUM FREQ PERCENT
SERVICE f
- 8 1 1 1.695 g
. 9 1 2 1.695 |
11 2 4 6.780
12 3 7 5.085
13 y 11 6.870
; 14 1 12 1.595
' 15 3 15 5.085
16 7 22 11.854
17 5 27 8.475
18 2 29 3.390
19 5 34 3.475
29 7 41 : 11.864
21 1 42 - 1,695 ¥
22 1 43 1.695 i
23 3 46 ‘5,085 ?
24 6 52 10,169 :
| 25 1 53 1.695
26 3 56 5.085
27 1 57 1.695
‘ 29 1 58 1.695
33 1 59 1.695
TIME AT UNIT FREQUENCY CUM FREQ PERCENT :
MONTHS L
Months ‘
7 1 1 1.695 ?
8 2 3 3.390 i
9 1 4 1.695 :
19 3 13 15,254 '
| 3 23 13,5592 i

33




e — e - ——— e e e ——— DR trcriane e A B v

32 7 23 17,8¢E<
: 3 1 25 : 1.5%3
a2 1 30 1,663
21 3 23 5,083
22 14 4 23.72¢
23 6 S3 15,169
24 4 ‘57 5.789
26 1 58 1,655

TYPE OF UNIT  FREQUZNCY CUM FRZQ PERCENT

: WriZC 12 12 20.3
2 WAES 20 32 22.8
= WaG3 5 4

Q.
2.
5 37 3.
wi3 20 57 33.8
WLM ) 2 53 3.3

, SDUCATION FREQUEMNCY CUM FREQ PZACINT
s 3 3 5,085
SOME CoLL 7 19 11,8584
AS 2 “2 2,352
33 18 25 23.723
: PG 5 N 8,47¢
s : 20 7 3 33.8:3
TCWARD ?h.D 3 53 13.3523

SILLET LIVEL  FREQUENCY CUM FREQ PTITINT

o) 55 5
) 0] 3 5

o

“w
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Table 2-7 (3)
3 f °
FIELD SECOND ADMINISTRATION

SAMPLE DESCRIPTION

RANK FREQUENCY CUM FREQ PERCENT
- 0-1 1 1 1,087
F:: 0=2 3 4 3.261
2 0-3 25 ’ 29 2T7.174
i 0-4 38 67 41,304
- 0-5 15 82 - 16.304 i
0-6 10 92 10.870 i
-, TIME IN FREQUENCY CUM FREQ PEZRCENT
- SERVICE (YEARS)
X 0 1 1 1,087
y 2 1 2 1.087
1 4 2 4 2,174
; 5 1 5 1.087
6 3 8 3.261
7 8 16 8.596
9 7 23 7.609
10 7 30 7.509
1" 7 37 . 7.609
12 8 45 8.596
13 2 48 3.261
14 2 50 2.174
15 1 51 1.087 ;
16 4 55 4.348 i
| 17 6 61 6.522 ;
13 6 67 6.522
i 19 3 70 3.261
20 3 ES 3.261
21 ] 79 6.522 i
22 2 81 2.174 j
23 5 86 5.435
24 1 87 1.087
26 2 89 2.174
27 1 90 1.087
34 1 91 1.087




] ‘ r:r;g:;ﬂ_xs_x::: FrzivIney UM FRIZ FIRIINT
w DS E =)
E o} 1 1 1.087
- | § S 1 $.783
- 7 1 21 11.657
f 8 1" 32 11,957
! 12 1 33 1.087
14 1 34 1.087
i 17 1 35 1.287
18 5 44 .733
| 19 6 59 6.£22
20 16 65 17,3314
21 7 73 7.609
22 2 75 2.174
23 3 78 3,261
: 4 1 79 1.037
f 26 1 80 1.087
- 31 3 83 3.251
34 1 axs 1,28
- >36 8 32 £.5%2

{ AGT IN FREQUENCY CUM FRZQ PTIIINT
‘ ¥ZA3S .
. 0 1 1 1.e8T
21 1 2 1.237
23 1 3 t.337
25 1 i 1,087
28 4 9 <.3=3
29 5 3 5.633
30 5 19 2,833
31 T 25 ~,80%
J 32 3 34 3.834
33 8 40 5.822
34 9 49 3.733
‘ s 1 50 1,287
35 6 56 §.522
27 1 57 1.087
38 s 66 5.732
39 3 63 3.261
40 4 73 4,348
41 H 78 5.435
43 5 53 £.435
44 1 n .23
33 2 e 3.3:¢
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TYPE OF UNIT  FREQUENCY CUM FREQ PERGENT
WHEC 26 26 : 28,889
WMEC 34 60 37.778
* WAGB 7 67 T.778
- : WLB 20 87 22,222
: WLM 2 89 2.222
~ WPB 1 90 ‘ .11
i
EDUCATION FREQUENCY CUM FREQ PERCENT
! HS 4 4 4,706
. CCLL 4 8 4,706
AS 8 16 9.412
BS 25 41 29.412
z PG 5 46 5.882
= MS 25 71 29.412
- SOME MS 13 84 15,294
o ~ TOWARD PH.D. 1 85 1.176
- BILLET LEVEL  FREQUENCY CUM FREQ PERCENT
; co 39 39 45,349
X0 14 53 16.279

DEPT HZAD 33 86 38.372




TIMZ IN
SZRVICE (YEARS)

8

W1

12

13

1=

16

20

23

33

MCNTHS
8
10
W1
12
21
23

AGE IN
YEARS
30
32
33

35
23
=0

42

FREQUEMNCY
1
7
4
2

FREQUEINCY

1
1
2
1
1
3
3
1
1

FREQUENCY

N =t a NN =~ s =

CUM FREQ

1

8
P2
14

CUM FRIQ

HUIDW O N

-h od —a

@y oI eAN
ooM FRES

CUM FREQ

M s WO EWN =

PERCENT

T.163
£0.33C
28.57¢
14,286

PERCINT

7.143
7.143
14,284
7.1532
21.423
21,42¢
7‘1‘.3

PEACINT

7.343
T.143




44
59

TYPE OF UNIT

WHEC
WMEC
WAGB
WL8
WLM

EDUCATION
COLLEGE

BS

MS

1S+

BILLET LEVEL

<o
X0

FREQUENCY

FREQUENCY

FREQUENCY

13
1

13
14

CUM FREQ

CUM FREQ

3
7
13
14

CUM FREQ

13
14

7.143
T.143
PERCENT

14,286
28.571

- T.143

42.857
7.143

PERCENT

21.429
28.571
42.857

7.143
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0-2

3
30
15

7
1

1

1

FREQUENCY

.

. L
f? 9
_- ‘ - L - - ’ A
H «80a2 =2 .2
!
i ACATEMY STAFF FIRST AZHINIZTRATITU
AMPLE DESCRIPTION.
N " * 4
¥ STATUS FREQUENCY CUM FREQ PERCINT
. MILITARY = PCTS 9 9 10,583
- MILITARY = RCTATING 53 §7 §3,235
- CIVILIAN .18 85 21.175
)
5 DIVISIOU FREQUENCY cuM FEQ PIRCINT
a CADET ADMIN 11 1 12,415
;- ACADEMIC 61 72 74,390
, ATHLETIC 1 73 1.220
ADMISSION 8 &1 $.75¢ ]
f DEARTHENT F2EQUENCY UM FRIT PT3CINT
! puvs. ED. 3 3 6,338
ECON/MGT 3 h 12,303
CCMP. SCI 2 13 3,223
MATS 8 21 12,303
HUMANITIES 6 27 9.57"
PHYS/OCEAN SCI. " 33 Tz
APPLIED SCI/EN 1 49 17.7-2
NAUTICAL SCI/LAW 12 51 15,355
. OTHER 1 62 1,513
’ RANK FREQUENCY cuM FRZQ PTICENT .j

8=
®
N g
-, MO -

;1O oo
MA-» ONWROD
WA 5. OO YO

P x4

-

.
CUM FRzQ szactInT

T

20
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26 1 2 1.190
27 5 7 5,352
23 8 15 9.524
29 8 23 9.524
30 5 28 5.952
31 3 N 3.5
32 7 38 8.333
33 i 42 4,762
34 7 49 8.333
35 1 50 1.190
36 2 52 2.381
37 3 55 3.57T1
3¢9 1 56 1.190
41 3 59 3.571
42 3 62 3.5T1
43 1 63 1,190
4y 6 69 7.143
45 3 72 3.5T1
46 3 75 3.571
47 2 77 2.331
43 2 79 2.381 B
50 2 81 2.331
51 3 84 3.571
TIME IM SERVICE FREQUENCY CUM FREQ PERCENT
IN YEARS

1 3 3 3.614
3 2 5 © 2,410
4 1 6 1,208
5 . y 10- 4.819
6 7 17 §.434
7 8 25 9.639
8 8 33 9.639
9 i 37 4,819
10 9 46 10.843
11 6 52 7.229
12 4 56 - 4,819
14 3 59 3.614
15 - 2 61 2.410
17 1 62 1.205
18 3 65 3.614
19 1 " 66 1.205
20 3 69 2,614
21 2 71 2,413
23 2 73 2,43
24 2 75 2.41C

41




ioriin s atage it ot A I i IO AR 4

R R e R R N . .

T Oy WDV IV AN
v OO OQ
YA IR U U]

e s e s =
..-....qqu...

R EEE Kt
t- VO W a

) (\) v o= v~

W0 R- OO
) (v NN

RC2NT

[$1]
L)

=

cun FR

ughcyY

[¢ 4
(13}

.

3

" F

TIME AT UNIT IN
MONTHS

:-993.459.49..:...:,.:404...::.:.:.33:..7.03:::053
O e O s OO O r = - OO = (Ie- Qv Q)OO
NMWO T OAMODO@AUNA O OO OGNNSO T NN N
- L . 1 4 . . L - . - L . L . L] - . - . . - . L - - . . - . L] L]

- NN ST NIT et = s (BOVOY e e = (N — 7T — v (e
poiy

O W ST T 1511233111122-lu~121121ﬂ4




Mt o e o T

B T
L

TTETTIIA

EDUCATION

HIGH SCHOQL
AS/AA

BS/BA

SOME PG
MS/MA

MS+

Ph.D.

FREQUENCY

CUM FREQ

PERCENT

1.235
1.235
18.519
4,938
33.333
20,988
19.753




STATUS

MILITARY - PCTS

HILITARY - ACTATING

DIVISION

ACMIN=-
CADEMY

ATELETIC
S s Y

ASMISSISNS

DEPARTMENT

PHYS, 2.
SCON/MGT

coMp, SCI.

MATH

HEUMANTIZS
PYYS/QCEAN SCI
APPLITD SCI/ZNG
NAUTICAL SCI/LAW
QTHER

RANK -

L b e
it -

-1

kA deb )
bdisdiadw.t

FREQUENCY

21
38

-
. RO UL U VT W

FREQUENCY

2
21
11

2

52

cu

e
CUM

PR
T g~-1 3.

FREQ

LI s -
(V] N 1D Oy = O 8=

=
o

FREY

- - ) s
MW s O & OO

PERCINT
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29
20
31
32
33
34

.35

36
37
38
40
42
43
4y
45
46
47
50
52
54

TIME IN SERVICE
IN YEARS

O @~ EN -

IR = o s 2
O~NOoOWMEsEWN =W EswN -0

S = TN PODW AN ) a2 D ERWNDIW

FREQUENCY

—
-t et =t e N 2t N 2 OVTW DU E NN =

2k

5.085
11,864
3.390
5.085
3.475
6.780
3.390
1.695
1.695
3.390
1.695
3.390
1.695
5.085
3.390
3.390
6.780
1.695
3.390
1.695

PERCENT

1.887
1.887
1.887
1.887
9.434
7.547
9.434
3.774
5.660
9.434
18.863
1.887
1.887
3.774
1.887
1.887
1.887
3.774
1.887
1.887
1.887
1.887
1.887
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38 39 .754
' 38 31 754
53 3 3.3°¢ :
55 35 3,33 :
E ’ 36 1.75:
55 39 5.253
! 69 4 1,734
66 41 1.754
39 42 1,75+
66 43 1,734
>1¢0 1 T 15.258

EDUCATZCH FREQUENCY CuM FRZQ PIICENT
AS/AL 1 1 $.7ze
! . BS/3A 10 1 17.2s1 |
‘ P3 5 - 16 2,521 %
‘ us 13 23 22,41 t
MS+ 13 42 22,414
Ph.0. 16 53 27,528




AGE IN YEARS FREQUENCY CUM FREQ
25 1 1
27 3 4
28 7 11
29 5 16
30 2 18
31 1 19
32 5 24
33 4 28
34 3 3
35 1 32
37 3 35
39 1 36
42 1 37
by 2 39
u5 1 40
47 1 42
51 2 4y
TIME IN SERVICE FREQUENCY CUM FREQ
IN YEARS
1 2 2
3 1 3
3 1 4
5 3 7
6 6 .13
7 3 16
8 4 20
9 2 22
10 4 26
11 6 32
12 2 34
14 1 35
15 1 36
18 1 37
21 1 38
23 2 40
24 1 N
25 1 42
39 1 43
TIME AT UNIT FREQUENCY CUM FRZIQ
IN MOHTHS

PERCENT

2.273
6.818
15.909
11.364
4,545
2.273
11.364
9.091
6.818
2,273
6.818
2,273
2,273
4,545
2.273
2,273
2,273
4.545

PERCENT

u,631
2.326
2,326
6.977
13.953
6.977
9.302
4,651
9.302
13.953
4,651
2.326
2.326
2.326
2.326
4,651
2.326
2.326
2,326

PIRCENT
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Sacgtion 2: Zesc

The results cf this resesrch will e crassznzeld iz three seciicns.
The Zirst is a discus3iosn and presentatizn »f the dota Sroz the first
(Pre) survey adainistration (Sastion 3-1). This discussicn will
address three i{zportacnt elezents of the study: tha cadzi's
expectations and attitudes about themsalves and their cozing
assigazents; the expectations and attitudses of field CO's coacaraing
the about~-to-report ansign; and the expectations and astitudes of

Acadecy staff about the graduatiag ensigas.

The second area is an analysis of the second (post)
adaiaistration compared with the first (Secticn 3~2). This will
tesult in a quancifiled look at the disparity betwean expectatiosans znd
performance as seen by f£ield CQ's.

The third area presents the correlations between perforzaace
ratings (fitness reports and the performance scales of the post
survey) and the expectations-perception disparity (Section 3-3).

The data were analyzed usiang an IBM 3300 at the Appliled Physics
Ladb, Johns Hopkins University and the DEC-20 a: the GSB, Staxford
Uaiversity: Statisctical Aralysis Systea (SA3 79); varicus descripzive
and inferential statistical progradms, ia parzicular least-sguarss
regression, matched pair t-tests of sigwificance, and orthogenally
rotated factor acalysis.

3.1 First Adzministratiom:

A brief suazmary of the data from the firs: adailaistratisn was
presented at the Fall 1930 meeting of the PMTAC to the Coz=zilites,
Superintendent, Comzandaznt of Cadets, Dezn, ané memdars of gheir

stafls.
3.1.]1 Organizatiocal Health Section:

Table 3-1 lists the mean responses for all three gToups. O a3
five point scale, the cadets felt that the organization s:ruclure
(3.14) was the healthiest aspect of the Coast Guard (i.e. "No ocne parc:
of this organization has too much power”). Two groups, cacats and
Staff, felt that the way in which conflict is managed was the weaxest
(i.e."Conflict is accepted and used productively”). The Stafi fel:
that organizational communication (3.40) was the healthiest (i.e. " I
can always talk freely with my superior”)., C0's also indicate that
commuaication is healthy (3.55). However, CO's feel that the way in
vhich our human resources are managed (2.58) is the weakest aspac:
measured (i.e. "This organization uses the qualifications of ics
tembers”).

There wera sizailicant, (p<0.0l) diiferences tetween za
the stafi's responses on three scales., <The staif indicatac
comzunications, pacticipation, and creativisy wer2 all hneal:nhi
did the cadets. The CO‘'s Ziffeced froa the cadezs on four szalas
sace three as the Staff and the conflict canagezenz scala, CC's sz
Acadexy szaff diffared significanctly on only one scale, cznilice

canagezeat, CU's feeling that LT vas zanaged ore preductively thax

id the Academy Staff,




Table 3-1

Mean Responses to Organizational Health Survey
First Adamiaistraticn

YEAN/SD

Scale nacze Starf Cadet Field

Productivicy 2.84/0.8 '2.86/0.6 2.70/0.7
Leadership 2.82/0.8 2.82/0.6 3.15/0.8
Org. Structure 3.04/0.8 3.14/0.7 2.99/0.9
Commuaications 3.40/0/8 * 2,75/0.7 * 3,55/0.7
Conflict Mgt. 2.38/0.8 2.29/0.6 * 3,14/0.8
Human Res. Mgt. 2.60/0.8 2.42/0.7 2.58/90.9
Participation 3.07/0.8 * 2,56/0.6 * 3.40/0.6
Creativity ) 2.87/0.8 * 2.55/0.8 * 3.43/0.8

* Significant (p<0.0l) difference between groups on this dizension,
(i.e. Staff mean of 3.40 was significantly higher than the cadet mean
of 2.75 on the Communications scale. Field 3.14 was significantly
higher than cadet 2.29 on the Conflict Management Scale).

3.1.2 Attitudes and Expectations

As indicated in the introduction, the cadet was asked to respond
to the items as he or she felt about each item.at the time of
administration. In other words, the cadet was asked to agree or
disagree (five point scale) with a statement like "Do you feel a sense
of fulfillment in knowing that the Coast Guard serves the public?”
(commitment to missions scale) or "Power is based more om your
position than your personality” (Mach scale). Oun the other hand, COs
and Staff were asked to respond as they felt a newly reporting ensign
should respond. Based on interviews, this captures the feelings of.
COs and the Staff about how they want or hope an ensign would respond.
As mentioned, disappointment, an emotion, stems from the difference
between what one hopes will occur and what does occur. Asking COs how
the ensign will respond, or to predict the ensign's response based on
expectations (rationally mitigated by experience) does not capture the
degree of disappointment (or surprise in the event that the ensign was
“better than I hoped”).

The responses for all three groups are listed in Table 3-2. The

following discussion will first examine individual group responses and
then the differences between groups.




3.1.2.1
Caée.s describe thazselvas as bteingz comaicted s th2 =issicns <f
Le Coast Guard; heJ.“é hizh self-cenfidenca and 2 strong oriantatics
oward :e*-"o'c. Thery have pride Iin tla Coas: Suard, £2el tha: %=he

eaders of theilr refecence group ara also oriented :oward teazwerw,
and that it is important for a leacder to have pecwer. Ther also Jesl
that their pcwar base is not nacessarily a fun::icu 9f posizica,. but
must accoun: for coasideration for subsrdinates as well, Ther
indicate that acceptance of authority should not be folliowed blizcly,
trust other people, and do not feel victinmized or resentiul of their

acadeny experience.

With respect to general expectations, the cada: feels assured of
promotion to lieutenant, that he or she will make the Coast Guard =
career, expects to spend between 51 and 60 hours a weel cn the iob and
will spead a high proporticn of time in routine tasks. They { feal that
their perforzance will significantly impact the workload of their

peers. They do not know exactly what jots they want, feel tha:t chey
will have lictle control over their jobs, thnat they will nave ligsla
opportunity to display creativity, and that they will do lic:zls long

range planning.

Comrarding Ofiicers want an ensizn who has a hizh seznse of
reszonsibility, is comnitted to the missions of the Coast Guars, i
self confident, has a strong teay orientation, azd is assczizzed 3 tha

Te

Coast Guard as am organization. They want the ensign tc be results

oriented, have high trust, and an understanding of the ceed for 2
personal power. The ensign should be highly commitzed to a carzer i
the Coast Guard, should feel that he or she will have to work hard Zor

prozotion, will have to work at full capacity and will have ample
opportunicy to implament original ideas. However, {0s indicate tha:
the easign should not expect to do much long Trange planaing 9T pusl
forth creative effort. They also think that the ensiin should expecs:
to have to deal with considerables red tape. The ensigns should also
10t expect much control over their jobs.

Staff responses were very sizilar to those of fia2ié ICs. The
ouly differences were that the Staff indicated that enmsizans stould =2
expect to be involved i3 lifesaving. :

3.1‘2.2

Coaparing the responses of the three groups shows oaly zinor
substantive differences between the field COs and Staff. COs
indicated that the cadet should have higher levels of cesentzeant ans
feelings of victimization, and a greater propensizy to orzginale new
ideas. COs leaned more towards results on an elforct-results
continuiuz than did the Acadexmy Stafsf (f.e. "workiang 2ard is Jar =
izportant than getiing -esul:ss™)., EHowever, alzncugh these iiif p
were statistically s.;n‘f~can:, the scales were nct 3t eifher ixe -l
or lcw end of a rank crdering and did not substantivelr izpac: 3
2atched rank ordering of these coastruces.

L] ]
"w

3w

hy 0

Zowever, there were differences between che rasgonse

2
cadets aand those of the Staff aand COs., 1in genetal, the 3 axg 208

o
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hoped-for responses were considerably higher (or lower for inverse
scales) than the cadets. The diffarances appear not so cuch a&as a
different ranking (those comstructs hoped to be hizh were rated as
high by cadets) but as a matter of degree. As indicated in Table 3-2,
there were statistically significant differences on 13 of the 17
attitude scales and 8 of the 23 general expectation items. To
summarize by example, C0Os and the Staff are desirous of a greater
degree of commitment, responsibility, pride, etc., than the cadets
report. COs and Staff want the cadet to feel that he or she (the
cadet) will have mcre opportunities to be original and creative than
are reported by the cadets. COs also desire a stronger response on
the "we'll have to work hard for promotion”™ item than the cadets gave.

COs and Staff are relatively sure of the cadet's eventual promotion to
Commander (x=3.949 and 3.848 respectively). Cadets are less sure
(x=3.469). CO's hope for a much higher career/continuance rating
(x=5.220, corresponding to slightly higher than "I will probably stay
in the Coast Guard for 20 years, but no longer”) than indicated by the
cadets (x=4.021, slightly above "I will probably stay in the Coast
Guard beyond my initial obligation, but not for 20 years").

21




- Table 3-2

i e mea

Maan Raszonses &9 attituda Scalss and
! General Tupactacion Izezs

. SCALE LAz STATF CAZZIT TIZLY
R PREDICTIONS RESTCNSE RIDICTILNS
1}
i Comnitzent to the CG 3.964 * 3.222 * 4.1903
: Commitment to Missions 4.313 4.067 4.351
3 Self Esteen 3.803 * 3.558 3.856
! Individuality 3.591 3.448 * 3,787
F . Acceptance of Authority 3.21 * 2.832 3.0C6
F- ) Tean-Self Orientation .02 3.842 * 34103
L Tean-Other Orientation 3.917 * 3.559 bl 4.141
E. Trust 2.266 * 2.613 * 2,269
- Resentment 1.821 * 2.19% * 1.267
Victimization 1.980 * 2.670 * i.5C8
g Responsibilizy 4.571 * 4.290 * 4.621
e Orderliness 3.734 * 3.39¢ * 3.989
x Efforz-Results Orieatazion 2.730 * 3.119 * 2.353
x Pride ia the Coast Guazd 3.917 * 3.633 * <079
A Self Confidence . 4.060 3.922 * £,29
, . Power Values 3.159% * 3.53% * W83
A Mach 2.921 * 2.735 2.927
¢
Xaow the Jobs I Want 3.083 2.7%8 3.132
Desire Certain Jobs 3.889 3.768 5,122
Desire to Avoid Certain Jobs -3.357 3.518 3,274
will Have Control Cver Jobs 2.402 2.323 2.39)
Hard Work for Premoction 4.131 * 3.677 * ©.237
. Work At Full Capacicy 4,000 3.687 4.017
Peers Wotk at Full Capacicty  3.439 o 2.950 * 3,827
Lots of Red Tape 3.321 * 3.717 * 2.933
Opportunicy to Originate 3.643 * 3.071 * -.283
' Perforzance Iapacts Workload 3,940 3.828 ~ 3.199
0f Peers
“ Chances of Lifesaving 3.037 2.909 3,475 1
Routine Tasks 3,747 3.919 2,81
ighting Fires 1.078 * l.414 * 1.368
long Range Planning 1.578 1.747 10492
Own Creative Efforts 1,976 1.8i8 1.864
Hours on the Job 3.627 * 3.969 3,398
Number of Subordinates 3.235 3.177 3.303
?romotion to LT 4,22 4.133 2.373
Promotion to COR 3.843 * 3,453 * I.%.2
622 Duty Sducation 3,659 3,357 TeilT
Poscgraduate ITducation 1.813 ¢ 3.333 3.32.
Jwn Comzaxd 3.177 3.3-9 3,33
Contiauance .o13 * deual * 3,222
52




3.1.3 TForced Choice Section

Table 3-3 lists the ranx orderings by all three groups. These
constructs were ordered by “importance in the new ensign” by all three
groups. CO's and staff responses were identical, interviews
indicating the rationale for selection teing that personal qualities
were the least likely to be changed, and thus the ensign must have
them (force, initiative, judgement, integrity). However, ianterviewing
the cadets indicated, that their rational was one of concern. They
ranked “Ability to deal with people™ as high because it is the
construct they are least confident about.

Table 3-3

Rank Qrdering of rorced Choice Personal Constructs

STAFF ) CADET FIELD
Personal Qualities Abilité to deal with people Personal anlities
Ability to deal wiéh Personal Qualities Ability to deal with
people people
Willingness to learm Willingness co'learn Willingness to learn
Professional Expertise Professional Experci§e Professional Zxpertise

3.1.4 Job Expectations

3.1.4.1 Within groups.

Table 3-4 lists those tasks from the task listing which were
selected by cadets as most likely to be a part of their jobs. It is
clear that cadets feel that they will be supervisors, since eight of
the 20 deal with supervision (waintain roles, function in a
supervisory positfon, deal with enlisted personnel, perform enlisted
performance appraisal, setting and checiking against standards, etc.).
A second cluster deals with communicating orally and in writing, usiag
correct format, structure, and grammar, Making decisions is
indicated, as are a few technical areas such as conductiag inport
drills, using R/T procedures, and conducting pre-mast investigations,
This, then, is how the cadets see their jobs at their first units
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3 afzeT the aczleuy. .

.

’ Table 3-3 2is:s :hose jobs chesan by cadsss as Loezst liksly s te
: rert of their job. In terzs of tasks, they are sure oaly that dsalin:
! with the press, using a sword and zatching will not Se pars of zhels
; jo5s. Thay predic:t that they will nct te in wveapons departzment (WIss,

= ] ASWO, GUN, FIRST LT) ané =ast like;, not in operations (sps, CICo,

= OCEAJO) Zhat leaves all the cadets expeczing to 2 navigator,

L comzunications officer, or in enginsering. 0Of course, they mav also

& be expecting not to be a division officer.

Table 3-6 lists those tasks at which cadets feel they will te
E most skilled. Clearly, cadets feel skilied st naviga: ion (seven =2
q ten skills)., They also feel fairly proficient at log-keeping, ac

23 a subordinate, and executing the sword manual of arzs (!?). T
. 3-7 lists those tasks at which cadats .ael they will be laas: skillez,
' 1 weapons related jobs are indicated (WEPS, ASWO, GUXN), as arc
cocmissary and NAFA officer. Maintaining a budget and plananiag and
conducting technical training are also jobs for which cadsts feel
unqualified,

b

A quick glance at Table (ia section )show s that those jo>s fcor
.- which cadets feel unskilled are also those that ars seen as teizng
o uniaportant to the uait, Nine of the bottom I3 tas are listad iz
) both groups (columns 3 aad C of pre-data). However, o"l¢ two of the
_ tasks at which cadets feel skilled are l¢s:eﬁ as being izpor:zat o
S the unit. (Dealing with other junior officers, and using ccr:
grazmar, pmctuation and spelling),.
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Looking at all three sections (Will vou te doing £2? Hew
will you be? 1Is {t importaat to the unit?) together, of the 2
listed as most likely to be a part of the cadet's zew job, the
considerable overlap with those tasks felt to be {smpcrtaac to the |

unit. Eowever, only two of these 20 tasks wera feit to be areas of
skill on the part of the Cadet; functioniag in a subordinaze capacicr

- and using correct grammar, spelling, and punctuation. Tabla 3-3
. displays this relationship. Table 3-9 shows thar there is

3 considerable overlap ia those tasks seleczed as least likely to be
part of the job, self perceived skill, and izporzance =0 uanit ($ sf 1

‘ tie 20 overlap). For example, at task 41 (Act as ASWS) cacdets feel
that ASWO will not be part of their 3job; they feel that they would zo:

1 ‘ be skilled at 1%; and that it 1is pot importaat to their unit.

Table 3-10 lists those tasks indicated by COs as =cs: likely to
te part of the ensign's (cacet) job. Four major cluscers are evilen::
supervision, navigation and DWO, comzunication, and some techaical
skills (R/T procedures, logkseping, pre-cast iavestigations, duty as
inport 00D conducting emergeacy drills, and using the Uadervay
Checklist),

Table Z-1! lists the tasks seleciad 5V I0s as
7art of the ensign's jod. Speciii: assignzents in
s
-

Officer, NATA Officer, A3W0, GCIZANC, and Safesy . '."'.e e'.s~~-
is also not expec:ted o Zeal with outside consraczoss of the pus.ic,
either by speaking or dealing with the press. Ther will also n2: te




expected to march or carry a sword.

Table 3-12 lists these tasks at which the ensign will be acst
skilled. Included are the DWO and navigation skills, service
etiquette, ccmmunicating orally and using correct grammar and
structure, acting in a subordinate capacity, and dealing with other
JOs. Table 3~13 lists the tasks at which COs feel the ernsign will be
least skilled. Included are conducting technical training, career
counseling and reenlistment interviews for subordinates, The ensizn
is also seen as being unskilled at dealing with with outside
contractors, using NBC warfare equipment, and are unqualified as ASWO,
OCEANO, Supply and NAFA Officer, and Boarding Officer.

Table 3-14 lists those tasks considered by COs as being important
to their unit's operation. The tasks listed are very similar to those
indicated as likely to be part of the ensign's job. Supervisioa,
communications, DWO and navigation, and inport 00D skills. Table 3-15
lists those tasks considered as being least important to their unit's
. operation. Included are NAFA, ASWO and OCEANO, coordinating fund
M raising, using NBC warfare equipment, speaking to the public or
. dealing with contractors, and marching and using a sword.

YA S

Table 3-16 lists the tasks which the Academy staff felt would. be
nost likely to be a part of the cadet's first job. Agaia, the major
clusters are communicating (oral, written, logs, RT procedures, etc)
and navigating skills. They also feel that the cadet will be dealing
directly with enlisteds.

Table 3-17 lists those tasks indicated as being least likely a
part of the cadet's job., Certain job titles are listed (OPS, NAV,
Morale Officer) as are public speaking, dealing with media and outside
contractors.. CG history, use of a sword, and marching are alsoc not
envisioned as part of the cadet's new job.

Table 3-~18 lists those tasks at which the Staff feels the cadet
will be most skilled upon arrival at their first unit. These clusters
¥ are navigation and service etiquette/marching/sword wielding.

Those tasks at which cadets are predicted to be least skilled are
’ ‘ listed in Table 3-19. The two major clusters are determining resource
= requirements/administering funds and training/performance
appraisal/career development. Duties involving ship/air ops and NBC
warfare are also listed.

Tables 3-20 and 3-21 list those tasks felt by the staff as being
most and least important to the unit respectively. Most important
were communicating (oral and written), DWO duties such as navigation,
and maintaining roles and dealing with enlisted personnel., Least
important were dealing with the press and public, marching/sword
carrylng, and many collateral duties such as CFC coordinator, CG
Mutual Assistance and Voting Officer.

we
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TASK NUMEER

28 -
30 -

21 -
24 -
27 -
29 -
31 -

L [ 3 8
W WO
[]

102 -

19 -

83 -

dest Freguently Selscisd
e =
5 AS cst Likely 75 32
g migs [ R h ¢
£ Their Jobs., (m»ZI.5225 ;
;

Comnunicate orally.

Use correct grammar, svelling, -,
punctuation.

Function in a supervisory capacicy.
Peal directly with enlisted personczal. ‘
Communicate in wriciag.

Draft letters using correct formac.
Prepare enlisted performance
evaluations.

Deal directly with sexnior officers.
Function in a subordinate capacity.
Make decisions.

Conduct perforzance zppraisal i=zter-
views with the zecbers of vour
division/departzent.

Deteraine {I the work acconplished
zeets established standards,
Recognize and =maintaia the prozer
toles and relationships azcug :he’
zembers of ycur division.

Decide cn a course of actioen basad
cn policies, records, ani ragorss.

Sat standards of performance Zor the
zenbers of your divislen/depazize=xt.

Corduct in-port emergzeacy driils.

Use correct radiotalaphone procaduress.
Delegate responsibility and authori:cw
to the members of your division/
deparcaent in order to =axe the bes:
use of your own tigze.

Use kaowladge of ships =acticel Za:ta,
Conduct a pre-mas:t iavestigation.,
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TASK NUMBER

TASK

Table 3-3

10 Tasks Listed By Cadets As
Least Likely To Be A Part
0% Their Job (Descerding, x<1.550)

52 -
37 -

53 -
57 -
40 -

51 -
77 -
36 -
76 -
41 -

TASK

Act as gunnery officer,

Deal with press or representatives
or other media in explaining Coast
Guard missions or operations.

Act as first lieutenant.

Act as weapons officer,

Act as combat-information-center
officer,

Act as Operations Officer.

Execute the sword manual of arms.,

Act as oceanographic officer.

Form a group into a marching element.
Act as antisubmarine warfare officer,

Table 3-6

10 Tasks At Which Cadets Feel
They Will Be Most Skilled.

NUMBER

68 -

65 ~

70 ~
20 ~
69 -

77 -
71 -
95 -
67 ~

78 -

(x>2.82)
TASK

Determine position by visual bearings,
ranges,

Use charts and navigational instrumentcs
or equipment to fix geographic
positions.

Use manuvering boards.

Punction in a subordinate capacitcy.
Determine geograhic position by
celestrial navigation.

Execute the sword manual of arms.

Use correct piloting skills.

Determine height of tide and current -
velocity. )

Use electronic navigation systems
(i.e. radar, loran, omega, etc.).
Maintain logs. .
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26

44
47
56
34

Tasks At which Cadats 7=
Thev Will Be Least Sxilled

=
s
3

(x<1.59)

Investigate the currant level of
training axd needs for traiaing in
your divisicn/departzent.

Deal diractly with outside contrac-
tors.

Act as commissary oificer.

Act as NATFA officer.

Act as, oceanographic officer.
Deteraine funding requiremenis and |
adainister funds for divisicn,
departzent.

Act as guanery officers.

Develop a technical traizing prograxz,
Act as antisuboarine werfaze oilicer.

Act as wa23gons officer.
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Table 3-3

20 Tasks Most Frequently Selected
By Ensigns As Most Likely To
Be A Part Of Their Jobs (A4>2.800)

: TASK MEAN
A B c
i
b 28 - 2.961 2,490 2.920 2
- 30 - 2.961 2.490 2.860 2
e 21 - 2.961 2.588 1 2.860 2
2% - 2.941 1.863 2.960 2
27 - 2.941 2.373 2.800 2
29 - 2.922 2.176 2.760
3 31 - 2.922 1.686 2.900 2
e : 22 - 2.902 2.392 2.863 2
. 20 - 2.902 2.725 1 2.725
9 - 2.902 2.196 2.980 2
15 - 2.882 2.098 2.843 2
8 - 2.882 2.235 2.922 2
' 14 - 2.863 2.255 2.922 2
12 - 2.843 2.196 2.843 2
7 - 2.843 2.100 2.902 2
102 - 2.863 2.137 2.745
73 - 2.840 2.280 2,740
19 - 2.804 1.961 2.843 2
103 - 2.804 2.137 2.796
83 - 2.800 2.080 2.540
| 1 overlapped with top “B" skill predictions by ensign.

2 overlapped with top 20 "C" important that this task be a part
‘ of their jobs.

N TN




. TASK MEAN
A 3 c
4] - 1.176 1.333 1 1.580 2
5 76 ~ 1.300 2.480 1,460 2
. 56 ~ 1.612 1.412 ! 1.725 2
# 77 - 1.440 2.530 1,820 2
- 51 - 1.451 1.471 ! 1.7:5 2
. 40 - 1.471 1.824 1,940 2
57 - . 1,471 1.316 1 1.725 2
53 - " 1.549 1.549 1 1.765 2
37 - 1.647 1.843 2.040
, 52 - 1.647 1.373 1 1.824 2
36 - 1.686 1.902 2.060
58 - 1.70% 1.460 1 1.843 2
. 90 - 1.720 - 1,569 1.92) 2
47 - 1.725 1.431 1 1.745 2
. 45 - 1.784 1.471 1 1.860 <
38 - 1.843 2.068 2.020
79 - 1.860 2.340 2,020
26 - 1.922 1.431 2.200
25 - 1-96,1 1.941 2-340
42 - 1.961 1.685 2.127
46 - 1.951 2.216 2.160

l overlapped with dottom 20 "B" skill predictions by ensizns,
' 2 overlapped with bottom 20 "C"” inportance o uait.




Table 3-i0

Tasks Listed By COs As Most Likely
To Be Part Of The Ensign's Job

TASK NUMBER

8 -~

23 -
24 -
27 -
28 -
65 -

66 ~
68 -

70 -
71 =
83 -
93 -
94 -~
102 -
14 -

20 -
56 -
73 -
78 -
95 -

(x>2.92)

TASK

Determine if the work accomplished
meets established standards.

Deal directly with junior officers.
Deal directly with enlisted personnel.
Comnunicate in writing.

Comnunicate orally.

Use charts and navigational instruments
or equipment to fix geographic positions.
Use knowledge of bouys, lights, and
other navigational aids,

Deternine position by visual bearings,
ranges,

Use manuvering boards.

Use correct piloting skills,

Conduct a pre-mast investigation.
Perform duties as inport 0OD.

Use the Getting-Underway-Checklist.
Conduct in-port emergency drills.
Recognize and maintain the proper
roles and relationships among the
members of your division/department.
Function in a subordinate capacity.
Act as deck watch officer,

Use correct radiotelephone procedures,
Maintain logs.

Determine height of tide and curreant
velocity.
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TASK

TASK

NUMzEER

45 -
47 -
42 -

37 -

26 =
41 -

76 -
36 -

56 -
77 -

Tasks At Which COs Teel The
Znsign Will Be Most Skilled

66 -
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Act as supply ofificer.

Act as NAFA ofiicer.

Act as safety oificer.

Deal with press ovr representatives or
other wedia in explaining Coas: Guard
znissions or operations.

Deal direactly with outsice contraczors.
Act as antisubzmarine wariare officer.
Fora a group iato a marching elemant,
Speak at public functions on benalf of
the Coast Guard,

Act as oceanographic ofiicer.

Execute the sword magnual of arss.

Table 3-12

(%>2.50) I
TaSX

Deteraine height of tide and curran:

velocicy.

Use manuvering boards.

Use charts aad navigational imszruzen
or equipwment to fix geograpnic positi
Use xaowledge of »ouys, lights, and o
navigational aids.

Use electronic navigation svscazs {4i,s,
radar, loraz, ozega, ect.).

Deteraine position by viscal bearings,

(AN BT ]

3
oS
~e-

rangzes.
Use or display your wacwledgz of service
etiquette,

Use kncwledge of the Tulaes 28 tha
nautical road.

Function in a subordinate cspacity.
Comaunicate orally.

Use correct graazar, spelli=zg,
Punctuation.

Use eorrest pgilstang s<ills.

fora a gruup int: a marching slzzaacly

Zxecute the sword zanua. JI irms. ]
Use sorTact radictelapasne prise2iiTas. !
Deal _dizecsly witn ‘unilcr oiliicers,

e




Table 3-13

Tasks at Which COs Feel the
Ensigns Will be Least Skilled

(x<1.50)
18 - Conduct career development and reenlist-
B zent interviews. .
o 49 - Act as wardroom mess treasurer.
- 3 - Conduct technical training for members.
?, 56 - Act as oceanographic officer.
L 59 - Act as. boarding officer,
4 26 - Deal directly with outside contractors.
b 41 - Act as antisubmarine warfare officer.
» C 45 - Act as supply officer.
' 47 - Act as NAFA officer. ,
90 -~ Use NBC warfare monitoring equipment.
Table 3-14
Tasks Listed By COs As Being
’ . Most Important For Unit Operation
a (x=3.00)
8 - Determine if the work accomplished meets
established standards.
9 - Make decisions.
] 12 - Decide on a course of action dased ¢n
’ policies, records, and reporcs.
21 - Function in a supervisory capacity.
J27 = Communicate in writing.
28 - Communicate orally.
| 30 - Use correct grammar, spelling,
punctuations,
54 - "Act as deck watch officer.
‘i 66 ~ Use knowledge of bBouys, lights, and
other navigati{onal aids.
68 - Determine position by visual bearings,
ranges.
70 - Use manuvering boards.
71 ~ Use correct piloting skills.

86 ~ Use knowledge of the rules of the
nautical road.
- 93 ~ Perform duties as inport QOD.
94 - Use the Getting-Underway-Checklist,

P



Tasks Listed 3y 00s is Zeing
Least Izpcrzent To tUniz Operaziscn
(x<2.13)
47 - Act as NATA officer.
60 ~ Act as coordinator Zor Cocbined redsral
Campaign. :
90 - Use NBC warfare monitoriag eguizmeat.
41 = Act as antisubmarine warfare officer.
. 56 = Act as oceanograpnic officer.
i 36 - Spezk at public fuactions on benals
of 'the Coasc Juard.
- 76 - Form a group into a marching elazexc.
” 26 ~ Deal directly with outside contractors.
77 - Execute the sword =zanual of sros.

Table 3-15%

Tasxs Listad 3v Staff As
Most Likaely To Be 2art (F
The Tosign's Job (x>2.8))

TASK NUMBER TASK
20 Function i a subordinate capacizy. ;
24 Deal directly with enlistad perscanes. j
28 Conzunicate orally. ‘i
66 Use knowledge of bouvs, lights, a=nd
other navigaticnal aids.
. 67 Use electronic navigation svstazs (i.e. X
radaz, loran, omega, ezc.).
93 Perform duties as inport 0CD.
30 Use corract gamszar, spgelling, cuncsvacics.
27 Cemmunicate in writing.
78 Maintain logs.
86 ~ Use knowledze of the rules of the
rautical road,
65 - Use charts and navigaticaal instruzents
or equipment to fix geographic posizions.
54 ~ Act as deck watch officer.
73 - Use correct radiotelephoze procedures,

(223
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Table 3-17
Tasks Listed By Starfi as
Least Likely To Be Part
Of The Ensiga's Job (x<2.00 descending) . ]

TASK NUMBER TASK

92 - Perforn duties involved in coordinated
ship/air operations.

48 -~ Act as morale officer,
3 46 ~ Act as navigator.
» 25 - Deal directly with the general public.
e 2 - Develop a technical training plan.
. 51 - Act as Qperations Qfiicer.
e 79 ~ Use your knowledge of Coast Guard history.
e 90 - Use NBC warfare monitoring equipment.
. 76 - Form a group into a marching element.
4 37 - Deal with press or representatives or

: other media in explaining Coast Guard
missions or operations.

36 -~ Speak at public functions on behalf of
the Coast Guard.
26 - Deal directly with outside contracrors.
77 - Execute the sword manual of arms.
Table 3-18

Tasks At Which Staff Feels
The Ensign Will Be Most Skilled
(x>2.30)
TASK NUMBER  TASK

' ) 77 - Execute the sword manual of arms.

76 - Form a group into a marching element.
‘ 20 - Function ia a subordinate capacicty.
‘ ‘ 65 - Use charts and navigational instruments
or equipment to fix geographic positions.
68 - Determine position by visual bearings,
ranges.
80 - Use or display your xaowledge of Coast
Guard history.
86 - Use knowledge of the rules of the
nautical road.
66 - Use knowledge of bouys, lights, and
other navigational aids.
70 - Use manuvering boards.
53 - Determine geographic position by
celestial navigation.
95 - Determine height of tide and current
velocicy.
101 - Inspect liberty parties.
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: Tatle I-19
- TAa5Ks At Which Stall
L Feals The Easign Wiil 3=
weast Sxilled (x<1.37 descending)
| TASK NOM3IR  TASK : j
y. 92 = . Perform duties iavolved in coozdinatel
| ship/air operations. 9
< 90 - Use NBC warfare xzonitcring equipment, ]
>;| 33 - Determine requirecents for zatezial
- - . Tesources for division/departzent.
s 1 - Iavestigate a curven: leval of trzinizg
fes ~and needs for training ia your division/
b department.
- 2 - Develop & techaical trzining plan,
. 31 - Prepare enlisted perforzance avzluaticns.
= . 43 - Act as supply officer.
E 47 - Act as NATA ofificer.
% 3% - Deteraine funding requivsements znd
~ administer funds Zfor division/c2pzriment.
A 18 - Conduct career developmen: and rzelistzent
, © iaterviews.
- 26 - Deal "directly with outside c¢ontiractors.
Table 3-20
Tasks Listed 3y Staif as
3eing ost Important ror
Unit Operation (x>2.80)
o TASK IUM3ER Task .
T! 2% - Deal directly with enlisced jevsonnal. i
20 - Function ia a svbordinate capaci:sy.
‘ 27 - Comzmunicate in writing.
28 - Cozmunicate orally.
14 - Recognize and cmaintain the proper :oolss
and relationships acong the z=exzbters i
your division/deparctne=nt.
’ 30 - Use correct grammaz, spelling,
punctuation. -
66 - Use knowledge of bouvs, lights, and
other navigational aids.
67 = Use eslectronic navization swsia2zs
{i{.e, radar, loraxn, :z2g3. &32. .
‘ 92 - Perforz dutlas 3= inzsct 0D, -
. 54 = Act as deek wateh offizar.

o
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Table 3-21

Tasks Listed By Staff As Being Least
Izportant For Uanit Operation (x<2.00 descending)

TASK NUMBER

TASK

60 - Act as coordinator for Combined Federal
2 : Campaign. ’
?1 61 - Coordinate the CG Mutual Assistance Fund.
; 76 - Form a group into a marching element.
2 2 - Develop a technical trainiag plan.
- 36 - Speak at public functions on behalf of the
) Coast Guard.
3 37 - Deal with press or representatives or
x . other wedia in explaining Coast Guard
2 missions or operations. .
- 47 = Act as NAFA officer.
p 62 - Act as Voting Officer.
. 77 - Execute the sword manual of arms.
26 - Deal directly with outside contractors.

£
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Table 2~22

Tasks Listed By Easigns
As Being Part Of Their Job
(&2.80)

TASK NUMBER TASK

24
28
109

30
20
1l
-9
14

102

107
ri
12

- Deal direczly with exlisted parsomneal

Ccmmunicate orally. .

- Reprizand subordinates, either iz wrising

or in person.
Use correct grawmar, spelling, pumcsuaticn,

- Function in a subordinate capacity.

- fFunction in a supervisory capacity.
Make decisions.

- Recognize and caintain the proper rolss azi
relationships acong the mambers of wour
division/deparczeat.

- Conduct in-port e=przancy drills.,

- Deal directly with senlor officers.

- Communicate in writiag.

- Conduct a pre-mast izvestigaticnm.

- Decide oa a course of action based c¢n sour
owa observatioans cf a sistuatien.

=  Decide on a course cf action tases cn ths
inputs of others.

- Delagate responsibility and zuthoriszr 2o tha
aembers of your divisioa/deparczent in orders
to make the best use of vour tize,

- Frepare reports of inves:iga:ion.

- Draft letters usiag correst forza:l.

- Decide on a course of accicn based ¢n

policies, records, and repores.

O
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Table 3-23
: : Tasks Listed By Ensigns As
! Not Being Part Of Their Job
(A<1.51)

TASK NUMBER TASK

Jf% 41 - Act as antisubmarine warfare officer.
. 45 - Act as supply officer.
s 61 - Coordinate the CG Mutual Assistance Fund.

functious.
- 76 - Form a group into a marching element.
e 77 - Execute the sword manual of arms.
2 63 - Coordinate official social ceremonial
AN . functions.
A 58 - Act as deck department head.
- 56 ~ Act as oceanographic officer.
- 36 - Speak at public functions on behalf of
: the Coast Guard.
) 40 - Act as combat-information-center officer.

51 - Act as Operations Qfficer.
47 - Act as NAFA officer.

18 ~ Conduct career development and reenlistment
interviews.
37 - Deal with press or representatives or other
media in explaining Coast Guard missions or
operations. :
4 44 - Act as commissary officer.
57 - Act as weapons officer.
72 - Compute search and rescue information (i.e.
i ! datum, search pattern type, search area size,
atc.).

‘ 53 - Act as first lieutenant.

§9




Table 3-2:

Tasks Listed 3y COs As

Being Part Of The Ensign's Job

TASX NUMZER

14 -

20 -
21 -
28 -
30 -
31 -
33 -

54 -

65 -

70 -
71 -
73 -
83 -
86 -

93 -
94 -
106 -

(X=3.00)

TASK

Recognize znd maintaia the groper rolss
relationships among the z=a=bers of your
division/departzeat. )
Fuaction in a subordinate capacity,
Function {a a supervisory capacitr.
Communicate orally.

Use correct grammar, spelling, puncruatioc.
Prepare enlisted periormance evaluazicns.
Determine regquirements for matavial rascurcses
for division/departaent.

Act as deck watch officer.

Use charts and navigaticnal instruczents orv
equipment to fix geozraphic positisns.
Prepare training zaterials.

Set standards of perforzance for :the zem3zrs
of your division/departzent.

Deterzine if the work accomplisned zeits
establisned standards.

Use manuvering boards.

Use correct piloting sxkills.

Use correct radiotalaphone procedures.
Coaduct a pre-mast investigation.

Use knowledge of the rules of the naulizal
road.

Perfora duties as inport OCD.

Use the GCetting-Uadaerway-Checkiist.

Prepare official correspondence.
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'; Table 3-25
1
j Tasks Listed By COs As liot
i Being Part Of The Ensign's Jjob
| TASK NUMBER  TASK
! 89 - Perform duties as repair party officer.
i 90 - Use NBC warfare monitoring equipment.
! 58 - Act as deck department head.
f 51 - Act as Operations Officer.
% . 104 - Take a disabled vessel in tow.
[ | 76 - Form a group into a marching element.
- : 56 - Act as oceanographic officer.
%j 53 -  Act as first lieutenant.
- 37 - Deal with press or representatives or other
g media in explaing Coast Guard missions ot
- operations.
& 41 - Act as antisubmarine warfare officer,
[ ’ - 36 - Speak at public functions on behalf of the
| Coast Guard.
= - 45 = Act as supply officer.
;! ) 77 - Execute the sword manual of arms.
: Table 3-26
y !
Tasks At Which Ensign
Report Being Most Skilled
(B>2.50)
TASK NUMBER - TASK
65 - Use charts and navigational instruments or
equipment to fix geographic positions.
- 20 - Function in a subordinate capacity. .
3 68 - Determine position by visual bearings,
;“ ranges.

67 - Use electronic navigaion systems, (i.e.
;‘ radar, loran, omega, etc.).
) - 66 - Use knowledge of bouys, lights, and other
3 navigaitonal aids.
70 - Use manuvering boards.
9% - Use the Getting-Underway-Checklist.
, 93 - Perform duties as inport 0OD.
n 86 - Use knowledge of the rules of the nautical
= road.
83 - Conduct a pre-mast investigation.
78 - Maintain logs.
71 - Use correct piloting sxkills.

p ! 30 =  Use correct grammar, spelling, punstuatica.
| 101 - Inspect liberty parties.
100 - Supervise and conduct on-the-job training

for quarterdeck watchstanders.
95 - Determine height of tide and current velocity.

82 - Conduct an informal investigation 1n accordance
5 with the MCM.
: 73 - Use correct radiotelephone procedures,

2




42 -
44 -
47 -
51 -

i 52 -
g | 58 -
' 90 -
29 -
18 -

et

- 33 -
56 -
57 =
2 61 -
- 83 =

45 -
41 -

TASK NTME=zR

" - 58 =
67 -
65 -
. 94 =
} 93 -
‘ 70 -
66 ~

23 -
33 -

-

0~ ® 0O
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TASK WMBER

Tasxs At Whica Znzizns
sort 3eldng Least Skillzd
(3<€1.52)
Task
Act as safety cilicar.

Act as com:issa:y officer..
* Act 88 NAFA officer.

Act 83 Operatioans officer.

Act as gunaery officer.

Act as deck departzent hesad.

Use NBC warfare monitoring equizmens:.

Serve zs boat-Jificer.

Conduct career devalopzent and reanlist=zent

iatezviews.

Act as first lieutenant,

Act as oceanographic ofiicer.

Act as weapoas officer.,

Coordinate the CG Murual Assistzace Fuand.

Coordinate official social cerazcnizl

functions.

Act as supply oificzer,
]

ASL as antisubzmarine wazriare cificer.

Table 3-28

Tasks Listed 8y COs aAc.

Which Ensigns ire
Most Skilled (X>2.59)

TASX

Dezerzine positi
Tanges. .
Use electronic navigation systeams (i.a.
radar, loran, omega, etc.).

Use charts and navigatioral instcuzents cr
equipzent to fix gaogTaphic postions.

Use the Getting-Underwar-Checkiis:,
Perfora duties as iczport QOD.

Use nsnuvering buards.

Use owledge of bouys, lights, and other
navigaiconal aids.

Deal directly with juzmior oificers.

Use knowladge of the
.Ua-‘

Izspec:

lor. by visual bez

~ngs,

Tolas 2% sha nze

lidercy parctieas.,

Frepar? weather ctsarvasisn logsiaac.
Congduct a pre~nast iavestigazio:z,
Fuxetisn 42 & subordinace capacizy,

-~
[ 2]
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Table 3-29

. Tasks Listed By Cds At
: Which Ensigns Are

, Least Skilled (X<1.30)
1 .

TASK NRMBER TASK
3 - Conduct technical traiaing plarn.
‘ 37 - Act as weapons officer.
: 49 - Act as wardroom mess treasurer.
' 92 - Perform duties involved in coordinated

1 | ship/air operatioms,
90 - Use NBC warfare monitoring equipment.
53 - Act as first lieutenant.

M. 52 - Act as gunnery officer.
g 18 - Conduct career development and reeanlistment
P ianterviews.

2 - Develop a techaical training.plan.

45 ~ Act as supply officer.

B . 41 -  Act as antisubmarine warfare officer. ,
= 56 - Act as oceanographic officer,
= 58 - Act as deck department head.

& Table 3-30
a Tables Listed By Ensigns As
Being Most Important To Unit

Operation (X>2.75)

TASK NUMBER TASK

7 - Set standards of performance for the zembers
of your division/department.
8 -~ Determine if the work accomplished meets

established standards.
9 - Make decisions.
] ' 65 - Use charts and navigational instruments or
] equipment to fix geographic positions.
. 66 - Use knowledge of bouys, lights, and other
‘ navigational aids.
67 - Use electrounic navigation systems (i.e.
radar, loran, omega, etc.).
71 - Use correct piloting skills.
86 - Use knowledge of the rules of the nautical
road. )
87 - Use damage coantrol equipment.
93 - Perform duties as inport 0QD.
102 - Conduct in-port emergency drills.

2] - Function in a supervisory capacity.
22 - Deal directly with senior officars.
27 - Communicate in writinag.

33 - Deteraine requirements for material

resources for division/departnment.

34 - Determine funding requirements and
adniniscer funds for division/departazent.

68 - Determine position by visual bearings, )
ranges.

94 - Use the Getting-Uanderway-Checkiist,

73




Table 3-31

Tasks Listed 2y Ensiza 45
Being Least Iz=portant To

TASK NUMBER
38 -
80 -

101 -
60 -

61 ~
62 -
47 =
49 ~

-

74 =

9C ~
98 -
63 ~

56 -
79 -

1 -

76 ~

-

Unit Operation (x<2.(0)
TASK

Arrange or conduct tours of Cecas:t Guard
facilizies aad operational uaiss.

" Use or display wyour kaowledge cf sarvize
etiquette,
Inspect liberty parties.
ACt as coordinator for Combined Fadersl
Campaign.
Coordinate the CG Mutual Assistance Fuad.
Act as Voting CfELicer.
ACt as NAFA officer,
Act as wardrocm mess tT2asurer.

Use various Zoras of comczunications (.2,
flaghoist, light) to send and reczive

messages :2d informacziom,
Use NBC wariare zonlitori=ng sguizme=n:,
Determine strain on 2 line,
Coordinate official social ceremonizl
functions.
ACT as oceanograpnic oflicer.
- Use your knowledge of Coas: Guaré aiscor.
Act as antisubmarine warfare ofiiger,
Fora & group into a zarchiag elazex:, !
Cezaunicate iz writing. . ‘
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Table 3-32

Tasks Listed By COs As
Being Most Important For
Unit Operation (x>2.90)

TASK NUMEER TASK

54 - Act as deck watch officer,

65 - Use charts and navigational ianstruments or
equipment to fix geographic positions.

67 - Use electronic navigation systems (i e.

radar, loran, omega, etc.).
68 - Determine position by visual bearings,
ranges.
71 - Use corréct piloting skills.
86 - Use knowledge of the rules of the nautical
road.
93 - Perform duties as inport OOD.
94 - Use the Getting-Underway~Checklisc,
110 - Determine if subordinates are qualified for
promotion.
102 - Conduct in-port emergency drills.
78 - Maintain logs.
66 - Use knowledge of bouys, lights, and other
navigational aids.
24 - Deal directly with enlisted personnel,
10 - Decide on a course of action based on your
own observations of a situation.
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Table 3-33

Tasss Listed 3y COs as
Beingz Least Icportant To
Unit Operation (X<1.80Q)

TASK NUMBER TASK

92 Perforam duties invoived Iin coordinaced
ship/air operations.

90 Use N3C warfare zonitoriag equipment.

69 Deterzine geaographic position by celestial
navigation.

37 Deal with press or representatives or cther
media in explaining Coast Guard =z=issions or
operations.

40 Act as combat-information-center siiica:.

57 Act as weapons officer.

60 -. Act as coordinator for Cochined Faderal
Campaign.

61 Coordinate the CG Mutual Assiscaace Funi,

62 Act as Voting Officer.

76 Fora a group inco a marching ele:z

26 Deai directly with outsidz contra

36 seak at pudblic functions on tehs
Coast Guard.

@2 Act as antisubmarinze warfara ofiil

49 AC: as wardrooax z=ess treasurer.

56 Act as oceanographic officer,

77 Execute the sword manual of arcTs.
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3.1.5.2 Between Groups

The purpose of this section is to anaiyze tne differsnces between
the three groups sampled. For example, what differences exist between
the groups on specific task expectations? Do CO's and cadets see the
ensign’s first job in the same way? If not, what are the differences?
Is there a major disparity between CQ and cadet perceptions of the
ensign's skill at certain important tasks?

Tasks most likely to be part of the ensign's job: (refer to
Tables 3-4, 3-10, and 3-16)

As indicated in section 3.1.4.1, cadets predict that their job
will be supervisory in nature (8 or 20 tasks). COs, however, disagre
with this, indicating that the ensign's supervisory tasks (3 or 20)
will probably not include setting standards of performance,
performance appraisal, and the delegation of authority. On the other
hand, COs indicate that tasks involving navigaiton, piloting, and
rules of the road will be a major part of the ensign's job (6 or 20
tasks). These tasks are conspicuous in their absence from the cadet's
list. Cadet's also feel that they will have some decision-making
responsibilities. COs do not see this as an important part of the
ensign's job.

Interestingly, the perceptions of the Academy Staff are much
closer to COs than to cadets. They also place a high emphasis on
navigation tasks while not listing supervisory tasks. All three
Zroups indicate that writing and oral ccmmunication tasks will be part
of the ensign's job. Staff and COs also indicate that R/T arnd
logkeeping tasks will be part of the ensign's job while the cadet does
not.

Tasks least likely to be part of the emnsign's job: (refer to

There is considerable agreement among the three groups on the
tasks least l{kely to be part of the ensign's job. Dealing with the
public, marching and sword wielding, and some specific duty titles
(ASWO, OCEANQ) are so indicated. The only major differences are that
the cadets rule themselves out of any Weapous/Deck department jobs
(ASWO, GUNNERY, lst LT, WEPS) and CIC officer. CO's and the Staff do
not agree with this perception.

Tasks at which ensign's will display the most skill: (refer to
Tables 3~6, 3-12, and 3-18)

Once again, there 1s considerable agreement among the three
groups. All three lists are heavily weighted toward the tasks in
navigation, piloting, and rules of the road. The cadets do not feel
that they are skilled at comaunicating, nor do the Academy Staff.
However, COs predict that tre ensign will be skilled. All three
Zroups feel that the ensigas will be able to form a sToup into a
marching element and execut2 the sword manual of arms. C0s aad 3cafs
indicate that the ensign will display skill in service eciquetts,
Cadets feel that they will be skilled at logkeeping, COs and 3taff do
not share that prediction.

~!
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: Hare, th2 resuits T2 less cleiar. All tar2e groups zgres fhat

5 exsigns will have littls skill at tasks ralatsd ty fimance (IWFa,

f funding, deterzining rescurce raguirezents, suzply officer, =es:

‘ treasurer, etc.) and tachnical training for subordinates, There &re a

nuober of specific jobs for which there 4s no agreemea: (WIS, GUY,
ASWO etc. listed bty the ensigm; Boarding Officer listed by the CJ; and
Ship/Air operatiorns listed by :he staff), Interestingly, the COs and
Staff indicate that the ensign will have little skill at perforzance
appraisal and career development interviews.

Iaportance of Task to Unit:

- All three groups agreed that navigation, comzunication, and

’ suparvision were the areas most important to unit operation. They

K. . A also agreed that a cluster of collateral duties (CFC Coordinator, CG
: Mutual Assistance, Voting Qfficer, etc.) were least i:po*'an. to uais
operation, as were marchiag an exe.u.ing the sword =anual of arzs.

. 3.1.4.3
R
x Looxing at these data frem a differens pe*s,.~ tive, what is <he
disparity of the three constructs (task part of 2ob, s<ill lavel, zasz

iaportance o wmit) withia groups?

; Of the 20 tasks listed by the c¢adats as =ost likelv t¢ be part of
their job, 14 were chosex as ueing izportaa: to the unic's oseraric:n
(Table 3-3). However, only =wo of those tasks were listed as veing
areas ia which the cadets felc they were or would be skilled. Thus,
there is some perception by cadets tha: they are not being a_e.ha---;
prepared for their first assigncmenz, This will be Zurther analyzad iz
the pre-post comparison. There is a much higher iacidence, however,
of overlap in those tasks which were selected by cadets as least
likely to be part of their job. On nine of twency tasks, cade:s fel:
skilled at something they perceived would not be a part of their ‘ob,

: ' COs feel that there is a somewhat greater overlap, Nize of
twenty tasks that the COs selected as likely to be part of the
ensign's lob were also indicated as areas of high skill expectacionms,

‘ Most of these tasks were related to position fixing (aavigation,
piloting, etec.).

The Staff indicated an overlap iz job content and skill level of
the ensign in only four of thirteen tasks, all related ts navigatiocn.
The cext section of the raport will develop these Lssues in greate:
detalil.

-
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3.2 Second Adziaistration:

This section will compare the responses to the first (pre) and
second (post) administrations of the survey. The data will be
presented first within each group, then across grcups. The clearast
way to presen: this data will be to discuss the significant
differences btetween each group's responses on the first and secoad
administrations. In other words, now that the ensign has been at nis
or her unit for some time, what percepticns or attitudes have changed?
Or, now that COs have had the opportunity to observe the ensign's
actual performance, what perceptions and attitudes have changed? The
differences were determined by matching an individual's pre and post
responses and comparing the differences to zero (SAS t-test of
significance for matched pairs).

3.2.1 Organizational Health Section:

In the ensign's responses, there were differences (p<0.05) on
three of the eight scales. On all three, the post data indicated that
the ensign's saw the Coast Guard as healthier after being at their
first wnit for eight months., Communication (t=4.11, p<0.001),
Conflict Management (t=4.45, p<0.001) and Participation (t=5.21,
p<0.001) were seen as healthier at the first unit than at the Academy.
There were no significant differences on the,other five scales.

Field COs reported no significant (p<0.05) differences on any of
the scales, as would be predicted. The arrival of a new ensign could
hardly be expected to make the Coast Guard a more or less healthy
organization.

Acadeny Staff report no differences, the expected result.
3.2.2 Attitudes and Expectations

Ensigns report diffarences (p<0.05) on four of the seventeen
attitude scales, Commitment to missions decreased considerably
(~0.706, t==4,25, p<0.0001). Team-Self orientation ("When people
cooperate they usually produce more”) increased (t=2.31, p<0.03) as
did Self Confidence (t=2.17, p<0.04). The ensign's sense of being
Victimized ("I am being treated unfairly") decreased (t=-3,30,
p<0.001). There were no significant differences on the other attitude
scales.

In the single item attitude and expectation questions, 51 through
72, there were significant differences on 6 of the 22 questioas. The
ensign reported more control over jobs assigned (Q54) than predicted
(t=2.34, p<0.03), but also indicated that they would not have to work
as hard for promotion as expected (t=-2.86, p<0.0l), were not workiag
at full capacity (t=-=2.42, p<0.02), and that their shipmates were also
not working at full capacity (t=-2.30, p<0.03). These three quastions




ccadina to indicate an overall sense of undarexpleovzant, et l2a2:t ooz
tha standpeint of their pricr enzectations.. Thze ensigns’alsy indicazte
that their own pazforzancs, gn7od or bad, dii mos fzpact che wiTiklsad
of thailr pa2ars as zuch as had ®aen exzectsd (t==-3.17, 2<2.007%L1.

After being at their first unit for soze monmtas, the ensizns alss fel:
that thelr chances for procmotican to CIR were lass then thzy hnad
originally felt (t=-2,51, £<0.2).

On question 73, a statecent of career Iiatent, the ensiza's
response was more than half a point lower than the pre response, The
pre score of 4.176 equates to slightly above "I will probabdly stay in
the Coast Guard beyond my initial obligation, but not for 20 years."
The post score of 3.673 is halfway between that description and “Evex
1f I could resign today I wculd ccaplete x=y iailtial oblizatica.” The
difference is siznificant (t=2.86, p<0.0C7). No other differences
were sigaificant.

The field responses to this section can be put in the perspective
of the diffarence between what the CO wanted the ensign to say and hew
he or she feels the easign will respond now, after seeling the ensign’s
performance for eight mouths (hope or expectation vs. observation).
Specifically, on the scaled items, COs feel that the ensigns are less
comnitted to missions (t=-2.58, p<0.03); display less indivicduality
(t=-2.65, p<2.03); more trust (t=2.51, p<0.03); more resentzent
(t=2.85, p<N.02); a higher sense of baing viczizized (t=3,32, p<2.31;
a lower sense of responsibility (es=4.43, p<0.051); are zorz eifor:
thao rasults oriented (t=2.41, p<0.04); and have less pride in tne
Coast Guard ("=-2.32, p<0.04) Z1aa they had hoped. These diiferazces
on 8 of 17 scales are significazt, indicating consideradle diffareaces
between the hopes and observations of the COs abour the ansizns.

There were sigaificant differences in tha responses of COs ca 3
oI the 22 single itea expectation quescions. The CJs fel: chat
ensigns report more personal control over their jobs (t=3.33,
p<0.002), a correct prediction. They alsc correctly prediztec a
decrease in the ensign’'s perception of his or her necessily o <ors
hard for promotion (t==3.39, p<0.006), and that his or her
perforzance, good or bad, has impacted the workload of peers (I==2,532,
p<0.02), C0s also feel that ensigns will have lass desize ZIor
particular jobs {(t==3.96, p<0.002) and less chance of having their cwn
command (tw=2,50, p<0.03). There were no other sizmificant {3<2.05)
differences on these iteas.

Looking at the Acadenmy Staff's responses, there ware 29
sigaificant (p<0.05) differences on any of the scaled attitude
questions, as would 3e expected sinace nothing nad occurred o change
the Staff's perceptions. On the single iteas, there were differences
on only two., The Staff predicts that after the ensign has beea aboard
for awhile, they will iandicace that they have to work harder for
srosotion (t=2,.03, ©<0.05), jus: opposize the actual T2sgeonses Ay Heozh
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the ensigns and fi=ld CO's. The staff also felt that the ensign's
would spend more time in routine tasks than they (the ensigns) had
pradicted (t=2.51, p<0.02). There were no other significant
differences in the Staff's responses.

3.2.3 Forced Choice Section:

There were some changes in the rank ordering of the four
constructs offered. The question to the ensign is "now that you have
been aboard for awhile, which of these four constructs has been most
important to you?” Ability to deal with people was still ranked
first, but willingness to learn moved up from third to second.
Personal qualities moved down, and professional expertise was still
listed last, :

The Staff was asked “"which of these... is most important to
you?", in both the pre and post. There was one change, ability to
deal with people moving up to first and personal qualities moving down
to second. ©Professional expertise was, once again, ranked at least ~
important.

Field COs were asked in the pre "Which of these...is the most
important quality in the ensign to you?” and in the post "At
which...has he or she displayed the most competence?” 1In essence, the
difference between what the CO wanted and what he or she got. 1In the
pre, the order was personal qualities, ability to deal with people,
willingness to learn, and professional expertise. In the post, the
order changed to willingness to learn, personal qualities,
professional expertise, and the ability to deal with people. Although
this ordering cannot be assessed in a statistical sense, the '
differences seem fairly clear.

3.2.4 Job Expectations:

Again, for the sake of clarity, this section will be broken up
into a pre-post analysis within each of the three groups, and then a
narrative description of the differences across groups.

The number of scales and questions involved in this section makes
it extremely difficult to present the results in a clear manner. The
researchers have chosen the following strategy hoping to generate as
little confusion as possible.

3.2.4.1 Within Groups Job Countent:

The first question we wanted to answer had to do with actual job
content from the ensign's perspective. This can be seen from Table
3-22, a listing of the jobs which ensigns indicated they were doing.
These car be clustered to include many communication skills (written,
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eral, gTa=zmav, ,;.:::a:ion, forzat, drafr letzers, rezoris, ectc);
sutervisory skills, siuch as dalegaticn, reprizszading, =a2intsining
Toles, 2:c; aad decisicn =making based on manr diffarans tvies of

iafo::a:ian.- Yo navigazicnal/»ilating shills wara liszad.

Those things listad as not par: of cheir Jobs in general {es
listed in Table 3-73) wera clus:taered into relatlonms with the press a=d
public; condusting czreer developzent and reenlistment interviews; and
a long list of specific job titles, ifncluding all weapons/deck
departaent jobs, all supply related jobs, etc. Marching and the swozd
aanual of arms are also not part of the easign's job.

There is very little difference between expected and actual job
content at the botton (These things wiil not te part of =y job; these
things are oot part of my job") but some diZference at the top. The
ensigns predicted a cuch more supervisory role and fewer ccazunication
responsibilities than they report. They zlso feel tha:z they have nDore
decision-making authority than predicted. Other than those areas, the
cadet seems to be able to predict the job of ensign fairly well.

The actual job cortent from the COs perspective is soamewhat
different (Table 3-24), The CO sees the ensign performaais g Saay Dack
watch Officer and position fixing/nayiga:ion tasks. IThis cluster
Taxes up over half of the ensign's job (as far as the CO is
concerned). Other clustecs are oral aund written cozmunicasion, acting
as a supervisor, perforzing parformance appraisal for sudordinactes,
aczing as icport 00D, conducting pre-mast investigations, and
deteraining the materisl rescurce needs for their divisien.

COs listed a nuabter of specific iobs as not belongin
realn of the ensign: No departzent head positiens, Ocean
officer, ASW officer, supply, and First Liectenanz, Theyr
indicated (Table 3-25) that ensigns did not speak publicly ¢
with the press, pezform in repair parties, use NBC conicorin
equipnent, take a vessel in tow, or use a sword or =arah.
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The Academy Staff perceptions ¢of the ensiin’'s job did not change;
see Tables 3-i6 and 3-17.

3.2.4.2 within Groups Skill Level:

The ensigns were also queried about their self-perceived skill a:
various tasks., Easigns feel themselves to be highest skilled (Tzdle
3-26) at navigation, piloting, aad other DWO positiom-fixing tasks.
They also feel skilled at writing, formal and izforzmal investigations,
ioport 00D (inmcludinzg training Q¥OWs, and inspectiag liberty garcies)
and “acting in a subordinate capacicy”.

The easigns report having little skill at various stec
Table 3=27): Supply, all WAIC weazons, dejarzoent olts (a4
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erc), boating officer. They also report lictle skill atr using NBC
monitoring equipzment, at coordinating fund raising or official social
functions, and at conducting careers development and reealistazent
interviews.

Concanding Officers were asked to report their perceptions of the
ensign's actual performance (the first administration asked for their
performance predictions)! They report the highest ensign performance
(Table 3-28) at DWO duties (navigation, piloting, rules of the road,
etc), making weather observations, inmport 00D, dealing with other JOs,

conducting pre-mast investigations, and functioning in a subordinate
capacity.

COs feel that the areas of the ensign's lowest performanca (Table
3-29) include specific jobs (Weps dept, ASWO, Deck, GUN, Supply,
OCEANO, etc), ship/air operations, both conducting and planning

technical training, and career development and reenlistment
interviews.

The Academy staff post responses were not different from their
pre responses (Tables 3-18 and 3-19). ’

3.2.4.3 Within Groups, task importance to unit operation:

In this scale, the ensigns were asked how importaant a specific
task was to the operation of their unit (vs. the pre "How important is
it to you that this task be part of your job). The ensigns indicate
(Table 3-30) that the DWO navigation task cluster; communicating
orally; inport 00D and emergency drills; the use of damage control
equipment; dealing with Senior Officers; and decision making are
important to the unit's operation. They also indicated that a
management cluster, consisting of determining funding and resouce
requirements, setting standards, determining if work meets standards,
ard supervising others was most important.

The ensigns report ,at (Table 3-31) many specific jobs are "least
important” to unit operation: NAFA Officer, wardroom mess treasurer,
OCEANO, and CIC Officer. They also list: arranging and conducting
tours, speaking at public functions, coordinating official social
functions, service etiquette in general, knowledge of Coast Guard
history, coordinating fund raising, marching, sword manual-of-arms,
ingpecting liberty parties, and the use of flaghoist and flashing
lighe,

Commanding Officers indicated that the following were most
important to unit operation (Table 3-32): the DWO/navigation cluster;
inport 00D and emergency drills; log-keeping; and a new cluster
cousisting of dealing with enlisted personnel and determining if
subordinates are qualified for promotion., Making decisions based on
personal observations were also listed as importaat to unit operation.
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CO0s listad as laz3t izpovtan: (Table 3-33): dealing wi bt
?ress, contractors, and publiic speaxing; ship/air oparaticons; use ol
weEC Wariars coniteriag egquipzents; specific job titlaz sush a3 Cif i
cificer, CCIAN0, WSS and ASWC; collateral duties suzh as funi ralsing
coordinator, veting officer, and mess :treasurer; merchiag ané tha
sword manval-si-arzs; and surprisingly, celestial navigs:iion,
n the Iirsc

Acadexmy Staff, oace again, responded as they did on &}
adzinistracion (see Tables 3-20 and 3-~21).

3.2.4.4 3Between Groups Differences.

. (Due to the similarity of the Acadezy Staff first and second
administration resgonses, only the differences between the eansizns a=d
Commandiag Officers will bde addressed in this secticn.)

Job Content: The major difference between ensigm and CO
responses had to do with those things pertaining to DWQ/navigation
tasks. COs listad these as an importanz part of their job. EZasig:s :
did not. Instead, ensigns felt that their supervisory duties were
euch more complex than did COs. Both listed written and oral
ccununications as being part of the ensign's job. At the tettom of
the list, both the COs and ensigns indicated that WEPS jobs and

dealing with the press and public were not part of the ensign's job.

Exsigns also listad conducting carser developrent and raenliscsens
interviews: COs did not.

Skill level: Ensigns and COs report that ensigns are ssillied
0w0/NAV, conducting iavestigatioms, inport 00D duties, and acting &
suberdinate capacity, Howevar, the eansigns Zeel that thev are hizh
skilled at writingz; COs do not iadicate this. 3Both groups lesi i
the easigns have little skill ar Supply and weajons related :ass az
conducting career development and reenlistz=ent interviews. Cls
iadicate that the ensigns have licttle skill at plarniag and conducstiag
technical training and at tasks involved ia coordinaged ship/ai:

-t .

operations., :Znsigns indicate little skill at coozdinacing fuad
raising, COs do not.

Task Izportance; These listings were strikingly sizilar between
COs acd ensigns. Both listed the DWO/NAV clustar, inpor:s 0CD and
energency drills, and supervising (dealing wih’ eniiscted personaei) as
being important to unit operation: Ensigns also iadicated oral
communicacion, dateraining resource aeeds, satf:ting and checxkizg
standards, and decision makxing. C0s added cetermining (£ sutcorilnactes
aeet qualifications for advancenment.

The "least important” listing was even mores parallel. The only
differences are that ensigns discount the importance of coordinating
official social functions and service etiguette in ganeral. C3s

frdicate that celeszial =mavigazion is not izporsant o unis gpsevstict.
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3.2.4.3

Dua to the cozplex nature of this analysis {the aumber of
variables, within/between group views, pre-post views) the following
matrix is previded for those readers wishiag to make various
comparisons. Comparing tables will indicate similarities and
differences for each combination.

Pre Post
high low high

Content 3-4, 3-5 3-22,
Skill 3-6, 3-7 3-26,
" Importance - - 3-30,

Content 3-11 3-24,
Skill 3=12, 3-13 - 3-28,
Importance 3~-15 3-32,

Content : 3-17
Skill 3-19
Importance 3-21
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Seczien 3.3 Comparicen With Parssczance Da:ts

s this section, tQhe infcrmartion discussed pravisusiv will te
analyzed alccg with infcrzacion gathered Zrexz the actual fitmess
Teports of tha officers {n the sample. Fisse, fizmass report <atla
fron the sample will be sumzarized (3.3.i). Then the iaforzation will
ba presentsd so that the predictors of pecformance can b2 ascertained
froa azongz the zany variables of the survers ad=miniscered ts o2

cadets/er’signs. This sectiom will tesc Hyporthesis 1 (3.3.2).
_Unfortunately, due to the fact that Field COs delegated their
responses on the second survey, there were only 14 matched pairs, thus
Hypothesis 2 was not testable.

3.3.1 Fitness Report Suzmary

Fitness report data were gathered only froz those of
respoading to bc:h the pre and post surveys. Tais resul:
34. An attempt wa's made to gather information from the firs
£itness reporcs on each officer, but because of the tizing of
Teport cycle a2nd the fact that many newly coomisgsioned officer
much of their first few months TAD at wvarious schools, dost first
Teports were submitted for continuity enly, or had more "not observed”
evaluazions than actual performance data. Thus, the suzzary data
presented in Table 3~3% is for the ensign's second trepor:t for "e
period end‘ng 30 March 1981. 7The iZnformation prasexnted ca 2 ¢<7?
&1 actual veport form represeats the means (marxed by 21 ) for eacn
category measured, The dots indicate the zminimuz and maximuz scoTe
for each section (wher» applicable). Although the spread appears
great, the standard deviation are on the order of less zha: oze e
so the data are normally distributed about the proints indi -
attitude, comparison, and all personal qualities are §kawed towarss
high end of the scale. The ainizuz fitness resort index (suz of
overall perfor=zance, attitude, coaparison, and ovarall qualizl2s) was
4 and che maxiamum 33. lMeaa FRI was 26.
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3.3.2 Survey Variables Predicting Performance

Siace FRI is a rather global quantity, the analyses to follcw
were performed individually on each of the four major avaas of 2%s
fitness ceport: Overall Performance, Attitude, Cczparisca, and
Qverall Evaluation of Personal Qualitcies. The question res-arche* is
“"What coombination of the variables discussed earlier in this repor
(job expectacions, organizational health, attitude and general
expectations) best pradicct :re distribucion of fitness 'epo.- ==2es?”
Oaly the analysis for Overall Perforzance will be presented it Inls
report, although analyses !or the other three carks ace available.
Although no direcs ciusal relationship will be posited, the
correlations nay be supported ia existing literature and =37 also
support existing research. The tethod used to deterzine this
relationship was a serieg of stepwise regressions <n each o7
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dependent variables.
3.3.2.1 Overall Performance

The best predictors of overall performance are displayed in Table
3-35. 1In summary, no demographic variable (geographic location, sex,
marital status, class standing, whether assigned to deck or
engineering, etc) accounted for more than three precent of the
variance in the distribution of marks for overall performance.

Of the attitude scales, there was a direct relationship between
the Ensign's perception of his or her own self esteem (post) and
overall performance. The higher self-esteem, the higher the
performance. There was an inverse relationship between resentament and
performance (higher sense of resentment correlating with lower
performance); between orderliness and perforrmance (the more orderly by
nature, the lower the performance); and between commitment to the
Coast Guard and performance (the mre committed to the Coast Guard,
the lower the performance).

Of the Organizational Health scales, two correlated significantly
with overall performance ratings. The higher the Ensign's response
(post) on the leadership scale ("Our senior managers are a good
example to our junior managers”) the higher overall performance. On
the other hand, the higher the Cadet's (pre) response on the
productivity scale ("My supervisor will often discuss my productivity
with me”) the lower their performance.

0f the individual attitude and expectation questions (51-73 of
Part 3 of the survey), two variables from the post survey were useful
in predicting performance: Ensigns who feel that they have the
opportunity to originate new ideas and practices in their jobs show
higher overall performance; and those Ensigas who feel that they do
not have the opportunity to pursue their education off-duty show
higher overall performance. Three other variables entered the
regression, but as the difference between pre and post responses.
Performance marks were higher for those Ensigns who accurately
predicted their workload. In other words, if individuals predicted
(pre) that they would have a job requiring that they work at full
capacity and subsequently (post) reported that this was the case,
their performance was higher. At the same time, individuals who
predicted that they would not have to work at full capacity and
reported that this was so performed at nigher levels. Those for whoaz
reality (post) and predictions (pre) were mismatched (high-low or
low=high) indicated lower performance. Perception of chances for
promotion to lieutenant was related to performance marks in the same
way; the greater the difference betrween pre and post, the lower the
performance.

The best predictions of performance were variables created bv
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datermining the differences belwasd the actual cemian: o8 the ‘o) and
tae Calezi's prediccion cof zhe conzent of the jcb, | Tor eash warizdilsz
(i.e. Act as boarding ofiicer), tha Cacec's were askzd to sreliaxz if
they would ba dsiag it and after they had besn cn the jfob, whethar cr
23t that particular task was acstually a pass of chelr lob, The
diZferences caz be aﬂal}:ed tc cdeterzine ticse tasis for which 2 match
exists and those tasxs for which realiety and exgectations arce
mistatched. Correcsz predicrticns have no zeasurasle izpac: on
performance but of the variables for where there was a significint

mismatch, the ten most disparate variables accounted for 96 percexc of
the variance in overall performance rating distridbutions. These
differences can be classified into tasks which the Cadet did expect o
be doing but isn't (expectations undermec) and those which the Cadet
did not expect to be doing but are (expectations overze:).

Job Conten: Expeczations underzat:

Cadets who predicted that they would be: drafting let:ters,
conducting career and reelistzment interviews, dealing with security cr
comaunicactions, making weather observations and "acting in &
subordinate capacity; who subsequently report that these tasks are not
part of their jobs are marked higher in overall pecforrance thaz
others.

Job Content Expectations overzer:

Cadets who predicted that they would not ba: acting as 2
boazding officer, acting as a sponscr Zor newly :epor:i:g personnel,
using damage control equipzent, using their iwowledge of the L.-.Y.:.
or acting as ASWO; who subsequently report that these 'asxs &Te par:
of their jobs are zarked higher in overall zeriormanca than otiers.
Agzailn, Table 3-35 displays these data.

Acother created variable was also useful in predicting

perforzance ratings. This is the difference between the Calet's

rediction of skill (I will be good at {t) and Che Insig;m's selsl
reported skill level at that task (I aa good a: it) after “e-ﬂg o2 :h
job. Again, these can be divided into two sets: <Those tasks for
which the Cadet's predicted skill level was high but subsequeazlr
repocted that thay weren't as good as they thought they woull be:
those taks for which actual reported skill level (unreaiisticaily hizh
efficacy expectations) was higher than predicted (unrealistically low
efficacy expectations). ‘

Unrealistically high EZ: Cadets who pradicted that :thavy would Ye
good at: conducting inport drills, dealing with the pubiic, dealing
with Senior officers, acting as supply officer, and zaking decisions
based on the input of others; who subsequently report that tlhey do
poorly at these tasks are carked higher iz performance than others
(reizher ensigns nor field CTs listed these taz3ks 2§ s2ing an
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important parc of the Easign's job).
Unrealistically low EE:

Cadets who predicted that they would be poor at: Developing a
technical training plan for their division, pre-mast investigzations,
duties involved in ship~air operations, and arraanging tours of CG
facilities; who subsequently reported that they were skilled at these
tasks were marked higher in performance than others.
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yariable llaze
(Post) Resentzent
(Pre) Productivicy
(Pcst~Pre) Skill a¢
developing a technical
training plan
(Post~pze) Skill az duties
javolved in ship-air opezations
(Post-pre) Job Content;
sct as boardiag officer
(Post-pre) Jeb Content;
dzalt letters .
(post) Opporzunity ©0
originate new idess and
practices
(post) Chances to pursue
ofi-duty ecucation
(Post-pre) Jod requires
ghat I work at full capacicy.

2

+3.27
-0-30
-0.09

.

Cu= vaziance &

35.9
57 .4
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‘,i Section 3.4
|
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The tables in this
conducted in Septembeft 1
adninisctraticns. Mean F

manner similar to that of the pr

& Table 3-40

. The implications of thes

section tabulate the results of a third survey
981 as compared to the pravious

{tness Report data are also presented in a
evious section.

Table 3-35 Organizational Health

! Table 3-37 Attitude Scales

1 . Table 3-38 Attitudes & Expectations
Table 3~39 Rank ordering forced

choice section.
Fitness Report data, Second

and third report

e data are discussed in the Summary gection.

ry
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Cozpasisca of Crzaznizaticnal Heal:ih Scale
Responsus over =iz2 (by admianlstrazion;
(\DL'ZI‘I

'f! Variable llace 1 2 3

: Productivity 2.88 3.01 3.10
;:l Leadership 2.84 3.07 3.15§
3 Organizational Structure 3.25 3.15 3.05
A Coznunications 2.86 .31 3.37

: Conflict Hanagecent 2.29 3.7% 2.73
| Human Resource Management 2,44 2.54 2,40
8 Participation 2.50 2.98 2.93
] Creativity 2.56 2.82 2.80
¢
E . Means on a scale of I= strongly disagree (chat this {s healthy ia the
i Ccast Guard) to 5= strongly agree (that this is healthy in the Ccast

Guard). 4 score of less than 3 indicates some disagTeument that that
particular feature is healthy.
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Table 3-37

Comparison of Attitude Scale Responses
over time (by administration)

ADMIN

—
~

Variable Name

w
.

WOV WO

Conmmitment to the Coast Guard
Commitment to missions
Self-esteen
Individualicty
Acceptance of authority

. Team self-orientation
Team others-~orientation
Trust
Resentment
Victimization
Responsibilicy
Orderliness .
Effort-results orientation
Pride in the Coast Guard
Self-confidence .
Power Values
Mach scale

w & w

.

NN O W=
¢ o s o @

NWWWwWwWwsNopDDWWoOW
* -
N LO POV N
M= = PO UVBOUNLNNOBVMOWAEOWNM
NWWWWWEPNPDLWWLWPDWWW
e L) L) L] L] - L) L] . . .
AW E~ppWwwWwNDOWm
NMLWOrVOWVEOOVr VoW Do

Means on a scale of 1 = strongly agree to 5 = gtrongly disagree.
the Efforts-results scale | = results orientation, .5 = effort
orientation.
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Comparisorn of Aztitudas and ITuzzezasions
Respeuses over tize (% adminiscration)

Variable Nace i
Kncw the jobs I want 2.70
Desire certain jobs 3.71
Desire to avold certain jobs 3.63
Wave control over jobs 1 ge: 2.35
Work hard for procoticn 3.87
work at £full capacity 3.51
Peers work at full capacity 2.84
Lots of red tape 3.77
Opportunity to origirate 3.12
Performance worikload . 3.96
Chances of lifesaving . 3.12
Job will have routine tasks 3.86
Fighting fires 1.59
Long range planaing 1.78
Job iavoives own creative efforts 1.78 .
Heurs ca the job 3.88
Nuaber of subordinates 3.28
Chances of prowmotion to LI 4.08
Chances of promotion to CDR 3.47
Chances for off-duty education 3.26
Charces for PG school 3.35
Chances for cwn command 3.02
Career intent 4.18

See seczion | and Appendix A for scale explanatilons.

-

O e OO OO P - 30~ 0D
C O WM a= DWW LA (I 0 On W I~

WD Wr — = WA WW WIVWWNWWN
X3

[V s
. .

I ™
[ TIN$ V]

2.50
3.67

e o o & o o
W

e o e & o ® »

LN WWWWIWLWE R WWWW WM WW oW W

Qe P 3, D DD DS VDO LD O W
F VM CUVMOCULUULOOOOUVVBLLIOVLMOOOWLWVWL




3 Table 3-39

E Comparison of Rank Ordering Section
by time (by administration)

RANK ORDER BY ADMIN

;$ Variable (quality) .1 2 3

& ‘ Professional ability 4 4 3

?1 Ability to deal with people 1 1 1 :

e Personal qualities 2 3 4 :
3 2 2 !

R S

Willingness to learn

s
R SR
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UNITED STATES COAST GUARD
LMDP SURVE? 80200 SSRIES
' PMTAC

This survey has been designeé tec gather
information about your exgectations ans
attitudes concerning the Coast Guaré and
your first assignment. Your Commanding
Officers are responding to a similar
survey. Your responses are important in
comparing expectations and points cf
view. Please responé to each iten s
accurataly as ycu can.
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7. Mzrizal Stzcous:

i. S3irgls, ngver rarried

2. Marriez

3. Segerates

. 4, Diverca:s
2. Czher

8., Yeur class stending

1. 7Teop 20%

20 ’1—‘0 %

3. 41-30%

4. 8l=ET

5. geoen 4.3

9. At your Zirst assignment, your job will te:

1. Desk
2. Ergineering’

I, Tyve ¢ it to which you will he assizned:
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The duty areas listed in fhis sect‘c-x nhave teen zelacted as
teing regresentative cf the types of tasks a newly ~~-—xs=.cﬁef
officer night te exgectsd %o ;erform. W2 need to Kngw hew likely
yeu feel that vou will ke performirg these tasks, hew croficient
you exject yoursel- to be when ycu get to ycur first assicrment,
anrd how irportanr. it is to you that these tasks be a part of your

job.

Ed &

SCALE FOR COLLMN A
How likely is it that you will be gerfarming this task?
1. unlikely
2. mey perform ' v , .

3. likely | -

SCALE FCR COLUWN B

s - ‘~ T
How skilled Co you expect to be at this task cupon arrival at your
£irst assigrment? .

1. unskilled
2. somewhat skilled
3. very skilled

SCALE FCR QOLUMN C

Is it important to you that this task be a majer gart of your
job?
Sobs?

1. important that it not be

2. con't care

3. important that it de
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"85, Use mnowledge of bouys, lights, and other

Is it i=mgertart this ke part of their job?

s when they

tow Sikilled will thev ke at th
gat o their first 4

v is it that they will be performing mm—

A e

o
o

47. Act as HATA officer.

)

O

48. Act as morale cfficer.

49, Act as wardrocm mess treasurer.

-

89, Act as assistant to the Executive Cfficer.

S8l. Act es Cgerations Officer.

92. act as gunnery officer.

S3. Act as first lieuteqant

54. Act as deck watch officer.

§5. Act as educational services officer.

56. Act as oceanographic officer.

S7. Act as weapons officer.

$8. Act as cdeck degartrent head.

89, Act as bearding officer.

60. Act as coordinator for Combined Fecderal Campaign.

6l. Coordinate the CG Mutual Assistance Fund.

§2. Act as Voting Officer.

63. Coordinate offical soccial/ceremonial funciicors.

§4. Perform duties as sgonsor for newly reporting

personnel,

65. Use charts ard navigational instruments or

eculprent t5 fix geographic pesitions.

navicational aids.

67. 'se electronic navization systems (i.e. radar,

loran, crega, ezs.).

(57=58)

(7C=72)
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) UNITED STATES CTAST GUALD

1 ' . LMDP SURVEY €5221 (PNTAC)

i This section of the survey concerns issuss resarding

2 .
"
B orzanizational effectiveness. Pledse respord as vou feel
.. the Ccast Guard exists today. ’
A '
IN TEIS SECTIOM “WE ARZ INTEZRISTEZ I YOUR OPINISNS CF THE
CTAST GUAFD AS A TOTAL CRGANIZATITN.

Blease circle the nurber that reflects your henest ozinizr. |
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: 1. 1Is the Coast Guard the best of all 1 2 3 4 5§ (s
f crganizaticns for which you could work? .
2. Are you glad that you chose the Coast Guars 12 3 4 5 (5}

over othar organizations that you may have been
considering? : .

w
£
w

3. To you fz2el a great sense of pricde in knewing 1 2
that you work Zor a organization that has
huranitarian pissicns?

7 ]

4. To you feel a serse of satisfaction in 12 3 4 5 ()
celonGging to an organization that saves lives?

N
w
ofs
w
-
©)
—

. Do you feel a sense of fulfillnent in knowing 1
\at the Ceast Guard serves the public?

Tt
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i{ 22, I think a grzat many pecnle axaggarais thsls 1z 3 & = i
| nisfortunes in crder ts cain trhe sympathy and heln
I . " of others.
! .
i 23.  lMest peosle make friends heczuse friends are 1 2 3 & 8 (27)
i are iikaly %o Le usaul &o e-
i -
2 h
| 24, I feel like I em getting 2 rzw dazl, 12 3 4 8 {22:
. Legk over what hes 1 2 3 4 ¢ (%)
ol cheasod, ,
;
P waly tz holid a2 grudee, 1 2 3 « 3 30
. unished witheut cause. 1 2 3 & 8 (3% -
le alwavs szem €9 get the breaks. 1z I < B (32}
taie ordars fram pecple uhc 12 2 & 8 133
Py cs. g
30, It is the duty of each jersen o 4o his D S SUCHE 134
3os to the very Lest cf his a"'xli:v : .
31, Even if I wer2 on ry cwi, with no cne to 12 3 & = k)]
su;ervise ve, I wewid still work hard.
32. I make peracnal sacrifices in crdars to rmeed T2 3 o4 i 13E
an okligaclon o screcrne who is counting on e
. 33. I alvays like to keepr my things neat a=d in 1202 ¢ & c
ceod orzder
34, I lize %o have a place for evarytiing, ans A 28
everything in s place.
3%, : prafer iz be dressed carelully ratier T2 2 5 3 3%

%han casualivy. ' 1

38, I thisxk effor: is cz=rendable, .even i 303 & 3 e
it dcesn's lext oo the most effective results,

37. As lons as you lecek busy weu will do DA T - ‘al}
asgighs in tiis :::a-‘.a*‘.:r..

2., ezking nari is far more imparman: cnan - I 3 -2
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3 _ §7. My siiipnates will ke working at their full 12 3 4 5 (51)
, capacity.
i .
E SE. There will te a lot of “red tape" associateld | 1 2 3 45 (52)
d with ny Sob. » . j
A 3. I will heve the opiortunity to orginate new 1 2 2 4 8 (53)
4 grecscdures or srectices in ry jeb.
X 80, »y job rerforrmance, goeé or tad, will 12 3 45 194}
significently impact the amount of vork that cthers
around re will have to cdo. .
YSE THE FOLLDING GCALR TO ANSWER QUESTICNS 51 to 85,
2 .
{ 1. © to 203
i 2. 21 o 4%
3. 41 to 623
4. 6l to B33
) S. 21 to %
|
A 8l. vhat are yeur chances of teing irvolved in Iz 2 4 8 {38}
2 lifesaving on your first assignrent?
2. thiat percentage of you work will be spent 1 2 3 4 5 (55)
. inwolved in routine tasks?
3 . - -
j 63. tvhat percentage of your work will be 1 2 3 4 5 {57)
f N "fighting £ires"? .
{ . §4. ‘what percentage of your work will be spent 1 23 4 8 {32)
‘ in lony range planning?
55. “hat rercentage of your work will inveclve 1 2 3 4§ 8 {*9)
your oun creative efforts?
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CINCLE THE STATTMEMNT VCJ FEIL 70 23 vO8T INPORTANT
EAIR,
1. T would ratiier have

1. rcrofessiznal expertiisa.

2. the ability tn deal with peocle.
2. I would ratier have

1. Frrofessional expertisa.

2. rpositive perscnal cualities.
3. I would rather lLave .

1. grofessional exrertise.

2. 2 willircness to learn.
4. I would rather have

1. .the zhility to deal with reonle.
2. rositive ferscnal qualities.
5. I would rather hnave

1. the ability to desl with peozle.

2. a willingness to learn.

§. 1 would rather nave
1. =zesitive personal gualities.
2. a willingness to learn.

I B
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UNITED STATES CCAST GUARD

LMDP SURVZIY 80250 SERIES

PMTAC
q
! This survey has been designad to gather
information about your impressioas of the Ccast
. : Guard and your first assignzent now that ycu have

been aboard for several wmontias. Your responses
i and the responses of many of your classmates are 3
- being obtained at the same tirze. In additionm,
commanding officers (including your own) are
responding to a similar survey. The ccmbined
. responses will be wused to develop as clear a
' : picture as possible of the strengths and
weaknesses of the ©professional and =cilitaczv
training . program which you <received at the
Acadeny. For the information to be meaninzful to
the Academy, YOUR response is essential. Plaase
complete the attached survey withia 20 working
days and return it ia the envelope preovided. In
doing so, you can be assured that your respcnuse
will be held in strict confidence.




Your class standing:

t vyour firs: assigazent,

2.

- e

S.

1.
2.
3.
&,
5.

Sinmgle, nmevar =gooicl
vazTield

Separated

Divorced

Other

Top 203
21-40%
£1=-50%
61-807
Boztos 204

veur job is

l.
2.

O~ WD -0

Dack
Eagineering

vre of unic to which veu is assigned:

WHEC
WMz
waAG3
wL3
wLM
w3
11954
Other Afloat
Cther Ashore
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>
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e
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The duty aveas listed ia this saction have heex selected as
being repras2ntative of the types of tasks a newly commissicned
officer might be performing. We naed to know whether ycu have
been performing these tasks, how proficiear you feel that you
are, and how important you feel these tasks are to the operation
of your unit.

For each task, please answer the three questions as showa in
the scale explanations below.

NOTZ: You may find it helpful to remove this page and refer to
it as you ccmplete this section.

SCALE FOR COLUMN A

Do you perform this task?

1. éo -
2. dom't kacw
3. ves

SCALE FOR COLUMN 38

How skillad de you fael that you are at this task?
1. . unskilled
2. somewhat skilled
3. very skilled

SCALE FOR COLUMY C '

Is this task important to the operation of }our unit?
l. not at all

2. somewhat important
3. extremely importaat

We recognize that the task list is not exhausctive. If vou
feel that the survey has cmitted any tasks which are izmportant
parts of your job, a write-in page is provided at the end of the
section,

om0V 110 55 e L TR S B 524 - L - PR N AR o Mo D N
R ——
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Conduct caveer devalog=ent anld reanliszzent

) -

is

L ]
terriavs.

19. Celegate raspomsibility and authority to th

mesbers of your division/daparimesnt in order to
mazke the test usa of your own tize.

29. Tunction iz a sudbordizate capacity.

21l. Fumctioa in a superviscry capacity.

22, Deal directly with senricr officerss.

23. Deal directly with junior officers. .

(£4-55)




Is it iaportaat to vour uait's operation?
How sxilled are vou at this task?

Have rou besn performing this task?

66.

67.

NATA officer.

rale officer.
wardrocm mess treasurer.
assistan: to the Executive Of ficer.
Operations Qfficer.
gunnery ;ffice:.
first lieutenant.
deck watch officert
educational services officer.
oceanographic officer.
weapoas officer.
deck departxent head.
boarding officer.

coordinator for Combined Federal Campaign.

Coordinate the CG Mutual Assistance Fund.

Act as Voting Officer.

Coordinate offical social ceremonial functions.

Perfora duties as sponsor for newly reporting

47. Act’as
48. Act as
49. Act as
SO. Act as
51, Act as
52. Act as
%3, Act as
34, Acz-as
$5. Act as
56. Act as
"57. Act as
58. Azt as
$9. Act as
60. .Ac: as
61.
62.
63.
64,
personnel.
65.

Use charts and navigational instruments or
equipment to fix gecgraphic positions.

Use knowledge of bouys, lizghts, and other
navigational aids.

Use electrenic ngvigation systems (i.e, radar,
loraa, ozega, ete.).

a‘,.—‘

(43-43)
(46-~48)
(49-31)
(52~54)
(55-57)
(58-60)

(61=-63;

(56=56)

(67-6%)
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91. Use xtowledze of Zisst aid. . (10=-12)

'1 92. Perform duties iavolved in coordinated
; shiz/air cperacicns.

f{ 93, Parform duties as izpors 0OQD. (15=-18)

Use the Gertimg-Underwey~Checklis:.

Deter=ine neight of cide and curvea: valocitr,

" Prepare weather obsarvatioca logsheet. (25-27)

-
¥ : 97. Deterzize aachor teading informatzie:n. (2£-30)

Detar=ize scrain on & lice,

Serve as boaz-0fficar.

'n
0
"
N
[P
~9
'
[¥)
w
~

16C. Supervise aad ccnduct cn-the-jsd zraizing
quarterdeck watchstanders.

101, Iaspect libersy pasties. .

102. Coaduct iz-por: acergency drills, : . (&3

103. Cse knowledze of ships tactical daca. (L6=48)

' - 104, Taks 2 dissbled vessel in fow,
‘ 105. Set perfor=ance zoals wizh surervigcr, (3l=3s:
106, 7?repare official correspondence, {32=37)

107. 2repars reporcs of izvestigaticn.

108, Ccuzsel subaocsdizates with cespect L2 (8i=-23)
seg=-vork related =atters.

109. Reprizand subordinates, either in writing
or in pecson.

120, Jetar=ize
qualiliad %3¢
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UNITED STATES COAST GUARD

| LMDP SURVEY 80271 (PMTAC)

“4 This section of the survey will gather information about
*4 . your opinicns of the effectiveness of the Coast Guard.

Please respond as vou feel the Coast Guard exists todav.

IN THIS SECTION WE ARE INTERESTED IN YOUR OPINIONS OF THE

COAST GUARD AS A TOTAL ORGANIZATION.

You may have responded to a similar survey in the spring.
It is important that you disvegard your previous responses.
We are interested in capturing information based on the

kaowledge and experiences that you have at this time.

Please circle the number that most reflects your opinion. .
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anrdesyp L)oo

worde Lduanyes

nopgdo ow

(98 )

ia cals grgazizzcsisn

17. ¥ discusses z=v
praductivity
18. Managers hare usually do a good
in motivatiag their schoxdinaces.

19. 7This organizaticn se2=s %o havs
sumter of cmanagars.,

20, Meetings ave held whan needed,

21. Schordinates may disagree with cheir
maznager without being penalized,

This organization uses tha2 qualifizasiaszs
izs =ecztervs.

22,
of

23. A couscienticus actempt is mads o considar
everyene's views bYefore a decision is =ade.

25. Creazive thizkizg and i=movatien

eacouraged hervs,
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1. 1s the Coast Guard the best of all 1 2 3 45 (s) i
crganizations for which you could work? t
q .
' 2. Are you glad that you chose the Coast Guard 1 2 3 4 5 (8) t
over acther organizatioas that you may have b“een f
considering? i
3. Do you feel a great sense of pride in knowing 1 2 3 & § (7 €
that ycu work for a crganizaticn that has ;
humanitarian missions? :
4. Do you feel a sense of satisfaction in 1 2 3 4 5 (8) ;
. belonging to an organization that saves lives? . .
’ 5. Do you feel a sense of fulfillment in knowing 12 3.4 5 (9

that the Coast Guard serves the public?

e e Sy
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l 22. I ghink 2 graat many zeopls exazgacrita cthsis - {2s
‘ =isforiuass in ovdar te zalinm he sympatfr and hel:
i of others.
! g
v
f 23. Most peoble make Sriends because friands 1 2 3 & 5 (27)
| ate likealy to be useful to thex.
L,
'y . 24, I Zeel like I am getting a raw deal. 1 2 3 & S (23)
£ 25, Wwaen 1 leok baek ovar what has 12 2 & 3 (%)
wd Qappexed to =¢ I Jeel cheaced.
{' 3
#; 256, 1 a= very likely to hold a2 grudge. . .1 2 3 & 3 (2
b il ' . . : . : -
27. I have been puaished withcocuz cause. 1 2 3 4 5 (31)
o 28. Other pecpie slways seem %o gef tha braaxks. 12 03 & 05 (323
o . ' - -
f, 29. I have to take c¢vders frez pecsple whe 1 2 3 4 3 (33
; xeow less thaa 1 do. 4
c . It is the duty of each persen o <o hnis 1 2 3 423 {285
- 3ob to the very best of his ability.
[}
!
: 31. GEvea if I were on =y own, with 70 sne Iz 203 LS (35)
% . supesvise =2, I weuld scill work hard.
. P . ; - . -
f‘ 32. I aaka personal sacrifizes in order to zeet 1 23 3 05 (36}
: an obligation to someone who is counticg on me.
3 33. I always iike to keep my thaiags zeaz azd ia 1.2 3 & ¢ (37)
: - good ordler.,
; | 32, I like 20 have a place for everrshizg, and 120 L s (g
! everything iz its place. )
i ‘ 35. 1 prefar to be dressed carefully rather 1 2 3 & 3 (32
F than casually.
! 36. I thimk effor: is ccm=endable, evea i: 1 2 3 4 3§ (=37
f iz doesa't lead to. the mosc effective resul:s.
- 37. As loug as vou lock busy you will do 1 2 3 5 5 (L1}
; aleight in chis orzacizacien.
E 38, Worwrizg nard is 37 zore izmpertant shan o+ 3 < -2
: Tesuils, g
§
{
-]
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a0adusyp Lydvo13s

57. My shipmztes are working at their full
capacity.

58. There is a lot of "red tape" associated 1
with my job.

59. I have the opportunity to origzinate new 1
procedures or practices in my job. )

60, My job performance, good or bad, 1
significantly impacts the amount of work that others
around me have to do.

USE THE FOLLOWING SCALE TO ANSWER QUESTIONS 61 to 65.

1. 0 to 20%

2. 21 to 402
3. 41 cto 602

4, 61 to 80%
5. 81 to 100Z%

6l1. What are your chances of being involved i=n 1
lifasaving on your first assignment?

62. What percentage of your work is spent 1
involved in routine tasks?

63. %hat percentage of your work requires 1
"fighting fires"?

64, Wnat percentage of your work is spent 1
in long range planning?

65. What percentage of your work iavolves 1
your own creative efforts?

a0xdeuyp

~N

[ 3]

"~

"~

noguydo on

w

d0aiv

s

-

soxde Ay3uoaas

w

(51)

(62)

(53)

(55)

(66)

-(87)




73. Circie =he nuzbes nex:t to the statszmen

feelings abcut your inzeaticns to rezaia ia tia

le I would resizn today if I could.

I£ 1 could, I would resiga as saon as
is convenieant Zar =a, but prebadly el
cbligatad sarvice is cczpletad.

gven if I cculd resign teday I wculd cozplate
oy iritial obligation?

I will probably szay iz the Coas: Guazd beyond
=7 initial obligatiom, but not for 20 vears.

I will prebatly stay ia the Coas: Guard for 20
vears, but no lsages, -

stay lozger thaz 20 vaars and
=y coavenieace.

S2ably
Ts &t

thaz retices a

I will protably sczay longer than 20 reass and
as long as I cax thersas:er-.




CIRCLEZ THE STATIMZNT (FRCM E
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H0ST IMPQRTANT IN YOUR PRES

CH PAIR) 70U FEZIL TO HAVT BEZIV

T JO3.

s
a3
N

1.

(3

My job most requires...
l. professional expertise.
2. the ability to deal with people.
(6)

M7y job mest requires...

1. professio=nal expertise.
2. positive personal qualitias.

(7

My job most requires... .

l. ’professional expertise,
2. a willingness to lesarn.

(8)

My }ob most requires...

1. the ability to deal with people.
2, positive personal qualities.

My job most requiras...
1. the agbility to deal with peocple.
2. a willingness to learn.

My job most requires... (10)

.l. positive personal qualities.
2. a willinguness to lear=.
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Authority: 14 USC €33

i Purpose:
held in conficence.

N ' use notad above.

Time in service in years:

Age in years:

A, Tyre of Unit: (circle one)

a.
1.
2.
3.
4.,
S.
6.
. . 2
8.

Status indicator: (5 digits)

Zxperience indicator:

Highest level of education:

| UNITED
' LACP <cw~v -

PRIVACY ACT STATZHEDNT

Assessment of Governmental Agercies, Progrars and Pollczes.
Disclosure is woluntary, and the data generated will be
It will in no way be connected with
any indivicual or offered for any use outsicde the rrincizle

Menths in present assignrent:

WHEC
WMEC

.Cther Ashore

(8 digzits)

STATES CCAST GUARD
2C2 (P~TRC)

(three digits)

+AG3
“WL3
WL
wPB
WLI
Qther Afloat-

(1e=-2¢)

{25=32)

Completed H.S.
Scme college
Associate's Cegree
Bachelor's Tegree

Sore graduate shcsol
Master's Ceqree
Seyond Master's Tegres2
Doctorate

(G.E.D.)
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PRIVECY ALY PR

P,
- - .

Y} A i -2 of Covernmental Agenciss, Programs ané Folicles,
© 7 ¢x is voluntary, ard the cata cenerated will

P i-riidence. It will in no way ta cormectyld Wit
. 1.al or offered f:r amy use cutside the Trincizis

e,
.
: - - . =9
.
. A
o V- (12}

T i ¢ sigrment: (three clzits)

Lo . ... 1e cne) (ls;
J. WHEC
1. WMET
2. WAGS
3. WL3
4.. WM
5. wPB
6. WLI
7. Other Aflcac
. 8. Cther ishore
‘ digits) ) (Leza:
R : (8 digits) 122=32)
aE cation: Hck

1. Completed H.3. (G.Z2.2.)
2. Some college

3. Associate's Cecree

4. Bachelor's Tegree

5. Scre craduate sigscl

S, Master's Tetr2

SeysnZg raszer!

« SQCIIT3Re .
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UNITED STATES COAST GUAFRD
IMCP SURVEY 80212 (PMTAC)

This section of the survey is cdesigned o capture

expectations atout the performance of new Academy Ensigns.
vinat types of tasks will they be performing? How crofizient
cdo you exgpect them to be? How important is it to YOU that

these tasks be a major part of the Ensign's job?

You may be asked to complete this survey on rmore than one
occasion. Please respord to each item as accurately as

possible based on the expectation or knowledge of the new

Ensign that you have NOW.

e T ARt A Sitncig- T

[
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Is it impocrtant this ke parc of their det?

Eow skilled will ‘they be at this whan they

get to thzir first assizrrents?

fiow likely is It that they will e periormins
this task?

1. 1Investigate the current level of training

ard needs for trainimg in their divis.on/f’epart-.ent.

2. Develop a technical training plan.
3. Conduct technical training fcr meshers.

4, Conduct aéministrative trainimg for
rerters of thelr work greug.

5. Corduct supervisory trainirg for messers.
of their work group. - . .

6. Prepare training materials,

7. Set standards of perforrance for the merkters
of their éivision/degartzent.

8. Deternine if the work accomplished reets
established standards,

9. Make cdecisions,

13. ©Decide on a ccurse of acticn based on their
cwn okservations of a situvation, -

11. Decide en a ccurse of action based on the
irputs of cothers.

12, l‘:ecide cn a czurse of action based on
mlicies, recorcds, ar! remorts.

13. Set goals ard review progress with mersSers
of their cdivision/departrent.,

14. Recognize and maintain the prcper roles and
relacionshins among the mecbers of their
division/depa:::en:.

15. Conduct performance appraisal intervies
with the rmerbers of thelir division/degartment.

15, Assicn specific Jduties cr lefs tc tne
merters of cneir divisicr /..egar-_-e-'-.

17. Teal with zerformarce problercs,

u -
(8]
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Is it inmportant this ke part of their jok?

How skilled will they be at this when they
get to their first assignmants? ’

How likely is it that they will e performing : - !
this task? |
& 3
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24. Deal directly with enlisted personnel,

25, Deal directly with the general public.

26. Teal cdirectly with outside contractors.

27. Camunicate in writing.

28, Communicate orally.

29. Draft letters using correct forrat.

39. Use correct grammar, spelling, punctuation.

31. Prepare enlisted performance evaluations.

32, Maintain division/department files using
standard C3 filing systen.

33. Cretermine requirements for material
resources for division/department.

34. Cetermine funding reguiretents and
acninister funds for division/cepartrent.

35. Make work assignments taking personnel
and other resouces into account.

36. Speak at public functions on behalf of the
Coast Guard,

37. Ceal with press or representatives or other
mecdia in explaining Coast Guard missions or operatiens.

38. Arrange or conduct tours of Coast Guard
facilities and operational units.

39, Act as security and communications officer.

48. Act as combat-information-center officer,
41, Act as antisubmarine warfare officer.

42. Act as safety officer.

43, Act as exchange officer.

44, Act as coamissary officer.

45. Act as supply officer.

46. Act as navigator.

(12-12)
(13-15)
(16-18)
(12-21)
(22-24)
(25-27)
(28-33)
(31-33)
(34-26)

(37-39)
(42-42)
(43-45S)
(45-48)

(49-51)

(S2=-84)

e At ot el D 4o < T

AP




impertans this be gart of their les?

xilled will they ke at this whan thay
gt

Cetamine gesition oy viscal zearings,

69, LCeternine cecgraghic pesiticn by celest
navigation. ‘
78. Use rmaruvering beards,

tas

72.

Use correct piloting skills,

Cempute search and rescue informaticen (l.e. dauum,

ial

search pattern tyre, search area size, etc.).

73, .

Use correct radioteleghone precedures.

74, Use varicus forms of ccrmunicaticens (i.e.
£laghoist, light) to serd and recelve messages erd

infsrmation.
7%. Use arnd maintain secure publicatiens.

76.
77.

79.
8¢g.

forn a graup into 2 marching elemenc,:
Zxecute the swré manual of arms.

Maintain logs.

Use their knewlecge of Coast Guard histsry.

Use of display their knowledce of service
etiguette.,

8l. Use their knowledge of the Uniform Cede of

sa.
with

a3.
84.
8s.

Conduet an informal {nvesticaticn in accordance

the MO,
Corduct a pre-mast investigation.
Ceal with egual opportunity issues.

Ceal with individuals with drug oc

alcohol related preblems.

84,

Use kncwledce of the rules of 2he nauti
Use damace contrsi eguisrent.

Use owledge of snip stabilisy,
Perior cuties as rerair garty cfficer.

-

Use NBC warfare mnitaring equirment.

cal rced.

0y -

b gl s




135. Please list any other skills that you feel are essential in the newly
camissioned academy graduate.

1g6. Comments
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' . oC YOU XOREIZ CR DISAGRIT WITH THI FOLLIOING g 2 T =2 =
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| 6 6 2 a4 o

| .

' 1. Procuctivity standards are hizhly stressed in 1 2 3 4 8 {8}
| this organization.

tj 2. Cur senisr managers are a good exaiyple to cur 1 2 3 & 8§ “<

% - juier ranacers.

7 3. No ore zart of thiz organizaticn has too much 1 23 4 8 (7)

< ower, )

| 4. I can always talk freely with ny surericr. 12 3 4 ¢ (%)

S . S. Conflict is accepted in this organizaticn 2 2 4 8 3,

’ ars is used productively.

5. Cur human resources are well used. 1 2 3 ¢ ¢ play
. Te A lct cf icdeas ccme up from the workers here. 02 2 4 = {1

8. This crzarization is always willing =5 ooy 1 2 3 41 5 (22l

scmetling new.

9. Results are the mest impertant thing 1 2 3 & 5 23

corsidered in this organization,

10. Supervisors are trusted pere, 1 2 2 4 ¢ (2¢7

‘ il. There are the right rumber cf lavels 1 2 2 4 3 23

_ ‘ of narzgerent in this organization.

! ‘ 12. I knew how tnls orcanization cperates. 1 2 3 3 5 )
13. Pecgle who exyress disagreerent cpenly 12 3 4§ 8 ("
here are rejarded 2s being interested in
imgroving things.

‘ 14, We match the man to his job in this 1 2 3 4 38 i3
‘ srzanizatien,
13, My own llea2s for chance are given 2 P -

gecd hearinc,
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UMITED STATES COAST GUARD
LMDP SURVEY 8C232 (PMTAC

Previous guastionnaires discriizuted to the field have
revealed that mest criticism of the Acadenmy graduates
has been directed toward the craduate’s attitude and
rotivaticn. This section of the survey represents thre
first time an atterpt has been racde to collect, analyze
and evaluate the inmgact of such traits-on tre
performance and capabilitiss of Academy graduates.

PLEASE ANSWER THE FOLLOAIMG QUESTIONS AS YCU WCULD W7
THE AVERAMGE ACADENMY ENSIGN ACRIING FOR YOU TO ANSUER
THEM,

wWE DO MOT “ANT YOUR ANSWERS, CHMLY THE “AY YCOU TEEL AN
ENSIG¢ SHCULD RESPOND, IN YOQUR EXPERIENCE, IM CRIER 735
BEZ SUCCESSFUL IN THE COAST GUARD.
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YU ASRIT CR DISAGRES YITH THE FOLLIAIIG
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I don't ques

= &
- -
£ I think others de.

7. Wwren I <o a joi,I 2o it well,

ion 1y worth as 2 perscn, aven

All in 211, I am inclined to feel that I am a

[
trererdous sugoess,

* .

9. tuhen the greup I an in Jees scrething I thin

it slouldnts, I stand vz for what I think is ri

—

(]

) re

~cst important virtues 2 gerscn sheuld

f. Feople naturally turn o re to take

2. Cbedience and respect Ior authority a
a

1l. I like ts be Zifferent than otier pectle.

zhs

.
e the lezd,
e .he
» - -

S
6e :no

13, Patriotism ard levelty are the first and rose
{irportant recuirerents eof a good citizen,

14. There is hardly anything lower tiian 2 persen

wto doesn't respect his or her parents.

15. Pacgle enicy working and livirg wi
2ople,

15, “hen pesgle cocusrate wizh zsne anc
usually zroduce rore.

17. ¥cst readers ligten o others ard
get their opinicrs.

18, Other markers of ny group hels rme
ways t5 improve oy perfcrrance.

9. Zther rechers cf ny sroup oflfer o
f2r 30lv7irg Freolscs,

(394

25, My gTeup slans tcgetiter and soordl
izs effores,

1. 7Tre reascn oSt ressle are ncnesc
they are afraid cf cefirmg caughc. .

= otiher

sner T8

try o

find

idezs
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e, I will pzrohably put at least cre Coas
Cuard bunmper-sticker eon my car, hLesiles ry
base sticker.

40. I experze"ce a sense of price when I see or
hear of the Coest Cuard in action.

41. 1T personally feel proud when others are
telking akout the Ccast Guars.

42. 1 car do anything I set my mind to.
&3. If I had to, I cculd do alrost anything.
I

44, Althcough I may be afraid, I generally cdo -
wall in tight or stressful situations.

45. It is imgertant for a leader ta have power.

45, vpower is important in vaintairing
disci;zline.

47, power is a necessary evil for gocd leadership.

33. Peouer is hased cn yosu position rore than on
your versonality.

49. Tor a leacer to have power, he must comrand
absolute respect.

S53. Leaders should make their authority plainly
known, even at the sacrifice of the affection of
their subordinates.

81. I know exactly what kind of joks I want as an
officer in the Coast Guard.

52. I have a very strong desire for certain jots.

S3. I have a very strorg desire to avoid cer tain
joks.

-§4. T will have peréanal control over tne jobs I

will do at my first station.

§3. I will have o work hard in order to he
irometed.

8A. Ny Sob will reguire me to work at full
capacity.
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58, Hgw manmy hours doovel exnest toosrert on ths M S

3ct in an gverzge weeik?
i l. lass han 32
i 2. 31 t2 40
. _ 4. 51 w 50
! 5. More than 60
'!. !
ﬂ;j 57. bHew rmany recgle will ke vorking for you? 12 3 5 %
b 1. ¢
L ) 2. .1 &3 :
: . 3' 4 CC 7 .
- 4. 7 o015
- 5. ¥ore than l
a
E USE THD TTLLIYING SCALT 70 MEVER UIASTICNS T ot TL.
g { l. Yo chance at all

2, Listle chance
2, A fifey-iifty chanecs

4 4. A good charce
5. X sure thirg

52. “hat are your chances for procotien to LT7 P S -
f 69. i«hat are yeur charces for premoticn ts CIR 12 2 53 5§
[ - 77. uwhat are vour chances for having adequats 12 3 3 5
' ' .o . oprortuniclies for mursuinz eff duty educaticn? -
| 71. nhat are your chiances of everntually telse .2 3 88
‘ selected for Post-Sraduata educational rrogrars?

72. nlat are you chances for havirg yeour cwn 2 3 4 =

féoo

Corrand within yoeur £irst five vears?
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L2P SURVEY £0242 (PT20)
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This section of the survey will be used to detemiine your
opinion of the relative importance of fcur cheracteristic
dirmensions cf the Acacdery gracduates.

In ezch of the % palrs of staterents select tha
cheractaristic dinension which is 087 T-PIRTET to
For each characteristic dimensicn consider tre followinc
traits:

Characteristic Dimension Traits
1., Professional exgertise Xnowledge arg

skill, crimary and
collateral cuties,

2. Ability to deal with Leadershin, nurman
peovle relations,
carmunicaticns skills,
ranacerent effective-

ness
3. Personal qualities Force, initiative,
judgement, integrity.
4. Willingness to learn Motivation, self
. development, accegts

new responsibilities.
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| UNITED STATES CCAST GUARD
LMDP SURVEY 80252 (PMTAC)

& PRIVACY ACT STATEMENT

Authority: 14 USC 633

k| ' Purpose: Assessuent of Goveramental Agencies, Programs and Policies.
' Disclosure is voluntary, and the data generated will be

held in confidedce. It will in no way be connected with

any individual or offered for any use outside the principle

x use coted above.

‘lo SSN: - - . (1-9)
2. Rank: 0- (10)
- 3. Time in service in years: (11=-12)
':’ 4. Months in present assignment: (three digits) (13-15)
* 5. Age in years: (16-17)
; 8., Type of Unit: (circle oae) (18)
i
o. WHEC
1. WMEC
3 2, WAGB
E - : 3. WLB
. 4, WLM
5. WPB
6., WLI
3 . 7. Other Afloat
8. Other Ashore
 ‘ . 7. Status indicator: (6 digits) (19-24)
g‘ 8. Experience indicator: (8 digits) (25=32)
9. Highest level of education: (33)

1. Completed H.S. (G.E.D.)

2. Some college i
3., Associate's Degree

4, Bachelor's Degree

5. Some graduate gchool

6, Master's Degree

7. Bevond Master's Dezree

8. Doctorate
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This section of the suzvey is designed to capture éata sbour

the performance of new Acadacy Zasizas. Waat types of tasks

have they been perfor=ing? Eow proficient are thay? How

ef your uniz?

izportan:t are these tasks o the operazicn

You may have ccopieted this survey before. It is imgportan:

that you disvegasd any previous responses. Please respend

tc each iten as accurately as possidle baseé on rous

otservations of azd experiance withk the new Zasizn (llass of

1980} tha: vou have NCW,
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Is it important to your unit's operation?

How skilled zre they at this task?

Eave they been performing this task?

1. Investigace the curreat level of training

Br e

and needs for trainiag in their division/departzen:.

2. Develop a technical training plan.
3. Conduct technical training for members.

4. Conduct administrative training for
menbers of their work group.
L]

5. Conduct supervisory training for members
of their work group.

6. Prepare training materials.

7. Set standards of performaace for the mezbers
of their division/department.

8. Determine if the work accomplished neets
established standards.

9, Make decisions.

10. Decide om a course of action based on their
own observations of a situation.

11. Decide on a course of action based oun the
inputs of others.

12, Decide on a course of action based on
policies, records, and reports.,

13, Set goals and review progress with members
of their division/department.

14. Recognize and maintain the proper roles and
relationships among the mexmbers of their
division/depar:ment.

15. Conduct performance appraisal interviews
with the meambers of their division/department.

16. Assign specific duties or jobs to the
members of their éivisicn/depariment.

17. Deal with performance problems.

fhac-buiial

i o b

(10-12)

(13-15)
(16-18)
(15-21)

(22-24)

(25-27)
(28-30)

(31-33)

(34~36)

(37-39)
(40~62)
(43-45)

(46=438)

(49=31)

A s s i A M
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; Zow skilled arve zhex 2z this tazk? :
+ ¢ ‘: ‘
;| Fave ther dasx serfer=ing this tasy? ! ;
| . :
] 1 !
| A E <
K 24, Deczl direetly with enlisted pevsaznel. . {1i=12)
i
25. Deal direcsly with the general pudlic. : : (12-15)
| . ; .
! 26, Deal directly wich cutside contractors. (15-:8)
| 27. Cec=municate iz writiag. (19-21)
E i . 28. Coz=zunizate crally. (22-22)
"1
- 29. Draft letters using correct formac. (25=-27)
b N 30. Use correct grazmar, spelling, punctuaticn. (22-20)
. 3l. 2Prepare enlisted performance evaluations. (31=23)
- 32. Maiacain division/depastzent files using (33=32%)
= standard CG £iling systec.
. 33. Determine rTeguirezencs foy zatarzial (37=33)
f rascurces for division/depart=ent. :
{
‘ 34. Deter=ire funding regquirex=ecscs and fa8=L2)
adz=igister funds for division/departzen:.
3S. Make work assignaoents takiag personnel (43=25)
acd other rescuces into accou=nt.
36. Speak at public functions on behalf of the (6h=4§)
Coast Guard,
37. Deal with press or representatives cr cother {<f=31)
‘ sedia ia explaiaing Coast Guard smissions cr cperations. -
38. Acrange or coanduct tours of Coast Guard (53=3a)
: ‘ fazilities and operational uzics,
39. Acc as security and comzunicatioms officer. (3%=37)
40. Act as combateinfor=ation-center officer. (8849
]
41, Act as artisuboarine varfaze officer. (51=53)
42, Acz as safety officer. {Ba=id?
43, Acz as axchange officer. FRETER
= 44, Acz as cc=missazy ofiicer. TTIets
45. Act as supply cfficer. JTIeTE]
46, Acz as navigzator. } {"s=73)
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is it important to your unit's operation?

How skilled are they at this task?

Have they been perfcrming this task?

—

A 3 C
68, Determine position by visual bearings, ranges. : (10-12)
69, Determine geographic position by celestial (13-1%5)
navigation.
70. Use manuvering boards. ) (16~-18)
71. Use correct piloting skills. (19-21)
72. Compute search and rescue information (i.e. datum, (22-24)
search pattern type, search area size, etc.).
73. Use correct radiotelephone procedures. (25-27)
74. Use various forms of coumunications (i.e. - (28-30)
flaghoist, light) to send and receive messages and
information. .
75. Use and maiatain secure publicationms. (31-33)
78. Form a group into a marching element. (34-38)
77. Execute the sword manual of arms. (37-39)
78. Maiptain logs. ' . A (40-42)
79. TUse their knowledge of Coast Guard history. (43-45)
80. Use or.display their knowledge of service - ‘ (46-48)
etiquette,
- 81. Use their knowledge of the Uniform Code of (49-51)
Military Justice. .
2. Conduct an informal investigation im accordance (52-54)
with the MCM.
83. Conduct a pre-mast investigation. (55-57)
84, Deal with equal opportunity issues. (58-60)
85. Deal with individuals with drug or (61-63)
alcchol related prodlenms.
86. Use knowledge of the rules of the nautical road. (54=58)
87. Use damage contrzol equipment. (87=433
88. Use kaowledge of ship stability. (70=72)
89. Perform duties as repair party officer. (73=75)

90. Use N3C warfare sonitoring equipment. (76=78) -




APy bl <A

- R

LA ]

e

1 Coz=ments

iticna

Add




d
-

e il o Rt i T

DO YOU AGREE OR DISAGREEZ WITH THE FOLLOWING
STATEMENTS? .

1. Productivity standards are hxghlv stressed in
this organization.

2. Our senior managers are a good example to our
junior managers.

3. No ome part of this organization has too much
power.

4. I can always talk freely with my superior.

5. Conflict is accepted in this orgamization -
and is used productively.

6. Our human resources are well used.
7. A lot of ideas come up from the workers. here.

8. This orzanization is always willing to try
something new.

9. Results are the most izmportant thxng
cousidered in this organization.

10. Supervisors are trusted here.

11. There are the right number of levels .
of management in this organization.

12. I know how this organization operates.
13. People who express disagreement openly
here are regarded as being interested in

improving things.

14, We match the man to his job inm this
organization.

15. My own ideas for change are given a
good hearing.

2018esTp A73uo013s

—

) ~»  9918esTp

"

(2]

[ 8]

uojuydo ou

w

2218

r'S

I O T

9913 £y3uoaas

wn

(¥ )

e 8

Bl 5ty M o T s L A A

- (5)
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(18)
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QUITDD S:AT:S ClasT GUAL
LMDP SURVEIY 80IS2 (PMTal:

Previous questionnaires distribuced to zhe field have
revealed that most criticisam of the Acadezy graduates has
been directad toward the graduate's attitude and metivazien.
This section of the survey will collect informaticn ebout
the impact of such traits cn the pecsformance and
capabilities of Acadeny graduates.

You may have responded to a similar survey in the spring.
It is important that you disregard your previous resgonses.
We are intervested in capturing info-mazion basedi cn the
loovwledge and experiences that you have NCWY.

2 THEE FOLLOWING QUI
1SI5 NCW WCRXING FCR ¥

0 NOT WANT YOUR ANSWCRS, ONLY TEE
SIGN WILL RES2PCND.
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PLEASE RESPOND AS YOU FEEL THE NEWLY CCOMMISSICUED
ENSIGH WILL... '

CIRCLE THZ MOST ACCURATE STATEMENT OR RESSPONSE...

DO YOU AGRZE QR DISAGREE WITH THE FOLLOWIN
STATEMENTS?

6. I don't question my worth as a person, even
if I think others do.

7. When I do a job I do it well.

8. All in all, I a=m inclined to Seel that I am a
tremendous success.

9. When the group 1 am in does something I think

it shouldn't, I stand up .for what I think is right. -

10. People naturally turn to me to take the lead.
1I. I like to be different than other pecple.

12, Obedience and respect for authority are the
most important virtues a person should learn.

13. Patriotism and loyalty are the first and most
important requirements cf a good citizen.

14. There is hardly anything lower than a person
who doesn't respect his or her parents.

15. People anoy waorking sad living with other
people.

16. When people cooperate with one another they
usually produce more.

17. Most leaders listen to others and try to
get their opinions.

18, Other members of my group help me find
ways to improve my performance, .

19. Other members of my group offer me ideas
for solving problems.

20. My group plans togsther and coordinates
its efforcs. ’

—
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(10)

(1)
(12)

(13)

(14)
(15)
(16)

(17)
(18)
(19)
(20)
(z1)
22)
(23)

(24)
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33, wWorking
resulcs.,

39. I will probably put st least ore Ccast
Guard bunper—-sticker on By car, besides my
base sticker.

40. I experience a sease of pride vhea I see or
hear of the Coast Guaxd in acsion.

41, 1 pecsconally feel preoud when others ave
talking about the Coas: Guaxd.

42. 1 can do aaything I set my mind to.

43. If I had to, I cculd do almost a=ything.

44, Althouzh I cmay be afraid, I generally do
wall in gighs or sctressful situazions.

45, It is izportant for 3 leader te tave pewer,
46, Powver is importa -t ia =aiasaining

disciplize,

47. ?Power is a necessary evil for gocd leaderskip.

48. Power is based o3 your positiom mcre thas oo
yous perscaszlity.

49, For a leader 2o have power, he =ust cczmand
absolute respect.

$0. Leacders should make cheir authority plaialy
oW, even at the sacrifice of the affestion of
their subordizates.

51. I %now exactly what kind of jobs I want as an
officer in the Coast Guard.

52. 1 have s very siroscg desize for cestaia jebs.

33. I have a very strong desire to avoid cerzaia
j°b.o

S4. 1 have terscaal esatzol cver the iods I
nave done a2 =y first stazica.
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PLEASE RESPOND AS YOU FZIZIL THE NIWLY COMMISSICYID

66. How maay hours do you spend om the 1 2 3 4 5 (70)
job in an average week?

|

|

| ENSIGN WILL...
|
a

; ! : 1. less than 30

; 2. 31 to 40
| " 30 al to 50
' : 4, 51 to 60

5. More than 60

= - 67. How many people are wo?king-for you} . 1 2 3 4 5 . (71)
; 1. ©
2. 1l to3
= 3. 4¢t07
; 4., 7 to 15

5. More than 15

USE THE FOLLOWING SCALE TO ANSWER QUESTIONS 68 to 72.

l. No chance at all

2. Little chance

3. A fifty~fifty chance
4. A good chance

5. A sure thiog

68. What are your chances for promoriom to LT? 1 2 3 4 5 (72)
69. What are your chances for promotion to CDR, ! 2 3 4 5 (73)
70, What are your chanc;s for having adequate 1 2 3 4 5 (74)

aopportunities for pursuing off duty education?

71. What are your chances of eventually being 1 2 3 4 5 (75)
selected for Post-Graduate educacional programs?

72. What are your chancas for having your own 12 3 45 (76)
Command withia your first five years
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This seczion of the suzvay will be usad to deterzine wours
opinicn of the relative performance of the new Insign along
four characteristic dizensions.

In each of the 6§ pairs of statements select the
characteriszic dizension which you fael to e stronger in
the new Ensign. For each charactezistic dizensicn comsider
the following traits:

Characteristic Dimension Treits
1., ?Professional expertise Knowledge and

skill, prizazy and
collateral duties.

2. Abilicy to deal witt - Leadership, huzan
veople relazions,
' ecczmunications sxilis,
and

manage=en: effsccive-
ness

3. Personal qualities Torce, iniziazive,
judgemen:, inzagrity.

Motivation, self
developzent, accepts
nev Tespensibilizies.

4. Willingaess to leasz

.

You =ay have responcded %0 a sizilar survey iz the sprizg.
1t is izportant that you disregard ycur previcus ceszceasas.
We are interested in capturing izformaticn based ¢n the
xaovledge and experiences that you have XNCW.




Professional Expertise 1 2 3 46 5 6 7 8 9 ()
_ Ability to deal with people 1 g 3 46 56 7 8 9 (12)
Personal Qualities 1 2 3 45 6 7 89 (13)
willingne;s to learn 1 2 3 4 5 6 7 8 9 (14)
Where 1= totally umsatisfactory
5= average

s Ed e T T APt =2 5% 0 gitsansi s komgern o Pk ekt ST E . etemcs —

WITH RSSPECT TO THE ACADEMY GRADUATE WHO EAS RSPORTID TO YCUR LMIT
SINCE MAY 30:

Please rate the individual (no nzzes, please) along the following four
dimensions:

9= ou:scanding

Pleaase insert the last four digits of the Social Security number of the Easiga
on vhom you have raported,

(15-18)
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| UNITEZD STATTS COAST GUARD
3 LMDP SURVEY 80250 SERIES
: PMTAC

5 In the Spring of 1980, you may have been 2s
respond to a survey in ccnjunction with the

graduating class of 1980 ind their (2% the time)

prospective Commanding Officers. This 1s 2 follew

up survey in the ongoing study by the PMTAC,

designed to gather further Iinformation about the

expectations and attitudes of the ensigns who

. graduated. Once again, members of the Academy

, staff, the graduates of the class cf 1980, and

- . their Commanding Officers are being asked %o

= respond to thils survey. Please note the Instruc-

) tions at the beglnning of each sectlion and resgond

to each item as accurately as you can.’

2 When you have completed the survey, return 1t ¢o
the Leadership Studies Group in the envel
provided.

Thank you for your support in this study.
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i 2. Tize at present z3s3igmzment in zonths, (Z2-22,
. 9, Isziilitarw, scatus iszdicaszer (5 digics) (2zel:
4
1
4
i . 0. If milirscy, excezience indizator (3 digics: 15=33)
S -
{
; 11, Highest lavel of education: (29 )
i .

1., Completed H.S., (G.E.D.J

Some college .
3. Associate’s Degree

4, Bachelor’s Dagree

5. Some graduate school

‘ : 6., Haste:s’'s Degree

e
»
.

4'. i
o 7. Bayond Maslec’s Degree
v 8. Doctorate

A .

; 12, If yeu have done college course work, what was youT Sajosr? (33-23)

g » 7 .
i
2
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The ducy areas listed in this section have been szlected as
being representative of the tyses of tasks a newly cozmissioned
officer might be expected to perform. We need to “now how likely
you feel that the new Ensign will be performinz these tasks, how
proficient you expect him or her to be when he or she gets 2o
their first assignment, and how important it is to you that these

tasks be a part of the Ensign’s job.

SCALE FOR COLUMN A

How likely is it that the Ensign will be performing this task?
1. unlikely

-2, may perform

3. likely

SCALE FOR COLUMN B

How skilled do you expect the Ensign to be at this task upon
arrival at his or her first assignment? .

l. unskilled
2. somewhat skilled

3. very skilled

SCALE FOR COLUMN C
Is it important to you that this task be a major part of the
Easign’s job? .

1. importaant that it not be

2. donm’t care

3. important that it be

*ANOTE#*

You zay £izd {t helpful to cemove this page and cefer %o
it as you complete this section.
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Is iz important this be 2 part of their job?

How skilled will they be at their first assigamert?

Will they be performing this task?

47. Act as NATA officer. (10-12)

48. Act as morale officer. . (13-15)

(16-18)

49. Act as wardroom mess treasurer,

;! 50. Act as assistant to the Executive Officer. (19-21)

51. Act as Operations Officer. (22-24)

52. Act as gunpery officer. (25-27)

!
;i 53. Act as first lieutenant , ' (28-30)

54, Act as deck watch officer. (31-33)

55. Act as educational services officer. ) : (34-36)

(37-39)

e

56. Act as. oceanographic officer,

$7. Act as weapons officer. (40-42)

‘h; 58. Act as deck department head. (&3-45)

59. Act as boarding officer. (46=-438)

60. Act as coordinator for Combined Federal Campaign. (49-51)

(52-54)

Coordinate the CG Mutual Assistance Fund.

62. Act as Voting Officer, . (55-57)

63. Coordinate offical social ceremonial functioms. (58-60)

: ' 64. TPerform duties as sponsor for newly reporting (61-83)
'1 persounel,
65. Use charts and navigational instruments or (64=56)

equipment to fix geographic positious,

66. Use knowledge of bouys, lights, and other (67-69)
navigational aids.

67. Use electronic navigation systems (i.e. radar, (70~72)
loran, omega, etc.).

B S m——
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fi : . Is it izpcrsan: this be a pave cof thelr

]ﬂi Eow skilled will sheyr be a: thelr fizsz assignmens? !
» | !
will they be perifar=ing cthis zesit : i
A
rS 3 C
A 3l. VUse wmcwiedge o Iisst aiil, Li=lll
’ 2. Perfors duties involvad in ccordinated {(13=13)
ship/air cperatious.
j§ 93, Perfox= duties as iaporc OO0D. (15-18)
Y .
ji 9. Use the Gerting~Uncerway~Checklise, . (13=21)
?i 93, Detec=ize neight of tide amd curvent velocicy. (22-22)
o o
- 96. Prepare weather cbservation legsheet. (23-27)
b .
. §7. Deterzize zachor tanding infermation. . (28-39)
- 98, Determine strain ca a lize. (31-33)
A .
ot - .
' §9. Serve as boa:=0Zficer. {36=33)
& 100, Supervise aod sonduct en~the-jod trainizg Zfos - (37-38)
L4
- quacterdecs waltzhsctanders.
‘ i 101, Inspec:z liberzty parties. (50=42)
102. Conducs ic-port ecergeaszy drills, {(&3=43)
- 103, Use knowledze of ships tactical daca. (46=a8)

104, Take a disabled vessel iz tow. (45-31)
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UNITED STATZS COAST GUARD

LMDP SURVZY 80273 (PMTAC)

This section of the survey councarns issues regarding
organizational effectiveness., 2Please respond as vou feel

the Coast Guard exisis today,

IN THIS SECTION WE ARE INTERESTED IN YOUR OPINIONS OF THE

COAST GUARD AS A TOTAL ORGANIZATION.

Please circle the number that reflects your honast opizioxn.
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15, I caz e craative ia this szganizzsien, L2 03 405 tel)
17, My sugezisr often disgusses oy 1 2 3 & ¢ 2L
productivizr with ze,
- . 18. Managsss here ususlly do a good jcbd 12 3 &4 § (227 .
in wotivatiag their subordinates.
]
b | 19. This organizacion se2ms to have the right 1 2 3 4 5 (23)
j runter of managers. '
3 20. Meetings are held when needad, 1 2 3 45 (22)
| . . .
: 21, Subordinaces m=av disagree with their 1 2 3 45 2%
; ; zanager without being pecaliced.,
?‘} . 22, This organizazlicn uses the qualificaticas 123 45 (263
& of its czexbers.
= 23. A couscieatious atzempt is made co comsidar 1 2 3 5 5 (275
! evaryone's views before a decisica is =zade,
H .
24, Creative =aizxiag asnd ianovacien is 12 3 &0 (233

encouragzed. hare.
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1. 1Is the Coast Guard the best of all 1 2 3 4 5 (s
organizations for which you could work?

] 2. Are.you glad that you chose the Coast Guard 1 2 3 &4 5 ©(8)
over other organizations that ycu may have been .
considering?

3. Do you feel a great sense of pride in knowing 1 2 3 4 5 €]
that you work for a organization that has’

humanitarian missions?

4. Do you feel a sense of satisfaction in 1 2 3 4 5 (8)
belonging to an organization that saves lives?

5. Do you feel a sense of fulfillmeut in knowing 1 2 3 45 (9)

that the Coast Guard serves the public?
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22. I thinmk a gv
2isfoccunes in ord
of otherss.

seople =zke friends z2causa friends are

23, Mes 1
ixely co be useful to the=z,

are lixe

24, I feel like I am getting a raw deal.

25. %rea I look back over what has
happened o me I feel cheated,

26, 1 &= very likaly to hold a grudge.

7. 1 have been puzished without cause.

28. Other rzecple glways seex to ge: the breaks,

29. I have %0 taze ordars Ivem pecple who
koow lass tzaa I do.

30. It is zhe dutzy of aach person to do :is
jeb to the vesy best of his ability,

31, Evea if I were ot =y cwn, with ©o one €3

supesvise ce, I would s:till werk hazd.

32. I =ska personal sacrifices iz order to zeat
av odbligation to somecne who is counting on =s.

33, 1 always like to keep oy tiiags neat and iz
good ordar,

34, I like to have & place for everythiag, a=nd
everythiag in its place.

35, I prefer 2o be drassed carefully zather
than casually,

36. I thick effort is cozmendable, even if
iz doesu’t lead to the =03t effective Tesuits,

37. As long as you look busy you will do
alzight in this orgazizazionm,

38, workiag hard is far more iaportaat than
zasulls.
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57. My shipmates will be woriing at their full 1 2 3 4 5 (61) 1
capacity, f
3 58, There will be a lot of "red tape" associated 1 2 3 4 5 (62) ;
g . with ay job.
f‘ 59. I will have the opportunity to originate new 1 2 3 4 5 {63)
& ~ procedures or practices in my job.
;1 60. My job performance, good or bad, will 1 2 3 4 5 (64)
significantly impact the amount of work that others
around me will have to do.
-4
USE THE FOLLOWI:NG' SCALE TO ANSWER QUESTIONS 61 to 65.
| 1. 0 to 202 ' '
- 2. 21 to 402 L)
! " 3, 41 ro 60% L
; 4. 61 to 80% . ‘
. 5. 81 to 1002
'@ 61. What are your chaaces of being involved in 1 2 3 4 5 (6%
: lifesaving on your first assignment?
b _ 62. What percentage of you work will be speat 1 2 3 4 5 (66)
= involved in routine tasks?
; 63. What percentage of your work will be 1 2 3 &4 5 (67) %
-, Wgighting fires"?
5 64. What percentage of your work will be spent 1 2 3 4 5 (68)
}' in long raange planning?
f” 65.” What percentage of your work will imvolve 1 2 3 % 5§ (59)
‘ your own creative efforts?

aniaiiani
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I would resizm coday if 1 could

I£ 1 could, I would resign as soon as it
is convenient for me, but probably before =y
obligatad sezvice is cemplated,

Even
my iz

£ 1 sould zesgign 223da
tial obligatien?

1 will probably stay ia the Coast Guazd beyond
=y izitial oblizazioz, buz 2cz for 20 yeass.

.

i

I will probadly stay in the Cecast Guazd for 20
yeacts, but no longer, _

I will probably stay longer thaa 20 years and

thea retire at =y convezience,

1 will pzobably stay longes thaz 20 years
as lozg as I can therealizer.,




CIRCLE THE STAI

2AIR.
1. I would préfer the Academy graduate to have
1, préfessicnal expertise.
2, the ability to deal with people.
2, I would prefer the Academy graduate to have

3.

3.

6.

1, professional expertise.
2. positive personal qualities,

1 would prefer the Academy graduate to have

1, professional expertise.
2, a willingness to laarn.

I would prefer the Academy graduate to have

1. the ability to deal with peoaple,
2. positive personal qualities.,

I would préfer the Academy graduate to have

1. the ability to deal with people.
2., a willingness to learm.

I would prefer the Academy graduate to have

1. positive personal qualities.
2. a willingness to learn, .

SENT YOU FZZL TO BE MOST IMPORTANT IN




