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U. AeSTfltaCT 

This third and final report records the ~ccomplisl~ents in five separate, 
but l'elnted arens of action research by a team of behavioral scientists on behalf 
of tte U,S. Marine Corps. The first two components dealt with the design, testing, 
evaluation, and reporting of a protot~ training program then €loti tled, Professional 
~el0.Ement Institutes for Mili ta;o: Correctional Personnel (PDIHCP). 'I'he pilot 

~ project of six sessions focused upon twenty-four learning modules which comprised the 
staff and administrators I couraes, The follow-up study of the action 1eal'ning experi-

~ 
·;mc(~a in 1971-72 reported the subjects t evaluation of the program six to twelve montilf 

I j~~er completion of training, as well as ita behavioral consequences. Of the 184 
f,.l.l.c>stioned, 100 returned tue inqUiry forms, or more than 50tb of the subjects, On a 
.. :i.ve point rating Bcale, 75.3% continued to rate the trainin/j' in i<he cai;egories, 
"excellent/good";86.3% found the course helpful in their professional development; 
89% indicated that the program had a positive influence on their performance of duty. 
':i:ne subjects recollllIlended that both courses become required for all military occupatim 
09.1 specialitutions in corrections, and the PDI paradiem be considered for its use-
fulness in the professional preparation of other military on human resource duty 
aS8ignmonts. 

Another component had to do ~lith evaluating a Military Training Officer!! 
.S,2,minar. a third course in the PDI program intended for instructors which was 
deSigned, tested, and analyzed-in 1973. Two se'3Si01'.8 were conducted on the Ea:st/lfeot 
Conatn for those ~ith training responsibility to enable them to teach the now 
expnnded ataff co\.:..~se of the revised Professional DeveloEment Institutes on Hwnan 
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CORRECTIONAL FACILITY (PRISON) 
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SOCIAL PSYCHOLOGY 
TEAl'l BUILDING 
TRAINING/TRAINING OFFICER 

ContiIlued,item 13, Abstract: 

Behavior, as well as to use a learning system 
provided to atren;hen internal military capabilit~ ,. 
for conducting the courses. Ana.lysis of the pre
post data from the 54 participants in the project 
supported the hypoth/Bses that there would be ,8 

significant increase in teaching confidence for 
the sdul t educators inw\jol ved, ar1d in S(!OP8 of skil 
in behavioral science methodology as perceived by 
the military personnel participating in the 48 

'. 

hour experimental course. In comparison to other 
military training prorrrams, 72% of the group rated 
the learninG experience in the "Excellent/Very 
Good" ca.tegories, while 2@ rated it "Good" and 
8}& ra ted it tl Fair". Amonc; the conclusions of the 
investigation is that human resource training in 
the Harine Corps is fragmented, and that a contral 
agency 'iri 'the command structure is needecl to 
coordinate all hUlilUIl service 'activity 'for the' " _ .. , .. ,. 
purpose of procurement, ~raining, and assignment 
of per$onnel engaeed in human resource d~velopment~ 

'rwc special and relatcd research components 
were also reported. One had to do with a fea8ibilil~Y 
study of team buildin£i as a technology for increasl'-
ing staff morale ~~d eff&8tiveness. By taped 
inte·rv.iew8 and ero\l;' sessions, the investigator 
documented the perceptions and feelings of 8 guard 
force and administration as to ,their role and 
functions, and tested a team building model. Until 
Bituational conflicts are resolved on duality of 
control between the buse and facility, the study 

. 

concluded that ~cum building 'is premature, althoug~ 
r'lll"ther research is reco!DI:lcIlded on i ~s use in £.M9 {i't C.O/fJ e.c.
UO/1Cte facilities or other human re30urce staffa. 
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An Action Research Report No.3 on Planned Chanae in the l1ilitary Justice System: 
INCREASING ORGAN'IZA'l"IOHAL EFFUCTIVEN8SS In TIlE DBVELOPHEllT OF l-aLITARY 
HUHAH RESOURCES 

Continued, iter; 13, Abstract: 

The last component of this report ::e\1iC~Ted behavior !:laml('emcn t 
researoh with the stuff und confinccs of the Haritw corructional fnei Li ty in 
L:amp LejuUIle, H.C. 1<'or the i'i;r.st time in 0. military correc\iolw G0ttillt;, all 
expe:rimont in continGency munacemcnt ~f.ls condue\;t'ti. 'i'lle project ~1urvlJyotl 
present practices and uehuvior desirctl by Lltafr :lilHln/: cont'lnUe)n to cntub1inh 
the "buse line" condi tiOI13, an we ',1 us the ruward pu riutl for IIhidl thl: d():;ired 
beho.vior wns to be re-inl'orcod. 'l'he subjects wore /.l i;roup uf appl'oy.illlntuly )) 
i~onfinccs in D. d011ni tory wh0se behavior WU:3 ntudiuel rt~lHtiv(~ to their [lurl'ormartGeJ 
of D.ssiL"l'10d tasks, personal and room cleun1incs:; I awl actioll:; in th •. : uormi tory. 
~,'he relinrd s to be earned were pri vilec;es I nuch uo UCCtW~J tc) t\)luvisi(lll, 1i brary, 
LUld grunes. 'l'he experiment rc:veo.ls a marked improvomen t in uehavior of tft.') 
Gonfinces from the baseline period to tho time of countinc Juriu15 th\) nHmrd 
period, as well ns a co:..rcspoding drOll ill the uncicDil'uble buhuvior. Tho 
ntaff was so impressed by the results that they plan to expand its us() ill 
the facility baDed on the traininG received in a puin t cc.;onom;1 Jll() ti va tion sys tem. 
'fhe inves tic:a tors recommend further research with u thor pru bh:l:, popula tiolls 
in the military UsinG this methodolOGY (e. e., dru/: (:x~!Upteos). 

'rhe researchers have domonstra ted that b()havioral sciuncc.: input and 
mIlt}. '1010':Y can bo !Jucccsni'ully utilized in the prqi"cssiona 1 dcv~~] opt:l(~nt of 
hWliHn r030urce specialists in the liIili tary. espoci/.! lly tl:'.J011C COl'1'OC tional 
IJ(:r~:JOnnel. 'I'hey recommend that thQ three course::> ru!".>u1;tinr, fr(l(1 this research be 
iflcluded in reGular Harine Corpn inservicc uduc{\ ti(1fI and he roquired for thosoJ 
:1r.cidni5 I)ccupational specializations ill hUL~:J.n G(ll"Vicc'. [·'urtherl.lOrv, tltl'Y 
r(:co:.C4:;ont'J that such truin1.tl~ pr'.)I~rD.lIiS b(: rcviaw(,rj 1"lr their applicahili ty in 
ti.e lC:ladcr3hip d evcJ.opmen t of offic\)l' cLmdida1..UB aTill rLOn-c(Juulli::wlow:o () l'1'ioo1'o. 
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DEDICATION 

In the decade ahead the military is challenged as never before to manage change as it emphasizes an 
all-volunteer, peace-keeping service and career development. Since tho military is a microcosm of society, 
research within this human system also has implications for the civilian community. This bool~ is an 
expression of gratitude to all the servicemen who assisted In the development of these materials. 

It is esp9':ially dedicated to t:le Securities and Law Enforc!ment Section, U,S, Marine Corps Headquarters, 
whose leadership has made this volume pos::,;ble. By promotion of this program for the profes~lonalization 
of military correc'bnal staff, administrators and trainers. they have furtherfld h'Jman resource development" 
with the Marina Corps and inaugurated planned change in the military justice system. 
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GENERAL PREFACE 

a pMjed tJuU:. began .in Augl.Ult 1971, uru:leJ!. the t.polUlolL6fUp 06 the 066i,c.e. 

06 Naval. Re.6eaJtc.h. (O~g.inatly known at. Contnad NOOOI4-71-C-0332, ~~ 

t.ubu.quel'lfty «kl.6 lI.enumbeJ!.ed 6011. Management and Oltgcou'za.:ti.on Ve.ve,e.opmen.t, Inc.. 

~ NOOOI4-12-C-0165, POOOOI.J The 60c.u.t. 06 thet.e. )dud.ie.t. began wUh .th.e 

aUy blWadetted .to .inciude. human IL~OUllc.e t.pe.c-t.Jl.ti-b.t6. The. 6ubjec.t poputa.-

Wn 6011. .t.he.t. e. i..I1Ve.t..tiga.ti.olUl weJ!.e the UnUed Sta.t,,/.) MMi..ne COlLp6, aUhough 

a. t.maU. numbeJt. 06 Na.vlj peMonttel Welle a.t¢o .invotved. 

The. Ilec.olld 06 ac.c.ompUll/tmen.t oveJ!. the pltot thltee ljea1L6 h~ been. C.Ott-

Thllee new .i1Ul eJ!.v.ic.e educ.a.ti..on C.OU1L6 e.t. weJ!.e de.6.ignerl, t~t.ted: 

a.nd eva1.u.a..ted. Two 6.tu.d en.t (lJolI.kboOM, .tillL€.e artl1ua.i. JtepoJt..t.6. and mi..¢ c.el-

TtVO 6pe.c.iat pM j er;tJ., w.U.h MeVUne 

a.nd team bu.i...e.di..ng. A ite1.a..ted c.ontltac..t emeJ!.ge.d IIJUh .tile Ma.JU.i:e. CO!t.pt. 

(M00027-73-3-0066) .tha..t lLe.t.uUed .i/t :the cJtea.tion 06 a.n .i1Ul.t!tlLC.:ti..orw.f.. ¢lJ6tem 

to a.c.c.ompanlj the. lLev.it.ed PROFESSIONAL VEVELOPMENT INSTITUTES ON HUMAN BEHAVIOR. 

1.t c.ont..it.ted 06 .two bt~.tJtu.c..tolL'6 maltlLa.U, t..ix 6W 06 6tideh and C.at.6e..Ue.t. 

will be.hav.io.t.a1.. 6Uenc.e .input, a.l1d 6.ive 6W vo ILe.t.OUllc.e ma..tCJL.i.a..t¢ nOll 

Tlte 60Uowing votwne .it. a. lLepoJt.t 06 .tit". th.ur.d phao e. 06 titJ..6 a.c.:t<.vw) 

,u1JwguJl..a;t;ed blj a. nor.nne. plWpoMt to a.N.R. 011 June 10, 197? nOlL "Impltov.£ng 

Or.ga.lttza..t.ion.a.t EHeilivel1e.t.~ .in the }.u..u.t.aJr.1j COMec..uonn.t Slj~.tem." It.it. 

a.£.60 0.11 OPPOIdu.It.Ulj /'JJ explLet.6 gJta...t,( tude. :teJ!.e. nOlL the. 450 .... eJ!.v.ic.emell who 
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c.oope/t4ted -<-11 ~ome. 6ace.t 06 :tit-U 1tv.,eaJ!.C'.1t oltOm 1971-73. PaJtt,i.cu.f.M 

appltecW.:U.on ~ due. to :the. :two goveJtnnlen.tage.ttuco mG'.lt -<-nvotve.d .tlt tfUo 

ac:tiv.i;ty: O."",R.'~ OltgatUza..t(.ona.t En6e.cUveltv.,~ ReM!1tltch PIt091ta1~ wUh 

w tl.oo pltog/tall- m"t.r.a,qeJr . .6, VIt, BeJt:t K,{,ng and VII.. W.u.uam E. Go.ymon; 

U.S.M.C.'6 S.zClU!Lty and Law Ett6oltc.eme.nt Blta.nclt and :tite m~y pltO,9/tant 

nnna,geJt.6, LCot. AItCMe Vall W.tllk.te and Capt. Dav.£d T. Penma.n. 

A6 c..m:t'7{) .... .t co 0 Itd.i.na.:to It , .th(' PItO j ec.t V.i.lte.c..:tolt lJJould Uke to cUe 

:the key "..otM peJtColUrte.d by ughtee.11 oltutancUrtg be.hav-<-oltat ~cJ.enmu -

a.U. membe1t6 on :the ReAoU/tce Ne;(JA'01t12. o~ /.(anageme.n.t & Oltgantza.u.on 

Vevetopne.nt, In~. - who aM~ted fUm :tilltoughout :the. lteM!£tltdl. In paJt

.t.icu.laIt, he woutd tike tc !J-<-ve. Ite.c!ogllilion .to .thoM! COI'WtfAllnu who weJte 

a pa./t.t 06 .the pfuue :thJtee ac.tiviliv.,: SUo w-<-Oe. Vir .• Voltotfty L. Ha1tlt.i.6, 

Altnotd N. Ha6neJt and Gu~.titve E/lJtetWtauti pltogltall1 mallctge.M, VIt. Rcv?ph E. 

Jame.6, lit., VIt. Woocfltow Ii. SeM'.l, lit. i and VJ[ _ Cltalt£.v., L. NetU11alt, :the 

cJUJnina.t j~Uce. ~pe.c-~.t nolt :tite. wlwie pltOjec.t. F .tna.t.e.l{, he aclwowtedg e.6 . . 
:the Utt-ique. ~eJtv-<-cM'o6 M.O.V. 6tan~ m\~Jl1beJt,6, EU.te R. Schn(l,-<-deA, 6eClle.tMy, 

and TUchaJr.d. L. Fte.tc.heJt, Sit., accolOltant. AU on :titeoc pI[O~e.M'<'onaU COI1-

Wbu.t.ed Utuv..uat :ta1.en.t .to the ~UCc.e66nut ac.comp.u~hmcnt 06 .tJUo acUOIt 

It e.6 ea.ltCft • 
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GENERAL INTRODUCTION 

'\ In response to a United States Congressional investigation and 

report on disturbances in Marine Corps "brigs."this research \'/as under-

taken to deal w1th two critical problem areas reported: poor staff 

training and low morale of the personnel assigned to correctional facili

ties. Under the Security and Law Enforcement Branch of Headquarters 

Marines ,act1vities such as drug and alcohol l"ehabil itation are also 

included. In November 1972, the Corps requested ~he contractor to 
" broaden the.scope of his research activities to illclude human resource 

specialists .. since the findings and materials being developed by r~.O.D. 

In,'.;. \'lOuld be appl icable to these servicemen as \,Iell. Thus. the programs 

resultina from this action research were subsequently renamed the 
- I 

Professional Deve10pment In:~itutes on Humart,. Behavior. Figures One/Two pro-

v'lde a schematic of the present and projected elements in the total 

paradigm brought forth through the funding of the Office of Naval Research. 
-(" 

Now that three prototype training models and accompanying learning 

materials have· been produced, it is the hope of the contractor that these 

s1'gn1ficant results will be incorporate'd into the regu1ar inservice educd

tiona1 programs of all branches of the Armed Forces. Although this \~rk 

was undertaken as a strategy for p1anned change in the military justice 

system, it is now evident that the findings at the completion of these 

studies have implications for increasing organizational effectiveness 

within various human service activities of the military. 

The third phase of .this research for the academic year 1972-73 con

sisted of five components which make up the various chapters of the follow

ing report. Co~ponent A is an accounting of the action research reported 

-11-
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for the second phase of this Qnd~avor, namely, the Professional Development 

lnsti!l!tes for Military Correctional Personnel. Its emphasis was upon 

research connected with the staff and cdministrators courses. Since 

Action Research Report No.2 was issued in September 1972 for this purpose 

and consisted of 195 pages, it is not being reproduced here. HO\,lever, to 

provide continuity and to give the reader a background for the undertakings 

of this current year, the Table of Contents, Introduction, and Summary of 

that volume have been included in this first section. 

Component B contains the results of a follow-up study of the experi

mental training programs described in the first chapter. At the close of 

the staff and administrators courses in 1971-72, the participants had been 

extremely positive in their evaluations of the Professional Development 

Institutes for I~il itary Correctional Personnel. A real ity clled made some 

months later was undertaken to detennine the behavioral consequences of 

the six courses which comprised the pilot project. It provides a reality 

check on the original findings six to twelve months after the learning 

experience in tile behavioral sciences. The results indicate continued high 

post-institute evaluation of both courses relative to their helpfulness 

in duty assignmentf.. Therefore, the prototype model can now be safely 

recCJlTiIlended to the military for incorporation into their training schedule. 

Component C reports on a feasibility study relative to team building 

for a milit~ry correctional staff. This technology from the field of 

organization development holds promise for increasinq staff effectiveness. 

but appears to be premature for use in the Madne Corps at this t.ime. 

Once internal problems have been resolved and the Corps establishes a cor

rectional system, then team building should be a worthwhile tool for 

improving staff morale. The value of the present investigation ;s that 

it documents for the first time the perceptions of a guard staff as to 

-12- . 
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their role and fUnctions with reference to the rehabilitation of military 

conf1nees. 

Component D reports an experiment in the b~plication of behavior 

mod.ificat1on within a military correctional facility. A pilot project 

was successfully completed with a ~lari ne staff util i zi hg conti ngency 

management as a means for reaching institutional goals. It is the first 

known application uf the theories of psychologist B. F. Ski~ner within a 

military correctional situation. The results were further expansion of 

this behavior methodology to other areas of problem behavior within the 

Armed Forces, such as drug exemptees. 

Component E involves the evaluation of the third course in the pro

fessional development institutes. It concerns the pre-post assessment of 

participants in 'b-1C Milita!',Y Training Officers Seminars. These \·lere 

intended to incr'ease Marine Corps capability for teaching the staff course 

, 6f the P.D.I. An action learning experience was desiqned to increase 
, 

adult education skills and incr'ease knowledge of behavioral sc'ience 

methodology. It was at this occasion that a r.omplete instructional system 

was provided to the Marine Corps to enhance their own ability to teach 

the staff course that resulted from the research during the Phase 1/11 

period. 

The final chapter "F" provides a general summary, conclusions, and 

recommendations for the last phase of this current research. In addition, 

the general appendix has sections on the resource materials and trainee 

reports from the Military Training Officers Seminar. A sum~ary report on 

the Ma~ine Corps Correctional Program is also included, as well as further 

biographica1 information concerning the pl'incipa1 consul tants. 

-13-
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© M.O.D. Inc. K.lgQ.E.]~ 1. O.N.R. Contract: 
Design 999 NOOO14-72-C-0165 

Original Design and Training Topics 
PROFESSIONAL VEVELO~IENT iNSTITUTES fOR CORRECTIONAL PERSONNEL 

Learning Modules (4 hours each) Staff Co~ 

I-Dynamics of II-Understanding III-Improving IV -Overcoming V-Creative VI-Insights Fro! 
Human Behavior Deviant Behavior Correctional Co':ru:mnica tion Approaches Inmate Yeedbad-
& Prison Life Dr.L.N.SololIJOn· Co=unications Barriers Between to Conflict Mr.T.Shipman 
Dr.L.N. SoloDX>n (Dr.P.R.Harris) Dr.P.R.Harris Prisoners & Staff Resolution (Dr.P.R.Harris) 
Dr.D.K.Chigos (Mr.R.J.Scanlon) Dr.D.C.Wigglesworth Dr.W.H.Sears,Jr. 

(Dr.P .R.HarrisJ (Dr.P.R.Harris) (Dr.P.R.Harris) 
VII-Cultural VIII-Cul tural IX-Understanding X-Inter-Personal xr-Changing XII-Behavioral 
Infl uences on Influences on Group Behavior Skills for Role of Strategies With 
Prisoner/Staff Decision and Its Correctional Correctional tilli ta ry Pris oners 
Behavior Making in Implications for Personnel Personnel Dr.C.L.Newman ----Dr.M.S.Wadia Correctional Prison Life Mr .vl.Smith Dr.C.L.Newman (Dr.P.R.Rarris) 

(Dr.P.R.Harris) Facilities Dr.S.H.Gilbreath Hr.G.H.Mack (Dr.P.R.Harris) 
Dr .M. S. Wadia (Dr.P.R.Harris) (Dt·P.R.Harris) 

I (Dr.P.R.Harris) ..... 
~ 

~ 
I Administrators Course 

XIII-Management XIV-Behavior XV-Management bI: XVI-Problem XVII-Improving XVIII-Team 
of Change in Modification Objectives in Solving Organizational Building 
Correctional in Militari' Military Workshop Effectiveness Dr.W.H.Sears,Jr 
Systems Corrections Corrections Mr. ~LJ. Scanlon Dr.W.H.Sears (Dr.P.R.Harris) 
Dr.P.R.lfarris Dr. L. N. Solomon Mr.R.J.Scanlon Dr.P .R.Harris Dr.P.R.Harris 

(Dr.L.N.Solomon) (nr.P.R.Harris) (Dr. P. R. Harris) 
XIX-Behavioral XX-Management XXI-Improving XXII-Trends XXIII-Staff 
Scien!;~ Almroach Simulation Adm1ni5tratorL in Military Training Needs 
to Military D:-.P.R.Harris Staff Relations Corrections & Hodels 
'Correctional Dr.M.S.\I:.J.di.'l Mr.G.H.Mack Administration Dr.C.L.Nc;.-man 
System (Dr.W.H.Sears,Jr.) Dr.P.R.Harris Dr.C.L.Newman Dr.P.R.Harris 
Dr.M.S.Wadia (Dr.S.H.Gilbreath) (Dr.P .R.Harris) 
Dr.P.R.Harris 

(Dr. W.H .Sears ,Jr.) 
.- . --

*The name of the principal M.O.D. consultant who designed and tested the learning unit is listed first, while the 
other behavioral scientists who assisted in the pilot project presentation have their names in parentheses ••.• The 
revised Staff Course for human resource specialists is in Component E as Design #102. 
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MISSION: (I) 

(2) 

J3) 

C} e-: 

!.1.Q.!!'~~ 1. 

THE U.S.M.C. PROFESSIONAL DEVELOPMENT PROGRAM 

To inCJteMe Oll.gdrU:Za.ti.Onai. e66e~Uvene66 by -OrlpIWVing the lettdeMMP a.nd rra.nageJtial ~1U.W 06 Uvthte 
hwra.n Jte.60uJ'tCe Apec1.a..U6.ts (.itt dlW.glalc.ohot educ:a.:Uon, cCMectiOnh a.nd 6ec.uJtUy, hwrnn Jte1a.V..ortOl 
a66a..i1t6. le.adeJt6hip developne.ntl. 
To enhance the. ClVteeJt devwpnVtt 06 c~6ioned dnd non-c.0mni.6s.i.oned o66iceJL6 by brAining in the 
be.ha.v.i.oJta.! A&encM. 
To plWvide. P'WQe66ional PJtepaM.-ti..on bOJt vdJtioUb M. O. S. Itela.ted to hwnl_n Ae/!.vice du.t.tj MAignment. 

USMC APPLIED RESEARCH: 
ONR SPONSORED R[SEARCH LEARNING MATERIALS 

(code) 
STAFF COURSE J----- - - -basic program (PDIHB1)* Vol. I: Workbook for Military 

(1971) Correctional Personnel - Staff 

P.D.1. 
MINISTRATION 

COIURSE 
- - - - advanced program (PDIHB2' 

(1972) 
he U.S.M.C. Professional 
Development Institutes 

on Human Behavior 

, ~~ING OFFICERS 

Vol. 11: Workbook for Military 
Correctional Personnel - Admin
strators. 

" L,!EMINAR ......J 

- ---instructor program (PDIHB ) 
. (1973) 3 

-for basic course (PDIHBl) 
1. Instructor's manual: 

Orgonizational Dynamics 

'5' 

, , , 
\ 

2. Supplement 11: "The Professional 
Development of Correctional Spe
cialists" 

Each course consists of 
48 hours of instruction 
arranged in 12 learn:!.ng 
modules or units with 
accompanying instruc
tional system. 

\ ,--- --, 
,COUNSELORS 1---- - Human Re6oUlt~e. COUn6eloM 
I COURSE: PJtogJutm drtd expvU.Jnenta1.. 
L - - - - - ..J Mdte!Ua.t6 (POI HB ) 

(j914j 4 

3. Six sets of slides/cassettes: 
"Improving Organizational Effec

tiveness Series" 

plW~o.6ed: ught mOJte HU 06 
.&l.l e6 'a.n.d c.a.66 efte6 ~oJt POI HB Z• 
Se~on.d TJta.inJ..n.g 066iCeM Sem.in.aJt. 

[POlf/B5) 

-The staff and administrators' courses \Jere originally called: "Profe.ssional 
Development Institute for Military Correctional Personnel" (PDIMCP) but were 
subsequently expanded to include all human resource specialists. Now re-en
....... '~A· "'Prnf" .... innRl Deve100ment Institute in Human Behavior" (PDIHB). 
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Project Director: Philip R,. Harris. Ph.D.* 
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~sued: September 1972 

*As part of the third phase activity, this 
181-page report \flas issued for Phase TltlC, 
Portions of the ke'y elements in that volume. 
including its original table of contents, 
are reproduced here for the convenience of 
the reader. 
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COM P 0 N E N T A 

INTRODUCTION 

In July 1970, this investigator prepared ~ proposal for the 

Office of Naval Research relative to a project for planned change in the 

military justice system. Specifically, he suggested the strategy of enter

ing into that system by means of a prototype training model for the purpose: 

of staff development in military correctional institutions. This, he 

hypothesized, could become the means for gathering data ~hich would eventu

ally improve organizational effectiveness in both military and civilian 

correctional facilities. The first phase of this study was funded in 

August 1971 through ONR as Contract No. NOOO-14-7l-C-0332. and focused 

upon a designing ,of a prototype staff course entitled, "Professional 

Development Institutes for ~1i1itary Correctional Personnel." The second 

phase of thi5 five-year plan was inaugurated through MANAGEMENT AND 

ORGANIIATION DEVELOPMENT INC., ln January 1972, as Contract No. NOOO-14-

72-C-0165. In addition to further testing of the staff design, the emphasis 

was upon development of another trai~ing model for military correctional 

administrators. Over the course of the past bID years, approximately 

178 subjects were involved in this action research. primarily from the 

United States Marine Corps (four Navy personnel were also involved). In 

addit JO, ninety Marines on correctional assiqnment were also utilized as 

control Qroups in Phase IIII, and another fifty-ni\1e Marines and Navy 

servic 1·"", ~re participants in the videotape interviews connected with 

this project. In all, 327 servicemen have participated in the research 

to date. 

Throughout 1971-72, three military bases \'lere the principal sites 

for the training aspects of the research: the Marine Corps Recruit Depot, 

" 
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San Diego; the Marine Corps Base, Camp Pe~dleton, California, and Camp 

Lejeune, North Carolina. The staffs of six different military correctional 

facilities were included. A behavioral science research team of some 

fifteen consultants participated in the first two stages of the project. 

Geographically representative of the whole nation, these resou~ce persons 

were drawn largely from universities and private research corporations. 

Ten of these outstanding professionals on the staff possessed the doctorate 

degree. They designed and tested twenty-three learning modules (four hours 

each) fer two separate courses, as well as contributed to the contents of 

two different training workbooks. These manuals, and related learning 

materials, were edited by the Project Director for use in the four staff 

and two administrative programs \'/hich have been conducted to date. In 

the course of the investigation, eight research instruments were also 

developed to gather pre-post data from both the training and control groups. 

The results have been recorded in two major research reports of which this 

is the second; the fi rs t ,was fil ed with the Department 01 Defense in three 

volumes in January 1972. 

Generally, the evaluations of the participants in training ana

lyzed so far have demonstrated sufficient success to encourage additional 

study. Significant insights have been'obtained into the problems and 

opportunities for improvement in the military correctional system, par

ticularly by the contributions from the applied behavior~l sciences. The 

overall progress obtained in this investigation has warranted the sub

mission of a third proposal by the Project Director to undertake new 

aspects of the research in FY ' 73, which was begun in the Fall of 1972. 
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The third stage of this study will focus upon (a) a follow-up study 

of all participants in the POIHep experiment; (b) a pilot project on 

team building with one Marine correctional staff, probably at QUdntico. 

Virginia; (c) a pilot study in behavioral management with the staff and 

confinees of the Camp Lejeune Correctional Center--it involves the 

introduction of a point-economy system for modification of deviant 

behavior; (d) two training officers' seminars to prepare the military 

who train correctional personnel in the philcs-,phy, methodology, and 

technology of the Professional Development Ins~itut~ for Military Cor

rectional Personntl. Hopefully, the U. S. Marine Corps will als~ provide 

direct support for the production of a trainer's manual for the staff 

course, as well as accompanying learning aids.* 

The appropriateness of this research is amply dramdtized :n these 

related contemporary events: (1) it originated as a result of major 

disturbances in military correctional facilit'ies; (2) the first training 

project began as civilian prisons erupted in violent riots-~Attica being 

the most notorious; (3) the second phase of this investigation was 

inaugurated as the President, the Congress, the general public, and 

prisoners cried out over the obsolescence and need for ch21nge ;n the 

present penal system; (4) the third phase is now getting underway as a 

dis~inguished citizens' commission submits a critical report on the 

causes of the Attica riots and the failures of the American penal system. 

Thus, this research is viewed as a tentative effort toward the humaniza-

ti on and renewal of the "correcti ona'l" process, so that; t may become 

more responsive to current needs. 

---._-----
*In fact, this aspect of the rese 'rch I'/as accompl;sheG ;n 1973 and ;s 

repot'ted here as Components B, C, 0, and E. 
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COM P 0 N E N T A 

SUMMARY 

Conclusions and Recommendations 

This action research ~ :lized behaviorc.l science insight and 

method~logy in the trainins ;f military coriectio~al personnel as a 

meal1s for promoting planili.- • positive change in the Naval criminal 

justice system. Specifically, Phase II of this continuing investi-

gat.ion focused primarily upon members of the U. S. Marine Corps 

assigned to five correctional facilities in North Carolina and Southern 

California. Under a contract from the Office of Naval Research, a team 

of ten behavioral science consul tants tested two prot')'~ype training 

models with 111 subjects at Camp Lejeune and Camp Pendleton. Entitled 

Professional Q.~~ei<)pme!!t Institutes for ~1i1itary Correctional Personnel, 

the program consisted of h~o forty-eight-hour courses which utilized an 

. action~earning format. In 1972. two more sessions of the staff course 

receh\:!d further trial; it consisted of bfelve. four-hcur learning mod-
I, 
.\ 

ules centered around the theme of understanding human behavt9'r and 

developing human relations skills with confinees. An admintstrator~' 
! 

course was also designed and tested for the first time in two dif;ferent 
j 

geographic location~; it contained eleven learning modules aimed\at 

understanding the behavioral science approach to correctional manag~ment 

and developing skills fCir improvihg organizat-lonal effectiveness .. 

In addit10n tv the pilot training ~cde1s and thE examination of 

appropriate learning materials which eventually could be used in 
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inserlfice training COUI'Ses by the military. a research evaluation 

design and instrumentation was expet'imented with a view to measuring 

the effects of the training experience. four assessment instruments 

were adm'1nist£:red on a pre-post basis to assess by analysis of variance 

changes in attitude, values, and perceptions in the subjects during 

the four training sessions. A contro'l group of sixty other mil i tary 

correctilonal personnel who did not participate in the learning were 

also tested. Generally, the data from these instruments did not 

appear to be statistically significant except to verify a more posi

tive attitude on the part of the training group toward confinees, 

Ho~ever, the three evaluation instruments developed to determine the 

appropriateness of the training design, methodology. content, and 

presentation for the professional development institutes did reveal 

valuable data. Essentially. both program and module evaluation indi

cated that the gl'eat majori ty of part; ci pants rated the two-course 

experiences "In the "excellent./very good II category (Staff course: 

"1971 Phase I :- 8; ~; 1972 Phase II - 94.2%; 1972 Adm; n1 s tra tors I 

course - 84.9%). 

, " 

The principal conclusions and reconmendations of the investiga-

tion are: (1) that a conference of military professional~; is necessary 

in th~ field of corrections and allied activities to examine the "mili-

tary justice system," particularly with reference to the Marine Corps; 

(2) that the professionalization of military correctional per'sonnel be 

promoted so as to I'elate this to overall career development in the U.S.M.C.; 



~ . . 

'. 

(3) that preventative progtams be increased on military bases so as 

to reduce the number of servicemen in confinement; (4) that the intro

duction of the "reintegration" treatment model be considered for mili

tary correctional institutions; (5) that research be promot~d within 

the field of military corrections to improve planning and decision 

making; (6) tndt alternative ways of serving military sentences should 

be explored; (7) that military trainers be instructed in the findings 

of thi s l"esearch so as to improve i nservi ce educati on for mil i tary 

correctional personnci; (8) that this prototype training model be 

adapted for other groups within the military justice system;' (9) that 

new forms of performance appraisal should be 1ntroduced in correctional 

facilities which are based upon a setting of objectives and targets; 

(10) that a follow-up study become a part of the evaluation design so 

as to include feedback from significant "others" who observed the 

trainee on the job; (11) that assessment of such learning experiences 

should focus on the measurement of behavioral consequences, rather than 

on the subjects' attitudes and values; (12) that a pilot project should 

be undertaken \'1ith military correctional administrators across the 

nation. so as to determine the effectiveness of organizational develop

ment technology within the military justice system. 

The experiences of the researchers in worki~g with the elements 

of the "Naval criminal justice system," especially with key segment::. 



of the Mari.ne Corps i correctional "system," has led to the follmti ng 

ae!le!.alQ.b1i..er.\'~tion.sl. 

It is evident that under the lead~rsh1p of the U. S. Marine Corps' 

Security and law Enforcement Section. local ~1ar1ne correctional staff 

and administrators a'i"e making valiant efforts to upgrade the quality 

and skills of personnel assigned to their military correctional facil

ity and to improve their rehabilitative services \lith militi'Jry con- ' 

finees in their care. The recent M.O.S. in corrections, the new 

co'rrecti ona 1 facil Hi es and procedures, the use of external consultants 

and resources, the experimentation with innovative treatment models 

(such as the pre-release program)s expanded staff training, and the 

commitment of officers in charge of correctional facilities, are all 

supporti ve of thi s observa ti on. Pas iti ve change f s underway in mili

tary corrections that can lead to the greater development of human 

resource's on the part of both staff and confi nees in mil iti1~y correc

tional facilities. Nevertheless, if such endeavors are to be truly 

effective, then l~cal operation5 need the understanding and assistance 

of,th~ larger military Systi:ill of which corrections is only a part. 

This investigator suggests, tht!refore. based upon two years of con

sulting exper1ence with Marine corrections, consideration of these 

9.en.er.a 1 f.on.c lu~ i Q.n~ ! nQ. r.ef.0r!!TI~nQ.a 1i Q.n~: 

(a.l ThIfRE IS NEEV FOR MORE STUVY OF mE VARIOUS COMPONENTS 
OF MILITARY JIlSTICE WITHIN THE MARINE CORPS TO FAC! UTATE 
THE EVENTUAL AVA'P'fATION OF A "SYSTEMS" APPROACH, ESPECI
ALLY WITH REFERENCE TO SOME THIRTY CO{~RfCTIONAL FACILI
TIES WiTHIN THE CONTINENTAL UNITED STATfS WHICH ARE 
AVMIUISTEREV OR STAFFED BY THE IJARINE CORPS, AS WELL AS 
SOME FIFTEEN OTHER SIMILAR FACILITIES OlfTSIDE Of rHE U.S.A. 

',.
-r ",'-
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,. It. iA ltec.omTIe.nded 

- :tlutt in a 6 Ub6 e.qUI?.Itt pha.6 e 0 6 ~ Jr..e1> ea.Jt.c.h 
in.tc m.UU.cuuj c.OMec.:ti.olL6. a rra.jOlt c.onvoc.a.
Wit 06 .the M(uune mi.f...UM.y jMtic.e "6y6t.em" 
be he.td. w..Uh a view to p1tOvicUng a ma.na.ge
me.n.t model. .tha,t IlJOtLC.d a1..60 pJr..Ove u.6e6u1. to 
otheJr.. bJta.nc.hu 06 the AlI.tned FMC.e1>. One 
paJtt 06 :tJUIJ c.onoeJte,tc.e 6hou1..d be devoted 
ucl.u.6ivel.y to cUJr.ec..:toJr..6 06 nt.UU:.cvu; c.OMec.
tic IttLf. 6 a c.i.Li...ti..e..s • 

(bl IT IS ESSENTIAL TO DEVELOP A STABLE GROUP OF QUALIFIED 
MILITARY PROFESSIONALS IN THE FIELD OF CORRECTIONS AND TO 
REVUCE THE PERSONNEL TURNOVER I N SUCH VUTY ASSIGNMENTS • 

2. It iA Jr..ec.orrtl1e.nded 

- tha.t the M.O.S. it! c.OlUteiliOM be ltequi.Jr.ed 06 
aU. .thOH Ma.ltine1> a.66igned to duty in c.oMec.
.u.ona..t 6acU.i...:ti..e1>; 

- tha..:t 6/.J.c.h M.O.S. wou.£d c.ontJt..i.bu.,t:e to the ovelt
a..U ClVLeelt deve.-topme.nt 06 a Ma.Julte and peJr.Mi.:t 
ltegu.taJr. pltOflloUon. wUhbt .the 6pe.c.ia..U.za..u.on; 

- .:tha..:t pltoOe1>6ionai. pJr..e.pa.lta..:tion bt human be.ha.viM 
and c.oMecti.oM be. a Jr..equi6Ue OM 6(LC.lt alt OC.C1l

paUonal. bpecJ.a..U.:ty (6uc.h at.. a..:ttendanc.e a..:t Mme. 
.tJr..aJ...u1t9 c.ompa.Jr..a.b.e.e to the .two c.oUJt6 e1> whic.h welte 
.the 6 ub j ec.:t. 06 :tJtiA 1te6 eaJtc.h; 

- tha.:t p:!.e6e1teltc.e in bta.M ~eJt.6 to duty in tite.' vaJt.,.i,.-
OM Ma.Jt.t.ne. c.oltltec..tiona.t 6acU.J...tie1> be given to .:tito6e 
who have de.moM.:tM..:t.ed pM 6e1>6iorta.i. c..ompe-tenc.e bt 
c.o JtJL e c.U.o na..e. wo Jtk 0 It .t'Laitr..in 9 ; 

- tita..:t "team bu.t..e.cUng" tec.h.uque1> be '<'naugUltftte.d wU~ 
c.oJtJte.c.:ti.ona.R.. 6:ta.6'66 .to .(.mpltove oltgatuza.tiona.i. Ite!a.
.u.OM, motivation altd molta.R..e (at. .i..!. pita j eued OOIt 
the :tJUJr..d 6.tage of. tfrJ..6 h.C6eMc.h). 

(Note: The investigator realizes that to attain such a 
goal it may be necessary to consolidate some smaller cor
rectional centers into larger more viable facilities, or 
to utilize the services of some civilian correctional 
specialists to supplement the military professionals.) 

(c.) IT WOULV APPFM THAT THE MARINE CORPS SHOULD CONSIVER THE 
POSSIBILITY OF REVUCING THE NUMBER OF ITS SERVrCE PERSONNEL 
IN CONFINEMHlT, AS IS THE TRENV IN OTHER BRANCHES OF THE 
ARMEV FORCES. 
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3. It. -iA llec.OJm1e.nded .tha-t eo 60W be ex.pa.ltded 

- to -impllove the lleCJUu,tment and ¢ eiec.t.iol1 06 men 
and women mOl!.e ¢uLta.bie :to MaJUne COllP6 U6e 
and rn.i.66ion; 

- to .i..l1.vtea6e plteve».tative pl!.OgJtQJ7t& on I't1LU:tMlj 
bMe¢ wfUelt wou1.d jte.duc.e ab6enc.e wUhoCLt teave, 
the pltbtupal. cau¢ e 06 iltC'.aJtc.eM..ti..o It (e. 9 • , 
human 1l2l..a.,UOnJJ pltogll.am¢, teadeJL6Jup tJtaJ..tung 
in the behavioJtat 6Uenc.e¢ 60 fL N.C.O. '6, ltequVt
ing loc.a1. c.orrma.ndeM to a66ume llupoMibJ..U:ty 
601t c.ott6bwc.tive cU..6 upUne lte£.a,tJ..ve :to :the 
~UJ Code 06 Ju¢Uc.e and pllovidJ..ng :them 
w.Lth :the nec.e¢6a1ty ¢uppoJU: 6 el!.vic.u 601t:t.iU...6, 
and hwna.niung "baltllack" ti6e," etc..; 

- :to undvvtake ana1.ytic. J.tudie.6 06 the plle.¢ ent 
c.on6inee poputation'6 Ilelative COYtditiOnJJ 06 
en:tl!.anc.e ittto .the McvUlte. COI!.po and bac.llgltound 
demogMpfUc d.a;tct" in olldel!. :to c.On1>bwc.,t plle
diction 60Jurutai wfUc.h would be.t:teJL identi6!! 
"/Ugh wll" Ite.~. 

fd; IT IS REASONABLE TO EXPECT THAT THE MARINE CORPS WILL CON
TINUE TO EXPERIMENT WITH CREATIVE PRACTICES IN THE REHABI LI
TATTON OF CONFINEES TO ENSURE THEIR EARLY ANV SUCCESSFUL 

, RETURN TO VLfTY OR CIVILIAN LIFE. 

4. It. -iA Ile.c.orrmended .tha-t :to em, Ul!.e pJwgJte.M in the 
mJ...U:taJUj c.oJtJtectiottai. 6J..e.td, c.aJte6ul anatlj6J...¢ be 
g..tven :to th.u. e P066ib-W;Uu: 

) 

- that .the intJtoductiolt 06 a "Ileintegltation tttectt:ment 
mode.t" into U.S.M.C. c.oMeu.ionat ..tno.ti..tu.tioil.6 be 
made in OI!.del!. :to pM vide a bll..i.dge 601!. .the. c.onMnee,'.) 
pJtOduc.tive lte.tuJtn :to I11iLUMIj OIl uvJ...e.ian COrrn1wu.t1j 
6:ta.t.u6 • Such all appJtoac.h hc.£P6 the. ilt11U..te be.c.ome 
mOl!.e Iluporu.ibte. and 6e.t6-c.on.ttr.oUed; u;C{,Uzu 
c.orrmlJJ1...i...t1j ;ie40UJtC-eA mOlle. 6u1..f.1j ..tit the cOMec.t.ionai. 
pl!.OgJtaJ71j aim6 a-t de.poputa,tion 06 c.OMec;t,{.ona£. 6aUU
ue¢ and Jt<!.duc;ttol1 in Ile.Udiv-iAmj 

- tha-t expe.JU,men:tatiol1 WWl b('.havioJt management. Oft 
po¢i.tJ..ve IlwI601!.cement muJlOd6 be. ma.de. wdh con-
6J..nee.6 (welt M il pllOpo6ed ill the next 6.tage 06 
tJr.-W C11JtJte.n.t Ile¢ e.Mch) ; 
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- .tha.,t glLea.teJt pa.Jt.ticipa;Uon by bo.th .the. .6ta.66 
and the COI'l6,£Ite.e.6 be. pC?AmU:ted .{.n .the deve..top
meJU: 06 local. co.'t!tecUona1. pIWg.lU!m6. 'I< 

IT IS APPARENT THAT A MINIMUM OF APPLIED RESEARCH IS BEING 
COfJVUCTEV ON THE MILITARY CRIMINAL JUSTICE "SYSTEM" IN 
GENERAL, ANO ITS CORRECTIONAL PROGRA~~ IN PARTICULAR. 

5. It .i..& 1Le.c.orrmended 

- tha.t mi1.LtaJr.y poUey eneoWlLtge .at, peJr..bOItItel.. 
engaged i..n glLadua.te. JtueMc.h to mahe m-i...u.taJr.y 
ju..&tic.e. and c.oMecUOIM a .6ubject 06 tlte.i.IL 
.6 tud.i.e.6 i 

- .tha.t a "lLe.6eMcit and de.ve..topment" wu.t be. 
e.6.tabw It ed i..n .th e S eC11!tJ11. e.6 and Lalli 
En601Lc.eme.n.t: urU;t 06 HeadquMte.M MM.i.ne.6 i 

- .tha..t loc.a.l cl.i..l!.e.c..tOM 06" c.OMewonal 6adJ.
ilie.6 undeJt;wile. UmUed lLeo eMc.h .6.tud.i.u 
I1JUJWt tit ehr. oWn .{.IM .t.U:t.Ltio 1M Jte1.a.tive to 
plLOg~~ e.66e.r~ve.neo.6, 60ltow-up 06 ex
c.on6.1:'ne.e.6, and c.on6,{.nee. demoglLaphic. da..t.a. 

(61 IT WOULV SEEM VESIRABLE FOR m LITARY CORRECTTOMAL FACI LITIES 
TO IMPLEMENT PROGRESSIVELY A MORE COMMUNITY BASED TREATMENT 
PROGRAM. 

6. It .i..& ILe.c.orrme.nded 

.tha.t he.adqua.Jt.teM I gu.i.danc.e be. g.{.ve.n to 
loc.a.l c.ormumc leadeM c.onc.eJtntng .the du.{.Jt
ab.u;..ttj 06 adni.t.tJ.n£j bac.k. .{.YLto tltehr. un-U6 
membeM noW bt c.OIt6,{.'f~e.it-t who m.i..gh.t be. 
pMOle.d be60Jte. c.ompleting tltehr. 601Lmal 
.6 e.n.tenc.e.i 

*The videotape information provided in this research by confinees in Phase 
I, and by staff in Phase II, delnonstrate the feasibility_ The data re
peTted chrough group process assignments in the Professional Development 
]ustituLes for Military Correctional Personnel also support this possibility. 
(Refer to Appendix C of this 1972 report and Appendix E of the 1971 study 
[Phase I].) The above observation on the need for a more participative 
adminlstratj~n style in military correctional facilities--at least with 
reference to non-security matters--is substantiated somewhat by incidental 
findings of this study relative to staff needs. Using the Maslow hierarchy 
of needs model. Marine correctional personnel generally scored at the upper 
three levels; their needs were for belonging, esteem oc recognition, ~nd 
self-fulfillment. Apparently the military lif.e 8dequately provided for 
their lower level needs for survival and se~urity. One interpretation of 
these results is that the staff is saying to the correctional administra
tion, "help us to really feel a part of this institultion and make our 
work more meaningful" (as is possible when one is part of the decision
making process). 
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- t.ha,t mU.UaJuj a6~.i.gl1me.nt6 and ~ be 
expanded wfUc.h can 0 e!tve. a6 "hal 6 -wo.y 
hOU6U" eolt the Jte-.i.rz):.eg!tC1.tion 06 c.on-
6-Lnee.o be.601te thw 6u.U Htttence& Me 
6eJtve.d (t..g •• the c.Otlc.ept 06 c.~y 
.tIteahm~.1tt ce.nteJt.6 which pftov.i.de e.duca
th; na.ll c.a/l.P..eJt COUM e.ti.tlg ) ; 

- tlutt acc.uUu.lta.tion CO(l.n~eli.tlg 601t. mUUalLy 
066endeJt.6 be. pltov.i.ded on e.~ance .i.ltto and 
e.xit 6Jt.Om c.onMnemen-t (e.g., he.lp,(ng t(l 
blUdge the gap bach. to rnil.,U.aJuj/ci..vWan 
.ti6e 601l the "ex-coil"); 

- that e.xp~en.ta.tion be conducted on aitelt
native «ktY6 06 ~eltv.(.l1g ~ett.te.tlCe.6 60ft 06tlen6e6 
agMMt the Code 06 M.i.Li.ta.Juj Ju.hUc.e (e.g., 
the open-p~on concept ~ou.t b~, iock6 
Olt gutVt.d6. rrraJtLta..e,. plUvUege.6, COinllUlU;:ty 

coltltectional. e.eltteJt.6 w.i..th educational! calteeJt 
cOUMeUng; 

- thlLt an exami.ltation be undeJt.ta.k.en 06 H.F. 11605, 
a bill pltOpo6ed .itl .the. 92ttd COtlgfte6!l lte.1.a..tive to 
m.i.n..Untm1 ll.ta.ndaJr.d.6 6D1t .tJtea..tment 06 pWonVt6. :to 
de.t'l-Jtmine. .i.o the plte.M.n:t COI1cU...t.tOn6 06 rnil.,U.aJuj 
c.on6i..i1e.eo wvutd meet iluc.h w..teMA.. 

The results of this current action research on the professional 

develojjfTJent of military correctional personnel have been suff~ciently 

promising as to warrant these ~~c.:!..f.!.c_c2..n.s.1!!.s.!.0!ls_a!ldJ~cQ!11I!le.!ld~t.!.0!ls 

relative to the original hypotheses (see Chapter I, pages 4-5 of the 

study) : 

Upgrading the professional competencies of staff can 

also improve the operation of military correctional facilities, 

(g) FOLL~~-UP INFORMATION IN 1972 OF THE PHASE 1 TRAINING 
CONFIRMS THIS AS A FACT (e.g., PART OF THE CONTENT OF 
THE STAFF COURSE WAS USEV IIJ THE PRE-RELEASE PROGRAM 
WITH CAMP PENDLETON CONFINEES). UPON THE COMPLETION 
OF THE PHASE 11 COURSES, CAMP LEJEUNE CORRECTIONAL 
FACI LITY BEGAN PRELIMINARY PLANNING FOR THE INAUGURA
TION OF A PILOT PROJECT STUDY IN BEHAVIOR MANAGEME.'IT 
AS THE SUBJECT OF ONE LEARNING MODULE IN THEIR TRAW
ING COURSE; THE INVESTIGATION IS PROCEEDING SATISFAC-
TORILY AS OF THIS DATE. (ALSO REFER TO APPENDIX C, 111.) 
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. 1. l:t. ,u Itec.atrme.nded. :.thelte601te.. 

- thCLt miUtaJt.y tJuU.neJl6 be bl.6.tJw..ded 1.n. the 
c.0 n-ten-t , methodology a.nd appltoach 06 .:thu 
POIMCP ItUeMc.h 60 aJ .:to upgJt.ade :.the 6/U.U..& 
06 c.OMec.tiona.t PeJl601tl'le..t bt .the AJtme.d FOILc.e6, 
a.nd thelteby -iMpltOve tite opeJULt.i.oM 06 rn.i.U
.to.Juj c.OMec.tiona.t 6acUiJ;.tu. 

A premise of this investigation was that military correctional 

training programs could be designed and executed which would make 

a correctional assignment IllC'reacceptable to service personnel. 

(h) IT CAN BE CONCLUDED FROM THIS RESEARCH THAT ADULT [VUCATION 
CAU OPEN mE MINOS OF TRAINEES TO me CHALLENGE ANV CAREER 
POSSIBILITIES WlTHh THE CORRECTIONS FIELD. DURING THE 
COURSE OF THE TRA11JING, NUMEROUS PRIVATE PEMARKS WERE MAVE 
TO mE CONSULTING TEAM BY THE TRAINEES THAT THEY WERE CON
SIDf.RTNG A CORRECTIONS I CAREER OR fURTHER SnrVY IN TH!S 
FIELD (REFER TO APPEN~IX C, II. FURTHERMORE, THE EVALUA
TION DATA REVEALED THAT THE LEJEUNE TRAINEE.S PLACEV INCREAS
ING VALUE ON THEIR CORRECTIOfJAL ASSIGNMEflT AFTER THE PVIMCP 
TRAINING. Ir IS LIKELY THAT SIMILAR RESULT'> WOULD HAVE BEEN 
OBTAINED FROM THE PENVLETON PARTICIPM'TS HAD THERE BEEN A 
MORE HOMOGENEOUS GROUP • 

. 8. It i.6 Jtecorm1C?nded 

- tha..t 6U-tUJl.e. U6e 06 .:the PVIMCP 601tmC.Lt by .:the. 
miUtaJt.y b(>. UrnUed .:to .tJl0oe -<-n Oft gO,{ltg bLta 
a mi..U.:taJr.y c.oltllec;t..i.anai aM-<-gnmen-t, and that 
a 6peci.a..t adap.ta..ti..an o~ the cOl1tent be H
pialted lte.taUve to o.:the.IL 6egme.nu o~ :the mU...(.
.t..a.Jr.y ~na.t jU6.t-ic.e 6ljUe.m (e..g., m.i.UtMtj 
pot-£c.e, 6:ta66 06 the Judge. Advocate. Gel1e1Lat'~ 
06 Mc.e.. etc.. I . 

The motivation ant. "\I'')fessional corrrnitment of military correc-

tional personnel can be increased by personal-growth training expe

riences. 

-jO-
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(il THE ANECVOTAL DATA COLLfCTF:V FROM BOTH PHASES OF THIS 
RESEARCH WOULD SEEM TO SUPPORT THIS THESIS (REFER TO 
APPENOIX E IN THE PHASE I REPORT, AN'O APPEf.lVIX C, I 
IN THE PHASE 11 REPORT). THE VIVEOTAPE INTERVIEWS 
(APPENVIX VIl-AI WITH STAFF WHO BENEFIITr.:v BY THIS 
PVIMCP TRAINING SPECIFICALLY CITES THAT AS A RESULT 
OF THE TRAINING THE MOTIVArTON OF STAFF IS INCREAS
ING, ALONG WITH THEIR ACCEPTANCE OF CHANGE ANV THEIR 
ABlL1YY TO COMMUNICATE. THEY ALSO REPORTED THAT 
AFTER THE PHASE r TRAlN7I.JG, AN INCREASED NwtSER IN 
THE GROUP SOUGHT THt MoO.S. 58oo--A CORRECTIONS 
OCCUPATlONAL SPECIALIZATION.... FURTHERMORE,. THE 
STUDY INFORJ,!ALLY ASCERTAINED THE MOTIVA nONS OF 
STAFF THROUGH AN INVENTORY ( rI 3CJ-CI ADMINISTEREV 
WRING THE LEARNING MOVULE 1 ON THE DYNAMICS OF 
HUMAN BEHAVIOR (VOL. I, PVIMCP WORKBOOK). liN IN-
FORMAL CONC:..uSION IS THAT THE TRAINEES SEEM'E.V MORE 
MOTIVATED BY THE SATISFACTION OF NEEDS AT Tf~ THREE 
UPPER LEVEf.s OF THE MASLOW "HIERARCHY OF NEEDS" (i. e., 
BELONGING, ESTEEM, SELF-FULFI LLM'ENT) • 

9. It .u. Jte.e.orrmende.d 

- .tlutt the 60flJl1a1. t1O¢U6ment 06 both Ua66 
and c.on6itte.e rno:ti ')a.U.Ott¢, be.601!.e a.nd 
a.6t(?}(. .teaJtl1h:g e~p~u.e.I'tc.~, .6hould be 
e.o tt¢ id ell. e.d b y mU.1...:ta.Jty tJz.a..i.n..i.ng 0 6 Q.i.c.eJt.6 
il1 e.oJtJtec.Uolta..t 6a.cA..UUui 

- tJtfLt 60me. me.a.6Ulte 06 plt06eMiona..t C.OI7mi.t
ment by 6ta66 m.i.gh.t be. ob:taJ.ne.d tltJl.ough 
the intltociuctiolt 06 a. f!.eJ.!!>9.!I!]..~ !YJp-:~af 
method -- ~ue.ft bMed upon the. m.u;1..I.t!.i utab
wnmiitt by WpeJtv.i.6oM and ¢uboltcU.,tfU.U 
06 WOIr.k objec:t<.vu and :taJr..ge:t6, a.nd the 
c.on..t<.m.un9 eva..tu.a.:t.i.ol1 06 ptwgltu~ .tn acJuev
.t;tg .the.6e pJt.o6eMiona.! go~ OM the Jteha.VU
Lta.t..i.on 06 c.ol16-£neu. 

The res~archers maintained that behaviora'l science learnings 

obtained through training \'1ould promote a more humanistic treatment 

of prisoners. 

(j) TflIS SEEMS TO BE BORNE OUT PARTIALLY BY THE RESEARCH TO VATE. 
TflE PHASE I VATA VIV REVEAL A SIGNIFICANT CHA;.JG[ IN THE VIREC·· 
nON OF MORE HUMANISTIC ORIENTATION, (!JH1 LE THE PHASE 11 
RESULTS ON TflE POLARITY SCALE DIV INVICATE THE LEJEUNE 
7RAINEES INCREASED ON Tf{E HUMANISTIC INDEX AFTER THE PVIMCP. 
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'0. It ~ ~ecommended, howev~, 

- .that 6o~ a. mMe e6 6 ee.uve a.o~ eMmen.t 06 
.the tJt.tU.lung expeluence on cOMec.tiona.l 
pelt60nnet in teJtm6 06 J.mpMved ~e.tWnen.t 
06 con6hteu, a. 60Uow-up ~tud!l be COI1-

cluded 06 the pa.!l-tiupanU ~ome mo~ 
d6teJl .the :tIUUning to deteJurn..ne i.tb tM~t6-
6eJl value; 

- .that .the eva..ltUl.tiol1 06 thue a6t~-e66ecU 
on .the .tJuU.ne~ mi.ght be e~h.n.ded to 
"lligni6-ican:t. otheM" w.(;.th whom the ~ubjecU 
~ela..te (e. 9 ., 4 UpeJlvil! OM, co 11 6ineu, peeM), 
to detvvnine the 6uU. ex:.ten.t 06 tlt~ a.ppU
ca.Uon 06 .tJr.e beha.violta.l 4Uenc.e £.e.aJtning. 

The hypothesis was rejected concerning the feasibility of 

measuring attitudinal changes in the correctional staffs who 

received the PDH4CP training. 

(k) IT CAN BE CONCWVEV THAT THE RESEARCH EVALUATION INSTRU
MENTS WERE INADEQUATE FOR THIS PURPOSE, AS PREVIOUSLY 
INDICATED. YET, THE FAITH IN PEOPLE SCALE DID REVEAL 
SOME INCREASED "FAITH IN PEOPLE," BUT ONLY THE CHANGES 
RELATIVE TO THE CATEGORY "CONFlNEE" REACHED STATISTICAL 
SIGNIFICANC:', THE MOVIFIED POLARITY SCALE ALSO REVEALED 
IN THE n,ro GROUPS TESTED IN PHASE 1 AND THE T' ... .I0 CLASSES 
AT CAMP LEJEUNE IN PHASE 11, A TREND TOWARD A MORE 
HUMANISTIC ORr ENTATION BETWEEN THE PRE- AND POST-TESTING. 

FOR FEASIBILITY REASONS, A PRE-POST METHODOLOGY WAS 
EMPLOYEr!, UTILIZING GROUP PAPER AND PENca INSTRUMENTS. 
THE WHERHIi (VEAKNESSES OF THIS APPROACH WERE RECOGNIZEO. 
IT WAS HOPED THAT THE INCLUSION OF A RESEARCHER-DESIGNED 
INSTRUMENT UTILIZING SEMANTIC VIFFERENTIAl TECHNIQUE 
MIG/iT HAVE AN OFFSETTING INFLUENCE. THIS VIO NOT PROVE 
TO BE THE CASE. THE EVALUATION OF ATTITUDES AND VALUES 
CONTINUES TO BE ENIG~~TIC IN BEHAVIORAL SCIENCE RESEARCH. 

A MORE PROVUCTIVE APPROACH IN THE FUTURE MIGHT RELATE TO 
TIlE EVALUATION OF POST-TRAINING PROGRAM BEHAVIOR. THERE 
IS A TRWO OF THOUGHT WHrCH NOW SUGGESTS/HAT rur ONLY 
TRUE EVALUI.TION OF A TRAINEE'S ATTITUVES AND VALUES IS 
IN RELATIONSHIP TO HIS VEMONSTRATED BEHAVIOR AFTER TRAINING. 

-32-



" • It.i4 1tecormtenaed 

- tha.:t 6u:tuJte 1te6ecur.cJt evct.luo.tiottb 06 ;tJt,U, 
type be c.oacentJr..a;ted on :the mea.6uJtemettt 
06 behavioJULt cJtattge .tMotl.gh job peJ!.-

~ 60~cz and 6~6actioll; 

- :tha.t. new .t.~ti.c.al.. .tecJuuque6 bUng 
applied in phenomenotogical methodology 
wor/.l.d peJi.ha.ru. pltOve to be moJte 6 enh.{Uve. 
II1e.a.6UJt(!.6 06 cU66t'.Jtenc.e. and ~igniMcanc.e 
.tJum .tlte moJte. .tII.a.tiU.ionai. a.pPJtaa.c.hu 
hvr.Un utiUze.d; 

- .that the. ed:e..n.6ion 06 e.va.tu.a..t<.on--.thltOugh 
.the. uH 06 nOIl-paJtame.tJUc tec.hniquu--wo 
holdh pJtur'fl.i.l,e.; 

- tha.:t .the. rr.odute/pltOgll.O.m e.va.lua:Uon plWc.e.duJte., 
howe.ve/t, hM pMduced Ite.tiable. da..ta (U1d 
.t.hould .titeJ!.e.60Jte. be. lte.ttUne.d. 

A prototype training model can be dev~lopedwhich has wider 

application for the 1nservice training of military correctional 

personnel, and the participants in such a pilot project are capable 

of evaluating such ~ learning design for its usefulness and 

desi rabi 1 i ty. 

(L I THE RESULTS REPORTEV FROM THE FI RST AUV SECQ}.JV PHASES 
OF THIS ACTION RESEARCH IN 1971-2 HAVE VEMON3TRATEV 
THE VALIVITY OF THIS THESIS. IT CAN BE CONCLUVEV 
THAT THE H18f RATINGS GIVEN THE PROFESSIONAL VEVELOP
MEIlf INSTITUTES FOR MI LITARY CORRECTIONAL Pt~lEL 
TW/HE PARfIctPA"iJfS'TH1<OUGH THE MOVULE/PROGW( EVALU
ArION SUPPORT THE SOUNVNESS OF BEHAVIORAL SCIENCE 
TRAINING FOR MILITARY CORRECTIONAL PERSONNEL, AS WELL 
AS THE VALUE OF THE ACTION LEARNING APPROACH. (REFER 
TO TABLES 18, 19, ZO IN THE PRESENT REPORT, ANV 
APPENVI XC, 1. I 
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12. 1.t i6 Itec.omrneltded, theJte./)olte, tha.-t .the. du.ign and 
lea/t/tLng mociuf.u 06 tlte. P.rw.ieM.iunal Veve.£.opneJ'1-t 
In6.ti..:tute.h Milt 1M...Uta!tx4 COf.Jtew.ol1iil Pe/L6otuie1 b'e. 
a.dopiid by e. AJtme.d . olteeo .in thePltepa;ta1iolt 06 
c.oJtJtec:tiona..l. .\.ta.66 a.nd admiiU6:tJta.t"i.on. It.u, 6WttlteJt 
llu.ege.&te.d that. cOn6.ideJta.tion be g.ive.n to .the noUcW-tng 
poJ..n.t6 by d.Vtective. 06 miWaJc.y c.OJrJteeU.Olw£. cU.vi.ldort.6 
be6oJte. .the 6uJr..theJt a.ppUc.a.:t-i.on 06 .thi..1. Jte.6eaJtc.h: 

- .th.a.t the. PVIMCP 6oJtma.t be. teoted 011 c.oJrJtec-
:ti.onal. peJl.6Onn.ei.. nita", one otiteJt bJUtnc.h 06 
.\ e/tv.ice. (e.. 9 ., the tvuny); 

- .th.a.t ade.qua.t.e. e.duc.a.Uonal.. tec.itno!ogy be. made. 
ava-Ua.ble to a.6lliA.! m.i...U:taJty tJr.a..UU.l1g J...n6:tJulC
ZoI{1; .in the. te.a.cJung 06 the.ll e. c.oU/L6 e.6; 

- :that the. paJLtidpa.n.:t.ll in. lluc.h :tJt..Mn.J...ng pltogltam6 
a..6 d e.v e..io ped .tJtJtoug h thiA Jte6 e.a.Jtc.h 6 1I0uid be. 
Jt.e.Li.e. v ed 06 ill 0 th eJt ntUi;taJu; dut.C..e.ll dt..cJt.ing 
the c.ouMe 06 the. leaJU1,{.ng expeJr.<.e.n.c.ei 

- that .the length 06 the. PVIMCP .sta66 a.nd adJ'l1.in
iAt:Ju:z.1:.olth I c.ouM e.6 .6houtd be doubted 6ltDm 

6olf...ty-ei,gh.t :to a:t. te.cud. n..ine.:tlj~.s.ix. IlOuM. 
Th.U iA adv.wa.b.e.e. bec.a.U6e 06 the a.veMge levet 
06 educ.a.tio n. 0 6 .the mULttVty :tJuLi. ne.e6, :the 
6C.Ope. and con..te.n..t o~ .:the pILogJt.am6, and the 
.(.nc.Jt.e.a.6 e.d OPPOJt.tu.It..i:Uj OM tJ1ean..ing 6ut a.66 e.66-
men.t 06 :tJuLi.n) .. ng .unpa.c..:t. 

Finally~ it is evident from this research that modern manage

ment practice. particularly the behavioral science and systems 

approaches, have d1rect application to the strengthening and renewal 

of the military justice system. 

1m) ORGANIZATION VEVELOP/.IWT TECHNOLOGY, SUCH AS IS BEING 
llrlL1ZEO TN THE NAVY'S NEWCiJUiJAmrVEVELOPMENT PROGRAM, 
HAS IMPLICATIONS FOR THE MANAGERS OF VARIOUS FACETS OF 
THE MILITARY JUSnCE SYSTEM. 
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13. It.i..IJ l>:tJwngty ltec.orrme.nded 

- tha,t a pilot pJtOjed be. undeJc..:ta.k~n 
wUh r,v..utaJuj c.oJtJtecUorta.R. admbt-i..6-
tM.J:.oJtl> a,t the c.01'tmi&6.iol1e.d 06 Mc.eJt 
level, ~~ e~e P066.ible adap~~~ion 
00 o1lgaM.za.tiolt developmer..:t :theoltlj 
and pJta.c.t.<.c.e; 

.. that l>uc.h an exptoJttLt.i.on mi.ghtll.rte.nd 
oJtOm :the hea.dqu.aJLteM level 06 Sec.wvUy 
and LalA) EnoOltc.e.me.nt ;to ;the 06 6,ic.eJt6 .in 
cha.Jtge. 06 c.oJtJtec.tionat 6a,cU.<..t<.M a.6 
a ptanned e66011.1:; 

- ;that :the. OU,.ic.e 06 Naval.. RMea.Jtc.h be 
U1lged ;to c.om>.ideJt ~ 6ug9M.ted pUot 
pMjed a.6 an Mea. 60Jt 6utuJte btvuU
g~tion a.6 a planned e66o~ ;to~d 
.inc.Jtecu..ing oltga.n.lza.tiona1. eo 6 ec.t.<.venMl> • 
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Chapter 1 

THE PROBLEM 

In an effort to improve the oI'e):ations of militery 

correctional facilities by.,uP8rading the professional com.-

petency of the staff of these institutions, the United 

States Marine Corps completed, two phases of a three-phase 

experimental training program entitled, the Prq£essional 

Development Institute's for Military Co::-rectional Personn,el. 

Trainees' evaluations of the progrem, made upon completicn 

of the training, yielded a positive value for the training 

received (Harris, 1972). The problem yet to be resolved 

was \\,hether or not, the trainees, s~:x: and t\ve1ve months 

after completion of training, still evaluated the progr~~ 

'in a positive manner; i.e:, did the course content prove 

practical empir~.cally? 

D1!.clq-;round 

Since the beginnin~ or the Unitcd S tntef: Navy, the 

duties of staffing n:wal prisons ,md brigs, ['shere and 

afloat, has been a function of the United States Marine 

Corps. The patterning of the Uni!::ed States N.:'.vy and M':3rine 
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Corps after that of th -= British not only limited thorn to t:)0. 

adoption of the British organizational structure, but elso 

included the adoption of Brit.ish strict disciplinarian 

theories as well. The adherence to this punitive attitude 

made it unnecessary to equip those United States Marine 

Corps personnel assigned to correctional custody duty with 

any type of correctional trAining. 
" 

The system of assigning' personnel to correcti.onnl 

custody duty without regArd for their competency to pcr~o:.m 

such duty persists in the military establishm0nt today.' 

Nevertheless, in the late 1960's the United St~tes De~~r~-

mcnts of the ',If ...... .! __ 
1.'J.(..J.. .1..LL:::' Corps recognizee 

correctional custody staff's lack of profcssion~l skills was 

one reason why the military confinee often failed to be 

rehabilitated back to duty. In an effort to C0rrect t0is 

problem, the Professional Development Institutes for ~ili-

tary Correctional Personnel was commissioned to serve as-a 

training program for United Statas ~arinn Corps corrcctionnl 

designed to improve the operations in military correctional 

facilities by upgrAding the profcssionnl competencies of ~hc 

staff and a(~ministrators of tbosc f.~c'_lities) \-Jere comT"ctcd 

in the Fall of 1971 and the Spring of"1972. The Marine 

-40-
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Corps Recruit Depot (HCRD), San Diego, California, ~ncl the 

Marine Corps Base, C.'3mp Pendleton, Cnliforn i3, wen: s(.!lc(: i:cd 

as the sites of the Phase 1-1971 training; and the Marine 

Corps Base, Camp Pendleton, and the Marine Corps Base, Camp 

Lejeune, North Carolina, ,,,ere chose!1- as the sites for Pbose 

11-1972 training. The subjects ,,,ere drawn from the staffs 

of six different Marine correctional facilities. Trainee 

evaluations of the training pr.ogra~, made i~mediately ~pon 

completion of the training, indica ted the program "JOul(~ be 

of value in the execution of their correctionnl eustacy 

duties. 

This present study was conc1,ucted in conjunction \\'ith 

Phase III or the aforementioned program, and wns cee~ec 

necessary to the task of determining \"hc<.:her t~c !:r::!i~ec ~ 
.\ 

j 
six and twelve months after completion of the training, con-

I tinued to feel that: (1) the t~aining modules W0re useful 

in the performance of his cor-::'('C'tionnl custody duties; (?) 

the total course was helpful for th(' professionnl c!evelor-

ment of military correctionnl pC'rson~el; (3) the trntnin~ 

had a positive influence on the per.Cormnnce of cluty; (L~) 

this type of training should be considered as a requirc~c~t 

for military cor.rections inservice tr~ining; an~ (5) a simi-

lar type of behavioral science course should be inclt.:dcc1 in 

-
-41-
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the leadership training of non-commissioned ::mel commission( d 

officers. Further, if it was determined that this experi

meatal training program was beneficial to the maintenance 

and operations of Marine correctional facilities, the~ all 

the branches of the military complex should be able to 

profit· from it. 

Purpose of the Study 

. The purpose of the study was to gather data en ~he 

trainees' evaluations concerning the Professional Develop

ment Institutes for Military Correctional Personnel experi

~ental training program six and t"lel",e months after their 

complet~on of training. A second purpose was to analyze 

the deta to determine if the trainees' evalu3t:i_ons ,ve."-'"' 

still of G. positive nature; specific.::!lly, if, after tl:-.cy 

l1ad ti!1le to test the content of the course in real pr3cticc, 

they continued to be convinced of the pro~rD.m's worth. 

Statement of the Problvm 

The study "las directed tm·:nrd the foJ.lmoJ:'ng qucs-

tion~: 

1. To ,,-,hat' e:<tent did the subjects believe the 

training course modules Herc.useful in the I'e.:~form[mce of 

their correctionel duties? 

-42-
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- 2. To what extent did the subjects believe the total 

course was helpful for the professional devolopment of mili-

tary correctional personnel? 

3. To what extent did the subjects feel that the 

Professional Development Institutes for Military Correc-

tiona I P~rsonnel training had a positive influence on the 

performance of duty? 

4. To '\1nat ex;t:ent did the subjects feel that this 

type of training should be considered as a requireme~t f0r 

military corrections ins·~rvice training for the military 

occupational specialty in corrections? 

5. To 'what extent did the subjects recommend that 

a similar type of behavioral science course,be included in 

the leadership training of non-commissioned or commissioned 

officers? 

Delineation 

The failure of the rehabj.litative measures of the 

correctional program in ml1itary correctional facilities has 

been attributed to the lack of professional training o~ t~c 

cus todial pr.:~rsonne.l. This fac t \\las con£::"rmed by ':::1e fine> 

ings of a House of Representatives Investigating S~bcorn-

I mittee report in 1970 r~garding conditions in a Marine Corps 

correctional center. Glasser (1965) stated that everyone who -
-43-
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comes irl contact with the confi!1ee mus t be trained in the 

ways which can help to rehabilitate the prisoner. Earle 

(1972) found that humanistic, non-stress, non-authoritarian

trained sheriffs ou~performed their traditional, 

authoritarian--trained sheriffs t\'lO- years after the comple'

tion of their training. The t"lO phases of the Professional 

Development Institutes for Military Correctional -'rsonnel 

experimental training progrnm "lere oriented along the same 

lines as -the program conducted by Earle. The obj ectives of 

the study 'vere to inves tiga te the trainees' eva lua t5.on, s::"x 

and t,,,elve months after the training, of the trainip..g 

modules' usefulness in the performance of their corr(>C't:Lonnl 

duties, of the total course's helpfulness for the profes

sional development of militm:y correctional personnel, of 

the training's positive influence on the performar..ce of dt:ty, 

of the req~irement of this typo of trAining for military 

corrections inscrvice training, and of the inc:usion of Q 

si.milar type of behavioral science course in the lc;".d('!~!'hip 

trai-:1ing of non-commissioned and commissio!lcd orUcen:;. 

Definitions 

Administrator. /I. person performing aci·"inistrCl.tivq 

and/or supervisory duties. 

A:Eloa t. A ,v;w;'.l term menning on hoard a vessel. 

-44-
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Assumptions 

The study was based upon assumptions concerning t~e 

instrument used and the subjects of the study. First, it 

was assumed that the instrument would yield a valid measure 

of the areas of interest. Second, it was assumed that the 

subjects would render an honest evaluation. Third, with 

regard to the "Halo Effect, II it ,vas assumed that the 

trainees' evaluations made upon completion of t~aining v]oulcl 

show that the tendency of initial impressions to influc.rc~ 

subsequent evaluations would have no effect on the sl..'bj ects. 

Fourth, it was assumed that tJle design of the questionraire 

eliminated any rating er~or or experimenter bias. FL~th, 

with regard to the "Hawthorne Effect," it vlas assur:1Cd thc:t 

the absence of names on the questionnaire, and the k"o~\'lec'ge 

that no information on the results of the stuc;iy v]0tlh~ :;>0 

made available to them made the tendency to over-or unocr-

evaluate non-significant. 

Delim:i. tcttions 

Limitations specific to this study dealt Hit11 t~'C' 

subj ect popula tion, time,' course content, and meaS~t:'c~C": t. 

They included: 

1. Subjects were limited to those United States 

Marine Corps personnel who attended o'ne of the t,,'o 

-46-
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experimental training phases. 

2. Phase I of the training program was designed for 

staff personnel only. This limited the twelve month portion 

of the study to staff personnel only. 

3. Phase II of the training program included 

courses for both staff and administrator personnel. 

4. Trainees ~bo completed Phase I of the training 

program acted as the t~]elve-month subj ects to the study. 

s. Trainees who completed Phase II of the training 
! 

program acted as the six-month staff and administrator sub-

jects to the study. 

6. The "Human Resources Development in Correc-

tional Facilities l1 Training Module VIII offered to staff 

personnel in Phase I was changed to "Cultural Influences on 

Decision Making" for staff personnel in Phase II. 

7. T.:"le data were collected by an instrument wit:i 

certain limi'tations as to validity and reliability. 

Importance of the Study 

Since corrections personnel are in human service, the 

successful application of the behavioral sciences in their professional 

development wo~ld have significance for the training of all human 

resource specialists. An evaluation could aid . 
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in the adoption of a specialized trainin~ program for United 

'States Marine Corps correctional custody personnel. Further, t. 

the need for a unified method of treatment of prisoners, 

spelled out by Newman (1967), could be advanced by tbe study. 

Summary 

The research ,o1as concerned v;tith investigating the 

trainees' evaluations of an experimental training progra~ 

for United States Marine Corps correctional custody per-

sonnel six and twelve months after completio~ of trainipg. t, 

Five main questions vlere asked: (1) To \o1ha t extent did the 

subj ects believe the train ing course modules Here useful in 

the performance of their correctional duties? (2) To \,hc.t 
I 

extent did the subj ects believe the total course \-].:1S he1..pful 

for the professional development of military correct~ornl 

personnel? (3) To ,-lhat extent did the subjects feel the 

Professional Development Institutes for Militnry Cor~ection~l 

Personnel training hed a positive influence on the performance 

of duty? (6) To whet extent did the subjectr fcel tha~ ~his 

type of training be considered as a requirement for rnilit~ry 

co=rections inservice t~ainin8 and for the military 0CC~-

potionsl specialty designation in corrections? 

extent did the subjcc~s recommC:1c: a silni:ar type of: 
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of non-commissioned officers or cornrnissi(Jl"'.cd officers? A 

theoretical base Has delineated, and t:!C o",jectivcs st~tcd. 

Certain definitions were cstab;ished and assumptions nDDe. 
, : 

Limitations spec:'_fic to I..:h~ study "Jere concerned ,,'i th t:1e 

subject populat-:on, time, course :::)ntent, and measurement. 

The importance.of the study was se0~ as necessary in estab-

lishing evaluations of the trainins six and t'-Jelve mont~s 

after completion of training, which could aid in the ~dop-

tion of a specialized training program fer United States 

Marine Corps correc tionnl personnel. Further, the \'1llif~_c(l 

me.thod of trea tment of conf::"necs might be advanced. 

Chapter T,vo contains a revie,,' of select"!d litera-

ture. Chapter Three describes the methodology. Chapter 

Four is an analysis ef the data. Chapte~ Five consists of 

conclusio ... 1.S, implica ticns and relevance of the findings of 

this study. A bibliography concludes this report. 
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Chapter 2 

REVIEH OF SELECTED LITERATURE 

The chapter is concerned ,yi th current literature 

relevant to the explicit question in this thesis of \\'hether 

United States Marine Corps trainees who completed one of the 

two phases of the Professional Development Institutes for 

Milit~ry Correctional Personnel's experimental training pro

gram, six and twelv~ months after completion of training~ 

still evaluated the program in a positive manner; i.e., did 

trt,e course corlt:ent prove practicCll empiricall)'? Literature 

anal/zing the ima3e and attitude of the milisary enlisted 

man, the mi.litary establishment's view on corrections, and 

the military correctional institutions as presently opc=nte~ 

Here deemed relevant to the overall implicit questj.on or 

whether or not changes in this aren ;l'Ce c.'1lled for. 

The Enlisted Man 

Moskos' study of the enlisted man (1970) gave the 

reader. an overvieH of the typical enlisted man in today's 

military forces. His study ,yas judged rel.evant to this 

study because the enlisted man fills the majority of military 

custodial billets in the military's correctional facilities, 



therelJY making an. understanding of his attitude toward the 

military a necessity in understanding his behavior in the 

execution of his correctional custody duties. 

Moskos interviewed American soldiers in Germany, 

Korea, the Dominican Republic, and Vietnam. From these 

intervie~vs he constructed an account of four distinct 

periods of time which reflect different images of the ep-

listed culture, and the general attitude of the enlisted mnn. 

The first period included the years immediately preceding 

World War II, plus the actual war years and the yea~s im~cdi-

ately following the conflict. In the years immediately 

prior to World WRr II, anri the years between the close of 

v,Torld Har II and the beginning of the Korean Har, the soldier 

felt that he was giving his services more for his own finon-

cial security than as 'a service to his country. The larger 

society generally viewed the peacetime soldier OR n fail~rc, 

as one who stayed in the military because he was unahle =0 
make it in civilian life. During the war years tlwrc. \\,,"18 

little moral commitment on the pnrt of the Americ::',r. RC':V:l.Ce-

man toward his participation in the war. He was unawarc., or 

vaguely rc"e'1t:ful of, official pronouncements on the higher 

purpcses of the conflict. Despite his non-ideological 

nature, the American so1.dier Has fundan'cntally loyal to his 
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country during this,period. The enlisted man during this 

period became bitter and hostile tow~rd officers and the 

formal system. This feeling was counterbalanced hy his 

strong informal ties to those in his im~ediate unit, ~nd it 

was the soldier's strong primary relations with fellow en-

listed men that underlay his adaption to military life. 

Informal norms arose out of these small-group relati0nR~ 

and the small military unit became a microcosm of Americnn 

society, with an assortment of ethnic, regional, and class 

types. It was during the war years that the civilian popu-

lation began to vie\>l the Americ.".n soldier as superior to any 

other nation's serviceman. 

The seco'nd period began ~vi th the Korean Har (1950) 

and ended in the middle of the 1950's. It was highlighted 

by a movement for rectification of the many abuses suffered 

by enlisted men. One direct outcome was the establishment 

of a special board of the ';.Jar Department ~.,hich 'NaB to m~ke 

recommendations on officer-enlisted relations. This bonrd) 

commonly referred to as the Doolittle Bonrd, reconmH?ndec1 

such changes as this: the elimination of the terms "o££i-

eers" and "enlisted mel'll! and the subst::'tution of the term 

"soldier" for everyone; the reduction of privileges for 

officers and re~o',Tal of disc::::::'mir~,~ tion ag:::ins t enlis ted men; 
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the abolishment of the salute off-base; the abolishment of 

rules that forbid social association betHeen office!:'s and 

enlisted men; and the modification of the military justice 

system. The enactment of the Uniform Code of Military 

Justice by Congress in 1950 was lnrgely due to this board's 

recommendation. All the other recommendations, hOHever, 

were ignored. At the close of the Korean war, the unprec'2.-

dented collaboration of American prisoners of war disillu-

sioned the general public with the military, and wi1ile some 

amount of correction to the original reports of coll~bor~tion 

had taken place, the blemish remains ,<1i th us today. In com-

parison with his World War II counterpart, the soldic!:' in 

Ko!:'ea was probably more inclined to accept his fate i'l. c. 

rna tter-of-f::lc t fashion. If there \<1as a serious mo!:':'.::"'2. 

problem, it ,..,as at the top leD.dership levels rather thc.L' 

among the rank and file. 

The third period was dn ted from the mi.t1dle 1950' s 

through the early 1960's. This period saH .3 diffcrC'!lt type 

of draftee than the predominan~ly lower-socio(,c0n0~ic 

drnftee of the Korean War. The malcontent o~ the colle~~c-

educated enlisted man began becaus~ his civilian stntus did 

not have commensurate r.ecognition \,1ithir'. the <'.Y.1ned forces 

d1..~ring this perioc:. The co11e[y~-0(> .. :'::,! ::'2. r1 enlis ted man ','7.:18 
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far more alienated from his enlisted peers of lower socio-
r,. II h 
~ 
~, 

t1 

~ 
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economic background than he was from officers with who;"'). he 

shared similar class background. The regular volunteer 

versus the drnftee cleavage obscured the older enlisted-

officer distinction. Rather than objecting to the military 
\> 
l' 
~: 
:: 

caste system on intrinsic grounds, the college~educated 
1. r, 
~ ,p 

:.: 
enlisted man often appeared disgruntled beccrose he did not 

" r-

" 1.1 , enjoy a commission himself. Coming into sharp prominence in 
k 

~ 
f !1 
t {) ~ 

descriptions of the post-Korea military at th~ enlisted 
, 

: 
levels were the racial integration of the armed forces, 

, 
2..rlu 

l~ 
n 

the adjustment of American servicemen to semi-permanent over-
,. , 
\ r . ,~ 
" It- ....... " 

seas assigruTIcntG. Certainly from any starldpoin t the racinl 

f' integration of the armed forces \\'hich began halti.ngly in the 

late 1940's and was largely completed during this period, 

stands as one of the most remarkable achievements in directed 

social change. In less than a dec.qde the military ~\7.:1S tr,l!1S-

formed from one of the most rigidly segregated institutions 

in. American society into one that leaped to the forefront 

of racial equality. And as was to be expected, the nC'H 

racial situation in the armed forces had concomitant C0~-

sequences on images of military life. 

The fourth period, known as the Vietnam porioc1 , 

started from about 1964 and continued to the time of Moskos' 

-
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writing in 1969. Moskos felt that, while it w.:\s prC'"l.'1'.:l'r.(..! 

to specify the exact forms the image of the enlis ted m:1rl 

would finally take, existing accounts offered some indica-

tions that would allow for speculation. The irrelevance of 

ideological motivation or patriotic appeals for rC!nk-rmc1-

file combat soldiers remained a constant. The pClrticir~tion 

of career soldiers in the war was explained as simply doing 

~ job requiring little moral commitment. Significnntly, 

neither the anti-officer features of World 'WAr II, '10r the 

anti-regular volunteer aspects of the thi=d period see~e~ to 

be important. Rather, animus appeared to be directed towerd 

peace demonstrators than toward grievance within the military 

system. The )"cuth of the general public tended to '!iC\4.! tl'0 

enlisted man as a paid killer and therefore not descrv:i."?' of 

their concern for equality within the military system. Also 

during this period, the racia 1 integration \'7<18 Sccn .'\$ ::.".ld.n~ 

a set-back. 

The above descrip tion of the enli.s tce1 m,1\l' s iW~::'.0 

£nd his attitude tow~rd the militnry showed wh~l0 thoro wns 

a change in the image thnt the {,.0-ncr.n] public 1'cld ."'1(1 .: n 

the enlisted melD's 2ttitudc during the fotl1: ])(';:-i.O('S of t5.'1\C'~ 

the discontent of the enlisted man toward the wilitnry wns 

not lessened but merely transferred from one object to 

another. The absence of concern for his fell(,~I-·servicC':'l[m 
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that was predominant in the World War II period, and the 

lack of ideological connnitment t"~nded to alienate the 

enlisted man from both his brothers in service and from the 

American society. 

The Milit~ry Establishment's View of Corrections 

To fully understand the beh.:wior of th<:. military 

correctional personnel one should consider the beliefs held 

.~y the top echelon, for these views tend to filter down Rnd 

influence the behavior of those who are :r-esponsible for the 

maintenance and operations of the correctional facilities. 

In turn, the views held by the staff's and guard's i~~edi

ate superior affect the behavior of the staff and guard 

force. It is the behavior of the staff and guard personnel 

thCllt ultimately determine the success or failure of the 

corrections program. Ttvo studies presenting c1iff:erent vi.e\vs 

held by the upper echelon illustrate the importance of t~is 

influence. 

The first study, and perhaps the most enlighte.ning 

one, is Fred Gardner's account of the Amy's Presidio !\'ut:Lny 

Case (1970). Gardner wrote a detailed description of the 

physical layout and staffing of the Stockade at the Presidio 

of San Francisco, of the causes of the mutiny, and of t~e 

Army's views rer,arding the disposition of the offenders .. 
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The stockade was located in a remote section of: the 

Presidio. The stockade building was originally designed as 

an office .. The building was modified to hold, at the most, 

forty-three prisoners, but in the surrrrner of 1968, the up

stairs alone was often crarrrrned with about seventy-five 

prisonel~s. The plumbing Has never adequately expanded when 

the building was converted. Hedium-cu~; tody securi. ty cell 

blocks were on the upper north side; the upper south side 

held maximum-security prisoners and noncooperators. Cell 

block 4 was knO\vn as lithe cage. 11 The cage had about t~\lenty 

square feet for each man. It was barred and a metal grid 

blocked the light from the only ,.,indmv. The ground floor 

consisted of cell block 5 for minimum-security prisoners, 

the segregation cell block, offices, and the visiting roem. 

The disciplinary segregation cells were five feet wide, six 

feat three inches long, and eight feet high--Ro~c Ci~'t0cn 

square feet smaller than Army Regulations. The one Him10w 

and the cell block door were covered with thick wire ~es~ 

greatly reducing the amount of natural light. There \ .... ".~ :10 

bed or furniture. A mattress was furnished at nine-thirty 

and collec ted a t five-thirty in the morning. The base:nent: 

contained the stockade mess tall and the boile~ ~oom Hhich 

also served as the laundry, barbershop, and library. 
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The staff and guards at the stockade were mj_l:i_ta~y 

policemen. Only one man on the staff h~ld received training 

at the Army's school for cC'nfinement specialists. Some of 

the guards displayed callous indifference toward prisonc~R! 

attempts to commit suicide. One guard went so far as to 

tease a prisoner \1ho had just Clttempted suicide, to the po:'nt 

where the prisoner began shrieking and banging his he:~d 

against the bars. Incidents of guards taking pyisoners to 

the boiler room and beating them unmercifully \·;ere frequent. 

One prisoner was shot and killed as he jogged away from a 

work detail. Not one of the guards. was reprimanded for the 

above incidents. 

The killing mentioned above '.;7as the inrrnediate cause 

of the mutiny. There were other underlying causes, hOHevcr, 

for the prisoners' refusal to obey ordArs, for taking part 

in demonstrations, for being absent without leave, and for 

escaping from the Presidio. These circums tances, while !lot 

excusing the prisoners' actions, makes the charge of mutiny 

too severe t.o fit the crime. Some of the causes lis tee! in 

Garner's account are as follows: (1) hro!<en promisee m.:-:de 

to the men on enlistment; (2) the failure of the Army to 

respect their conscientious objections to the war; (3) 

brutality in the stockade; (4) overcrowding in the stockade; 
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(5) assignment to mer.ial work detnUs; nnd (6) the beHcf 

, h th e be~n" dcn~cd tl1c 4 r r{~ht to ('XD, ~_QS~ their tna~ cy wer ~ Q ~ . ~ ~~ 

convictions. 

The charge of mutiny and the assignment of trinl by 

general courts-martial in the Army vIas the responsibility of 

the Commanding. General of the Army in \.)hich the offense \...,as 

committed. The Corrrrnanding General of the Sixth Army ·,at the 
'. 

time of the mutiny was described as an extreme right-win[.';(>r 

who became infuriated by any threat to discipline. Hl~,ile DO-

attempt was made by the Department of the Army to direct t~1e 

Commanding General of an Army on what charges to level 

against an offender, publicity-conscious lawyers at the 

Department stated that subtle hints wer~ given. The failure 

of the Department, hm...,ever, to intervene or direct the Co:n-

:na:1ding General in this cnse undou~tedly strengthened :1is 

conviction that he had selected the appropriate chBrBcs. 

Another fac tor \,'hich mus t have influenc cd the G ener<1l' s 

selection \,'as the deliberate nisplccement of rccoWP.lendntions 

for lesser charges wade by one of the investigating o££~cc=s. 

This inves tiga ting officer \'lC,S reprim;:mued by the 'Leg.:>.!_ 

Of!:'icer for his recommendatio!ls. Gardner concll1dec.: t,,:~t hQC: 

it not been for the intervention o~ a concerned 1~wy0r, ~~o 

brought the facts to the attention of the pub 1.ic, th~ . .s 
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- miscarriage of justice would have been consummated bec~use 

of the lack of human concern by the upper-echelon of the 

Army. 

In contrast to the above study, Boder"s (1965) 

". offered the Air Force's view on corrections. Broder de-

scribed the physical layout and the treatment pl~gram of the' 

320th Retraining Group, Amarillo Air Force Base, Texas. 

The Retraining Group occupied an eight-acre tract 

of land on o~e portion of Amarillo Air Force Base. To the 

casual observer, the Group could not be dis tinguished in ~_ ts 

general appearance from other unit s on t 1'e Base. The Re-

l trainee arri v lng a.t the Group found tha the 'vould live in a 

normal Air Force environment, although he was officially in 

confinement. There ,,;ere no fences, guards, bars, or '·lC.:lpOnS; 

nor were individual room doo:,:s locked at night. Only those 

rules and regulations necessary to provide a minimu~ degree 

of cus tody ,vere permit':ed. Discipline wns ~imilar to t:,at 

of a normal Air Force Organization. Minor infractions ~,'e:,:e 

handled through counseling activities. Major infractions 

were revi·e,ved by a disciplinary Adjustment P.oard, ~nc1 \,'o':e 

considered in relation to the Retrainee's overall pror,rcss 

in the Group. The Retrninee had rel:'1 ti VC! freedom to come 

and go within the Re.training Group area. As he advanced in 

". 
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the program, he was allowed to attend most Base facilities 

and some specified off-Base activities. Married men stayed 

with their wives in the Base Guesc;Eouse, if their wives or 

families visited the Group. 

The Retrainees assigned to Amarillo had been sentenced 

by courts-martial to confinement. The major percentage of 

the offenses committed by the Retrainees continued to be 

those involving absence, dishonesty or fraud, and violence. 

Although airmen convicted of serious crimes were normally 

prohibited by regulation from coming to the Retraining Group, 

exceptions were made. The Retrainees travelled to Amarillo 

by commercial transportation and without escort. Coming to 

the Retraining Group' unescorted was, of course, a vital 

beginning to the program of ren:!bilitation. 

The RetrainiI'3 Grol.!p staff cons1s ted of 120 officers, 

airmen, and civilians and included a diversifieG bnckgro':..11:-:<.1 

of skills and training. The orgnnizationnl structure closely 

resembled a normal nontactical Air Force unit. There ~.,l('rc 

four basic Divisions within the Grm:p, opere! ting under t11e 

direction of the Commander: (1) The Chief"of the ap0r~t~0~S 

and Training Division also served as the Deputy Com:ncn(~cr. 

He ~vas the central coordinator and administrator for the d.2Y-

to-day operations of the Group. 

. \. .. , ~,~ 
~_ 'c. ',;!;.-
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Division ~'as _ responsible for the welfare, housing, custody, 

and discipline of the Retraineer;. This Division W1S cHrcctcd 

by an Air Police Officer, and was comp0sed predo~inantly of 

airmen and non-commissioned officers dravffi f~om the Security 

and Law Enforcement career fields. (3) The Educational 

Services Division ~olas responsible for all Group training 

programs, including academic training, vocational training, 

and attitude development and adjustment. This Division was 

composed of five civilian instructors who had experience 

teaching in correctional settings. (4) The Analys:'s Divi.-

sion combined the resea:::ch and clinical and counseling psy-

chological services of the Retraining Group. The three 

Branches of this Division were the Data Collection/Processing 

Branch, the Program Evaluation Branch, and the Psychological 

Services Branch. 

The Retraining Group had three Treatment Teams, each 

of which was headed by a civilian Correctional Treatment 

SpeciCllist. The Team Leaders h,']d educational backgro·_t~ds in 

psychology and/or sociology. (J::her members of thc tC;J!u 

included a representntive from the Psychological Services 

Branch, a civilian irlstructor froT!! the Ec1ucationnl S('.rvi~es 

Division, a military Vocational Training Specialist, 2nd 

several Supervisory Division non-commissioned officer cO'..!n-

selors. The Treatment Teams were the heart of the Retrn~_ning 
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Group's multidisciplinary approach to prisoner rchabi1itn-

tion. Periodic evaluations have all concluded thnt thc 

Treatment Teams had clearly demonstrated their vl'.lue as a 

tberapeutic tool. 

The R,-~training Group program ,vas divid~d into five 

phases. The first seven days of reception, ori~nta~ion, and 

evaluation vlere called Ph_~se I. Phase II lasted three ~\'~eks i) : 

and Vlas called Attitude Development and Adjustmcnt. rh .. sc 

III consisLed of academic and/or voca tional trninin[I.. Arter 

one month in Phase III Retrainees were eligible tv edvarce 

to Phase tV. Phase IV was an Honor Phase characterize~ by 

an increasing number of privileges and additio:la1. freed~"t 

of activities on t~e Base. It was during this phese t~<,.t: 

the tee.m prepared a recomrr.enda t:ton for dischf!rge o'!:'. res tore.-
; 

tibn which would be considered by a Clcssific~c:on 30~~~. .- I!' 

, I 11 

II 
confinement portion of their sentences. Ph;:tse V r('tr:1.i~C'('s 

,) 

had the same privileges as full-du,:y airmen, includins ('("'1-

plete frC'edom of the Base and the surrOL:ncJi.ng CO'!'I".U'l~.t.:.cs. 

The Analysis Division of t~e Rctrcining Gr0~p C0~-

ducted continuing follow-up studies of all rc~rain0es ~c-

stored to dt~ty. The n~s'.,lts of these follow-up stud.Les '::-0~ 

1963 and 196L~ indicated that 

J 
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the remainder of his enlistment in acceptable mqnner i11 ex-

cess of 80 percent of the cases, also the.t the quality of 

service performed was Above Average 51 percent, Average 36'" 

percent, and only 12 percen t Belov] Avern.gc . 

A comparison of these t\vO studies clearly indicr.ttes 

that the conunitment to helping, the mili.tary offender held :,y 

the Air Force has proved its sUpe't'iority to that held by t~"!.e 

Army. The fact the Air Force retratnee was screened for. 

restoration potential before being assigned to tl.1.e AMC7:: '.2..0 

Retraining Group, while.no,such screening was att~~pted ay 

the Army, does not affect the comp;:1rison. RathQr~ :l.t poi.nts 

out the need for the adoption of similar methoc1s by the other 

.§~J;:Y.;i.ces. In fact. the Amy has successfully introduced a Retraining 
Brigade at Fort Riley. Kansas. 

The Military Correctional Institutions 

In vie\<7 of the f:lct th:1t one's physic:11. surrol.1n<:::'r.~;s 

are able to affect one's behavior, nn un~erstanding of t~~ 

physical structure of the mili~2ry correctional institutions 
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Staffing, 

The staffing at military correctional institutionr, 

consisted of military career p~rsonnel at the upper and 

middle management levels, enlisted personnel at the gt:.?rd 

le',el, and civilians in vocational training and various ad

ministrative pos ts. The belief that prisoners tended to 

model their behavior after the staff led Brodsky and 

Eggleston to conclude that the staff should be screened and 

trained to be effective as models, and to guard against the 

assignment of personnel with adjustment problems, sadistic 

and paranoia tendencies. The military nature of the prison, 

with enlisted men and officers serving as guards and staff, 

has a potentially powerful motivational and identif5.cat~on-

producing effect. The prisoner needed successful indivi~uDls 

not as guards or jailer or keepers, but as soldiers--as 

models to identify with. On the negative side, for some 

career soldie:.s who are strongly identified \,'ith the military 

the rejection of the Service by the prisone.r implied rcject:i.on 

of patriotic duty and, more specifically, rejection 0:: t~1e 

value system of the career soldier himself. The guarc;s or 

o!:her staff members sometimes overr>31lctctl [lnd becnmc pun'l.-

tive in tr<?atment of the inmate. For. the younger, .:.oHcr-

ranking staff \oJho ~re newly assigned, there Nns a more thr('.~t

ening and fluc~uating pattern of identification with t~c 
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prisoner who is so similar to himself, with phases of rejec-

tt0n nnd ovcriclcntification. 

The Objective 

o The objective of the military correctional inst:i.-

tutes is restoring the confinee to active military duty in 

I 
the shortes t possible time. Brodsky and Eggles ton s tntcd 

I" 

that one of the important goals of the military conf:.nc"'~0.nt 

system is identical }.n many cases with the prisoner go~,:!..s: 

that of restoretion to honorable duty. 
t ' 

The Physical Structure 

The mili tary prison a t Fort Leavem-lorth, Kansas, ~.,~s 

established in May, 1874, and serves today as the m:'lx:.ml';t1.-

security confinement for both Army and Air Force prj.soners. 

Only Air Force prisoners w~o arc not considered for r0~t0:-

ation to duty are sent here. Like all military pris0~R ~~ 

shares a post with other military activities. The wnl:!.. 

surrounding the institution is three feet thick and r~ses to 

a height of forty feet in places. !\umerous guard tm\'ers "ncl 

floodlights are loccted on top of the ,,,.::11. The l;trgc 1~('C-

tangular courtyard is framed on both sidps by brick bu~!~ings, 

and at the fnr end of the yard is "the cnstle,'" the. centra:. 

hOUSing facility. The castle has a round core Wi~l eiUht 

wings extending from it. Four wiI1):s .nre used for cell hlocks 
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< " nnd I.:h(· relJl:}'i.nc1 r r for th(' mc~s hlll.1, hn!ikeLh:\1 I. COllrt, 

and living units outside the walls. A small fD.rm cen house 

up to forty prisoners, and Cl new rainimum security unit main-

tained up to 150 prisoners in several small co~nectecl 

build5.ngs. A second Ar;ny facility direc ted tm-lard res tora-

tion training is located at Fort Riley, Kansas. 

The U.S. ~aval Disci?linary Command nt the Portsmouth 

Naval Base, Portsmouth" ?\0H Hampshire, hns been tho perma-

nent home for Naval confinement since its estnblishment in 

1908. The prison is surrounded by an eight-foot cyclone 

fence that ri.ses up and dm·m in accordance \.Ji th the ~vhims of 

the rough Ne\v Hampshire countryside. Th~ institution. is 
1, •. 

dominated by a huge grey building with mQny gun tu~rets and 

steep towers in the central portio~ of the building, called 

"the cnstle." Nost 0:: th0. activities :Cr,clucling :L~1r.1ate 

~ousing, are within this buil~~n3, alt~ough S0~e inclustri0S, 

Sh0pS, and ~ ~hapel nre in smnll sopnrntc huildtn~s! 
. ! 

Zr0~ t~o to five hundred W0.P. Tbeir [unction is to act ~s . , 

·See note on ~. 69 
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military posts do not exist for the purpose of running ~ood 

stockades, and (2) the least desirable men in the units 

fur'nishing the staff of the stockade are relinquished. from 

the unit permanently. 

The Air Force's major confinement institution, the 

320th Retraining Group at Lowry Air Force Base, Colorado is 

a small, intensive, very progressive retraining facility 

with less than two hundred men, who are trained for periods 

up to six months. The base is surrounded by t\'lO rows of 

barbed ''lire atop a six-foot chain fence. The guards at the 

sentry boxes seem disinterested in screening visitors, an~ 

there is ready access to the basco Row. ~fter row of neatly 

landscaped ",hi to barracks on the base display thirty-foot-

high brick chi.mneys, 2nd each group of buildings bears ,1 

four-digit identification. Follm'l-ups on success rates in 

restoration range from 60 to 80 percent ~or group ~etrainees. 

\,T},ile the staffing ::.nd obj ec tive for all branches 

of the Military are the SC:!l10., the physical descripti.Qn ef 

the ins ti t'J.tiOllS shm"s ;] lorge di:::fercnce bet~'leen all thrc~ 

of the branches. Tnkin~ in to :1CCoLlnt the fact t':lat the l\ii: 

Forc~ Institute only retains t~0se prisoners thoy feel a~e 

restora.R..le, the success rates in restor.:1tion support the 

belief th,1t the physic~l surroundings lwve a strong influence 

on the staff's and inmates' behavior. 

-68-



'1;; 

, ~:.>~;(:): 

Summary 

The literature indicated that if the military 

correctional progrnm is to accomplish its objective of 

restoration to productive duty of the militnry prisoner, 

then it must rec.ogni?e the need [or chnnge in the imnge 

nnd attitude of the militnry enlisted man, in the military 

establishment's view on corrections, and in the military 

correctional institutions. Wh~le the change in ony one of 

these three areas is preferable tq the present system, it 

is doubtful whether c~enge in only one of the. three 2reas 

could offset the r.!;gative consequences of the remaining two 

unchanged areas. As evidenced by the Ai.r Force's concorn 

for all three areas, some Cln'.aunt of succcJ?s h.-\s been 

achieved. * 

* Those convicted in the Navy and Marines of seridus offenses and 
given long-term sentences have been traditionally incarcerated 
at the Portsmoutr. Naval Disciplinary Command. That prison is to 
be closed by 1974, and Marine prisoners will be housed at a 
mflitary penal institution in Fort Le21vemlorth, Kansas. 
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Chapter 3 ,i 

METH0DOLOGY 

This ch,~pter is devoted to describing the su.bjects, 

the instrumentation ::mc1 the collection and an:1lysis of the 

J data.* 

Sub i ects 

There were 106 subjects in the study. All subjects 

~"ere United Sta tes Harine Corps personnel ,,,ho completed Of'e 

of two phases of the Professional Development Institutes for 

Military Correctional Personnel's expe!."imental training pro-

gram for military correctional custody personnel., Subjects 

were divided into three groups ~sing the following criteria: 

Group I. All staff personnel who com~leted Phase 

I of tbe experimental trainins program ,,,ere assigned to this 

group. 

Group'II. All staff personnel who completed Ph.:1se 

II of the exper:L!p.(>nt~l trnining pro.ir,~':11 ,,,ere nssigned to this 

group. 
, 

Group I!I. All nclmini~trator personf'cl who completed 

Phase II of the experimental training ?rogram were :1ssi~ned 

to this ~roup. 

- .*See note on p. 73 
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Group I was utili,~ed as the t-;·:elvl2':'month staff 

follow-up study. Groups II and III were utilized as the 

six-month staff and si~{-month administrator follow-up st.udies 

respectively. 

The acceptance of the subjects as a representative 

sample of the one hundred and eighty-six United States 

Marine Corps correctional custocy personnel who completed at'll?' 

of the two phases of the experimr;ntal training progY'nm '.,·.1S 

based on the adequacy of the sample) ::md on the rank ancl 

geographical representativeness of the sample. 

Instrumentation 
"'T.' "'. ~ 

",,"," 

B. The copy of the questionn.:lire for <:!c:minisLr:ltor pcrSCililCl- is .. 
the same except for' question #17. The ques,tl.onl'lC1i.LC' ~~~lS c1r::'s-L~·.n('(.l 

to measure the subject I s evn.luo.tions 0:: the t)::1inill:~ n~o(:ulc$ 

of the program. The qucstionneirc was designed to con~~clcr 

the following factors: (1) 'The t!".::linin~ ]>ro:~rnm IS lIs('fl'.l-

ness 1.'n th f 1- t' I' 't, .~.; " , ,.J..;- c:. e per ·OT.1n."'.ncc. 0": co~rr<~c lOJ;:.'1. c.u5', (l~I} ~IU ... _C._ , 

(2 ) 
.~ . 

clovclopmcnt o!: )J1i' : ,:.~ry correctionnl pe':sonne1. 

training pro~l:am' s r:-os:i.tive influence on the 1)('rf:01:1l~::mce or 
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duty. (4) The requir.ement of this type of training for 

military corrections inservice training. (5) The inclusion 

of a similar type of behavioral science course in the leader-

ship t~aining of non-commissioned and commissioned officers. 

Because of the differences in training modules in the t\·;o 

programs (administrator and st~ff personnel), Page 3 of the 

questionnaire was different for groups I and II than for 

group Ill. Also, since Training Module VIII was different 

for groups I and II (staff phase I and staff phase II), the 

staff questionnaire (Appendix A) included two dirferent 

Training Modules VIlla .and VIIIh. Demographic information 

regarding ran~<, lengt~ of service, duty assignment, mar.ital 

status, and educational background was included in order 

that additional relev:mt information might be obtained from 

the sample. 

COllection of the Dota 

The fi:::-st step in collectin~ the d::tta \vas to obtain 

permissj_on froT') the COr1mC'ndcnt, United States Marin0. Corps, 

Washington, D.C., to conduct the study. The questi0nnairc 

was then mailed to all ,crsonpcl who attended onc of the 

two phases of the exper~.me~tal training. A return-nddresse~~ 

postage-paid envelope was included for the return of the 

completed q:ws tionnaj_re. A [oU_O\v-up letter containing 
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another copy of the questionnaire wc.~ mailed forty-one days 

later to all '-1ho had not responded to the original request 

(Appendix A). 

Data Analvsis 

Tabulf.ltion of the data '''-~s f.lccomplished by tallying 

the responses for ef.lch of the i:l,ree groups. The !:req1..'.enc~_'2s 

the percentages of totc.l respondents in each c~tegory. Co~-

parative analysis of the responses represented the qualit~-

tive treatment of tbe questionn~ire data. The following 

chapter contains an analysis and interpretation of the data 

collected. The data is presented in tnble form .. 

\ 

*The focus of the research conducted by Management ~ Organization 
Development, Inc. for the Office of Naval Research has been on a 
fourth area of change in the military cr1min~1 justice system -
namely. the professional development of those who staff the 
correctional f~c1l1ty. The follow-up study rcporten ~ere deals 
with an analysls of these efforts. 
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Chapter 4 

ANALYSIS OF DATA 

The char>ter is prescn ted in two parts. Pnrt one ~v::\s 

concerned with tho snmplo. The second part dealt with the 

subjr;ct's cV.<lleations of the training program, ane included 

a disCllssiJn of t~1e subjects' COT:!l"J?"ts on tl:1.e trainin0 nro-

gram. 

The Sample 

One hundred and eighty-four c:uestionnaires vlere sent 

to the participants in Phases I and II of the Professional 

De\Telop~.ent Instit'..ltes for Xilit~r)Y Correctional Perso:"tnel. 

One hundred and six were returned; eighteen were undeliver-

able and ~·]ere excluded from the <:!~alysis. The returned 

questionnaires wcr~ tested to determine their ridcq~ncy Qnd 

representativeness. De~ographic data was requested in or~er 

that aciditiona1 relevnnt information mi:;ht be ob!:::-tinec. [rc.m 

the sam91e. 
Adeguac.~ . 

Table 1 gives n hreakdo~n of the posted ~~d rc!::ur"ccl 

ques tionne.ires by training pbase and gc.ogr;trhic:.t: loc.:1 ':~_on. 

It was decided ~1at a return of fifty percent or better 

would determit'e ac1cqll,:1cy of the :>ample. An examin:ltion of 

Table 1 revcn.led th::>.t all phf:lses had a return of fifty 
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percent or better. It ~-las therefore determined that adequacy 

of the sample ~-las achieved. Appendix C provides additional data on 

those returns which arrived too late to be included in this report. 

Table 1 

Distribution of Returned Questionnaires 

Ph,')se I Plv.!se II 
S tn ff Adminstrator Staff 

MCRD San Diego n pes ted 27 8 

n returned 19 
% returnc-'i 70.37 

Camp Pendleton n posted 30-:' 31 28 e 

n returned 16 20 18 

'0 returned 53.33 64.51 64.33 
Camp Lejeune n posten 24c 26 d 

n. returned 15 18 
<"/ returned 10 62.50 69.23· 

Total n posted 57 55 Sf:. 
n returned 35 35 36 
% returned 6 J .• £j·0 63.63 . 66.66 

aThree qU0.S tionna ires mar;(0.c1 "uncle 1 i vernh le" ;~ r.d on c 
questionnaire m:::r}:ed. "deccns0d" vlere retur[l~'d rm.c1 :lre ('XC In
ded from the posted questionn~ires. 

bOne ques tionn<lire T:1.;1r;-::ed "undeliverable" Has rc'
turned and is exclu(ed from th~ posted questionnaires. 

cSix ques t::'o~naires T:lo:::-~-::cc "u::-:.dcli ver.::ble" ,,,err:! 
returned and are e:-::cluded £rom:':>e posted ~:ucs t.i..ol1'1<li~f's. 

dThree ql!es '.:ionnaires :nnrked ·'t!l1c1cl.~ven~ble" anl t,,·o 
questionr,;lires :narked "cecer.lsed" \·,ere returned .:1:1d ,"xc' f.'X

cluded from ~he posted questionnaires. 

eT\-lO questionll-Rires In.::r!<cd I!undcliver.:!ble" Here 
returned and arc cxcJ.udec1 frot:! t~1e posted questionn~:":(':s .. 
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Representativeness 

Pvt. 

Cpl. 

Sgt. 

Table 2 

Distribution of Staff Questionnaires by Pay Grade 

n 
% 

n 
% 

n 
% 

Phase 1-1971::1 

Posted Returnedl Diff. 
.I-----r-~ 

1 
1. 75 

21 
36.84 

30 
52.63 

o 
o 

11 
19.30 

21 
JG .84 

1 
1. 75 

10 
I 17.54 

9 
15.79 

b 
Phase 11-1972 

I Posted Returned I Diff. 

I 3 
5.55

1 26 
48. 141 

25 
l~6 .29 

1 .i 2 
! 

1. 85 I' 3; 70 

16 'lO 

29.62 i 18.52 

19 
35.18 

, 
I 5 
I 11.11 

Ofi. n 
I 

5 I 3 
5.26 

2 0 o 
o 

o 
o % 

I
I 

% 
Total n 

8.771 

35 
61.40 

3.51 0 

36 
66.66 

::I'M t .. 1 d" d l' 1 1 If 1 L'our ques lOnnal.res mo.rxe un e LVC!:',:lD c ""nc. one 
questionnaire marked "deceased" v]er(: returne::d anti <.1:::e. ex
cluded from the posted questionn:.'!ires .. 

bFive questionnaires marked "undeliverable" ""nd t~,!O 
ques.tionnai,:::es M:~:,:'ked IIdeceased ll ,,"ere ret~rned and are 
excluded from the posted questionnaires. 
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Table 3 

Distribution of Administrr.ttor 
Questionnaires by Pny Ct'rH.lc 

Phase 11-1972<1 
Pas ted Returned Dirf. 

Sgt. n 
% 

41 25 16 
74.5!: 45.45 29.09 

Off. n 14 10 4 
% 25.46 18.18 7./.8 

Total n 55 35 2c-
% 100 63. 13 36.37 

aSlx question~c!i.'!:'es r:1.'Jrked "undeliverable" ~"ere 
returned and are excluded from thp postp~ questionnnires. 

================================~=======~ 

Representstivcness was determined by c0mDnrin~ the 

?ercent~ges of returns by pay gr~~e Rn~ hy ~eogrnphicnl 

location of training with related ~orcentages of ros~ed 

questionnaires. T-'lole 2 shaHS the m::mbcr of pC's ted <:\nd 

returned questionnaires by p~y ~rnde for th0 ~t:lff ror-

returned and are excluded from the posted qucscionnnircs fC'r 

stElff Phases I and II. ':'~c perc<.:n tf.lge is given f01: C"'~(,'1 

pas ted m:.ci rett:rr'(:!(], and n r e:-:-cen t,1ge ci£fercnce 
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colu~n is included. Percentcses ~-l(>re computed usin~ the 

: ~ 
..; 

total number of questionnaires posted. Table 3 shows t1.e 

same information for the ~dministrator personnel for P~ase 
., 

'i 

I \ II. There were six que~tionn.:lires marked undeliverable and 

1 
1 " one questionnaire marked deceased returned and are ex~luded 
'il 

from the posted questionnaires for administrator Phase II. :! 
., 

~ 
I 

tt' l· 
t 

Even though each Dhase ~ .... as conducted at two separate geo-

grcthical locations, and several of the training modules at 

-1 

~ 
~ 

the two locations were offered by different instructors, the 
~ 

IF ~. i 

! ., 
i' 

findings for both locations in each phase are combinpd. 

Tab!e 1 illustrates that all geographical locations 

were represented by at least 50 percent. Tables 2 and 3 

shaN tha,,: no C5.:-i:erence between the percentnge of pos ted and 

returned questionnaires exceeded 30 percent in any pay grnde. 

It can be concl~ded from th~ foregoing that the sample w~s 

representative of all the trainees in Phases I and II, both 

by geographical location nod by pay grnde. 

Demographic Data 

Demogrn,hic data, regarding months in service, 

months in corrections, other training in corrections prior 

to and since the P~ofcss:onal Development Institutes for . 

Military Correctional Personnel training, ~arital status, 

and years of education is given in Table 4 for both phases 

of the experirnentnl trnining program. The data revealed 

-78-



"'I , 

---;--- .. - '.-.'" 
'- - ... .. "- ... .... -
, , 

Table 4 

Demographic Data 

Months in Service Months in Corrections 

Phase I number 35 Phase I number 35 
Staff mean 113.7 StAff menn 3" 0 :J • _ 

Phase I+. number 36 Phase II number 36 
Staff mean 49.5 Staff mean 26.5 

Phase II number 35 Phase II number 35 
Admin. mean, 163.9 Admin. mean 59.6 

Other Trng. in Corr. Harital Status 
Prior to Since 
PDIMCP PDHICP Yes Div. No 

Phase I n 14 14 Phase I n 29 0 6 
Staff M 40.00 40.00 Staff % 82.86 0 17.14 

Phase II n 28 9 Phase II n 25 0 11 
Staff M 77.77 25.00 Staff % 69.44 0 30.56 

Phase II n 28 18 Phase II n 33 ') 0 L. 

Admin. M 80.00 50.00 Admin. % 94.29 5.71' 0 

YC2rs Education 
9 to 11 1I.S. Grad. 1 to 3 Col. Col. Grnd. 

Phase I n 2 21 J.O 2 
Staff % 5.95 60.00 23.00 5.95 

Phase II n 2 18 16 0 
Staff % 5.6 50.00 4lt.l~ 0 

Phase II n 2 15 14 I.l 
Admin. % 5.71 42.85 40.00 . lJ .. t.f3 
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the following variations among the three groups: First, 

Phase II staff averaged ~ss than half the number of months 

in service than Phase I staff and Phase II administrator ~u~-, 

jects. Second, Phase II staff averaged less than half the 

number of months in corrections than Phase II administrators, 

and over seven percent less than Phase I' staff. Third, that 

while Phase II staff averaged approximately the same amount of 

other training in corrections DS Phase II administrators 

prior to the training, they trailed Phase II administrators by 

25 percent and Phase I staff by 15 percent in this category 

since completing the training. Fourth, Phase II staff had 

13.8 percent fewer married subjects than Phase I staff, and 

24.8 percent fe,ver m"rried subjects than Pl1ase II administra-

tors. Fifth, Phase I staff had 17.48 percent fe,<i'er subj ects 

with higher than a high school education than Phase II admin-

istrators. 

It can be concluded from the foregoing that the 

gr0!ips possess cifferc.nt bDckgrounds ~ ,,,,hen compared '(\'ith the 

factors included in the qucstionn~ire. PhDSC I staff and 

Phase II administrators tended to exhibit more similarity 
, 

than did Phase II staff . 

The Tr:d.,ning ProgrD,'1l 

The investigation of the training program was con-

cernec with the trnining modules, the overall pr.ogram, and 

the subjects' comments. 
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The Tra ini ns- ~i:~I}~1s~ 

Table 5 

Hodu1e Eva1uation--Staff Phase I 

Lcarning :-!ociu lc Description XLTN. GOOD AVRG. FAIR 

Dynamics of Human Behavior artd Prison Life 'N 13 16 2 1 
'f:, 37.1 45.8 5.1 2.9 

Unders tanding DevLmt Behavior ~ 17 10 3 2 
A'.long Conft'le2S % 48.6 23.6 8.6 5.7 

--------_ .. ,- - .. . ~~ -------_ .. _ ... _-
Imp:!:"ovi t-;~ CorTee I:iona 1 Con1inunica tions ~ 15 7 9 1 

I 'I, 42.9 20.0 25.7 ex> 2.9 
t-' 
I -------. 

OvercO!ni.r:£ CC[1'."mntcation O:Jstacles N 12 12 7 1 
Among Confinees and Staff "'I ., 34.3 34.3 20.0 2.9 

Creative Approaches to Conflict N 9 12 10 1 
Resolution "" 10 25.7 34.3 28.6 2.9 

Insigh~s from Inmate Feedback H 9 10 5 3 
% 25.7 28.6 14.3 8.6 

Cultural Influence on Prisoner/Staff 1\' h 13 12 5 1 
Behavior % 37.1 34.3 14.3 2.9 

HUp.1sn Resources Development in N 11 12 8 1 
Correctional Fac. % 31.4 34.3 22.9 2.9 

U~d2rstanding Gtn~p ne~avior and Its i'T 16 10 5 1 
13plicAtions for Prison Life 

a, 45.8 28.6 1l+.3 2.9 /0 

.. 
,.,~ ;':'~.,,·.c"t,:~-!~~;:;""""'~.7~~4~~~ .;;.:-,~-. "~ lf~~~ ~';'.~i~.~,".':.~~~ 

POOR TOTP.TS 

0 326 

0 91.5
a 

0 326 

0 91.5
3 

0 32 5 

0 91. 58 

0 32b 
0 91.5a 

0 32b 

0 91.5
3 

3 30e 
8.6 85.8 a 

0 31d 
0 88.68 

-
0 32

b 

0 91. 58 

0 32b 
a 

0 91.5 

;.--'"~. 

. t 
./ 

\ 
i 

I 

~; 

I 
1 

I 
.' I 
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Table 5 (continued) 

Learning Hodule Descl.'iption XLTN. GOOD 

Interpersonal Skills for Correctional N 9 16 
Personnel 10 25.7 45.8 

Changing Role of Correctional N 13 14 
:?ersonnel % 37.1 40.0 ----_. 

Behavioral Strategies ,vith (.lilitary N 9 12 
Prisoners % 25.7 34.3 

apercent.:lges are. computed using 35 subjects. 

bThree subjects failed to answer this question. ~ 

cPive subjects failed to answer th{s question. 

dFour subjects failed to answer this question. 

r· 
~ ..... o 

AVRG. FAIR POOR 

6 1 0 
17.1 2.9 0 

4 1 0 
II.'", 2.9 0 

9 1 0 
25.7 2.9 0 

" 

<!., .. 

= 
TOTALS 

3Z
b 

91.5
a 

3Zb 

91.4
a 

31° 
88.6 a 

II 

" 

, 

'-~ 
'11 

1 
1 

I , 
1 
I 
1 

I 
I 
,I 

,~ 
·i 

I 
1 
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'l'nble 6 

Module Evaluation--Staff Phase II 

L2~rning Module Description XLTN. GOOD 

Dy~;}mics of Human Behavior and N 7 20 
Prison Life % t9.4 55.6 

G,lt:erstanding Deviant Behavior Among N 15 16 
CO~lfLlees .% 1~1. 7 44.4 

--... - --. ----
T.:q)):oving Cor~ec tiona 1 Cor.1!i1unica tions N 14 10 

% 38.9 27.8 

Ove;:~ol11ing CCr7'.Inunica tion Obs tacles N 13 13 
~~~n3 Con£in2es and Staff % 36.1 36.1 

.. -. ---

Cr~~tive Approaches to Conflict N 5 15 
~~.<2so1ution % 13.9 41. 7 

I~s~ghts from Inmate Feedback N 1 15 
% 2.8 41. 7 

~~-~.----.- -
Cultural Influence on Prisoner/Staff ~1 9 13 

3ehavior <10 25.0 36.1 
N 13 14 Cultural Influence on Dcctsion-~Aking 
% 36.1 38.9 

'~~ 

~,:. 
i II 
.~ 

~ 

I 

AVRG. FAIR POOR TOTALS 

5 0 2 . 34b 

13.9 0 5.6 94.5a 

1 0 2 34b 

2.8 0 5.6 94.5
a 

8 1 1 34
b 

22.2 2.8 2.8 94.S a 

5 2 1 34b 

13.9 5.6 2.8 94.5a 

8 5 1 34b 

22.2 13.9 2.8 94.5a 

12 4 2 34b 

33.3 11.1 5.6 94.5
8 

9 1 2 34
b l 

94.Sa i 

25.0 2.8 5.6 I , 
i 

5 0 2 34b I , 
13.9 0 5.6 94.5a 

1 
\ 

1 

1 
! 

I 
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Table 6 (continued) 

Learning Module Dc~cription XLTN. GOOD AVRG. FAIR POOR TOTALS 

Understanding Group Behavior and Its N 8 19 4 1 1 33
c 

Implications for Prison Life % 22.2 52.7 11.1 2.8 2.8 91.6 a 

Intcrp~rson31 Skills for Correctional N 7 18 7 0 1 33
c 

Personn-,: 1 % 19.4 50.0 19.4 0 2.8 91.6 3 

Changing Role of Correctional N 14 8 8 0 3 33
c 

% 38.9 22.2 22.2 0 8.3 91.6 a 
Personnel 

& 
:'0 
+:- Behavioral Strategies with ~ilitary N 9 16 5 1 2 33

c 
I 

Prisoners % 25.0 44.4 13.9 2.8 5.6 91.7a 

apercentages are computed using 36 subjects. 

bTwo subjects failed to answer this question 

cThree sub j ec ts failed to ans~·]er this ques tion. 
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Table 7 

Module Evaluatiun--Administrators Phase II 
-.- -
Learni'lg Nodule Description XLNT. GOOD AVRG. 
.-----
Xan~ee~ent of Change in Correctional N 16 9 6 

S:.·stems % 45.7 25.7 17.1 

Bch~vi0r ~odification in Military Correc- N 11 18 3 
!. ~.ons % 31.4 51.4 8.6 

.~-- . - .. ~--- --------
:.1;" ·J':)':·~:2(li.: ~)y Cibj12ctives in Nilitary N 13 15 3 

Cot:"~ .~c tio(~s % 37.1 42.9 8.6 _ .. _- ---._-_ ... 
2r~blc~-Solving Workshop N 17 11 3 

% 48.6 31.4 8.6 
...... _.-.'---_ .... --_. ---

I:;;;Y.)""il.\~ Cl:~,?nizi.1tj.onal E££2ctiveness N 13 11 6 
% 37.1 31.4 17.1 

-.-.. - .-.~-------

... ':~I:: 3" Heling 
N 9 17 5 
% 25.7 48.6 14.3 

~~'~~ibr Science Applications to Military N 11 12 7 
~_:~ccti0na1 Systems % 31.4 34.3 20.0 

-- ---------- -----_.-
~·:::,:1<3:;.:::::ent Sin:ulation 

N 11 13 7 0, 31.4 37.1 20.0 10 

-----------
!~proving Administrator/Staff N 15 8 3 

~,~l.:.1 dons % 42.9 22.6 8.6 

FAIR POOR 

1 1 
2.8 2.8 

0 1 
0 2.8 

1 1 
2.8 2.8 

1 1 
2.8 2.8 

:} 0 
8.6 0 

1 1 
2.8 2.8 

2 1 
5.7 2.8 

2 0 
5.7 0 

3 2 
8.6 5.7 

TOTALS 

33° 
94.1a 

33b 

94.2a 

33b 

94.2a 

33b 
94.2a 

;;0-
94.2a 

33~ 
94.2a 

335. 
94.2

a 

J3b 
91 •• 2a 

r' 31-
88.4

a 
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Table 7 (continued) 

Learning Hodu1e Description XLNT. GOOD AVRG. FAIR POOR TOTALS. 

Trends in Mi1it~ry Corrections N 10 13 6 1 3 33b 
Administration % 28.6 37.1 17.1 2.8 8.6 94.2a 

N 9 17 3 3~~f-~3jb a 
Staff Training Needs nnd Models % 25.7 48.~ 8.6 8.6 2.8 94.3 

apercentages are computed using 35 subjects. 

bTHo subj ects failed to answer this ques tio:l. 

CFour subjects failed to answer this question. 

-"" ... ~- .... " '''''~~''-
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Training ~odules in Tables 5, 6, and 7 were rated 

on a five point scale, ranging from "Excellent" to "Poor. If 

An· interpretation of the data 0as contingent upon the 

following factors. (1) The administrator and staff 

modules were entirely different. (2) Module eight for 

staff Phase I was different than module eight for staff 

Phase II. (3) The time and geographical locations ~"ere 

different for each phase. (4) There was an instrcctor 

difference between each phase. (5) There appeared to be 

a background difference between the subjects of each phase. 

The data indicated that (1) with the exception of staff 

Phase II evaluation of training module six "Insights from .. 
"-

Inmate Feedback, If the combined "Excellent" anti "Good" cate-

gories for each p~ase received better than 50 percent of 

the responses in every module. (2) The adminis tra tor 

Phnse II averaged higher in the combined "Excellent" and 

"Good" categorie::: than did tbe other groups. (3) Staff 

Phase II rated lml1est in the co:nbined "Excc;I.lcnt" and 

"G d" . 00 categorJ..es, (4) Both the administrator and staff 

Phase II groups had a substantially higher average of 

responSes in the combinc·d "f.:lir" and "Poor" cntegories than 

did the staff Ph.se I group. (5) The responses j.n the 

"Excellent" and ~'G(lod" categories fer thl";' combined phases 
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was 75.3 percent of the total responses. 

The findings indicated that, ~0,7ith the exception of 

training module six for staff Phase II, the training modULes 

were determined to be of value to the subjects, six and 

twelve months after completion of the training. The ten-

dency of the staff Phase II group to rate the modules lower 

than did the other two groups might be attributed to shorter 

length of service in the Corps, fewer months in the correc-

tional field, lack of involvement in correctional training, 

or mal~ital status. A conch.!sive statement regardi;:g the 

cause cannot be made without more res~arch involving con-

troIs for these variables. 
The Oveial1 Progr~ 

Table 8 evaluates the helpfulness of the total 

course for the professional development of military corrcc-

tional personnel for staff Phases I and II on a five point 

sC.1le ranging from "Excellent" to "Poor." Three subj ('.cts 

in Phase I·and three subjects in Phase II failed·to e'lslu-

ate this question and were excluded from this portion of 

the study. Subj ect to the contingency f:.~ctors he.retofo~e 

delineated the data indic~ted the following. C .. ) Phc.se I 

staff evaluated the hclpfuJ.ness of the total course for 

professional develo~~ent of military correctional perscnncl 

as bein.~ either "Excelle!1t fl or "Good" over 84 percent of the 
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Table 8 

Staff Evaluation of the Total Course 

Phase I Ph:lse II 

Excellent % 59.50a 

Good % 27.50a 

Average % 11. 50a 

Fai= % 1.50a 

Mum er of evaluations: 
Q-I Oa 
60' 

l~O .62 
b 

43.75b 

9.37b 

O.Ob 

59.70B 

34.508 

5.04a 

U.80a 

42.42
b 

43.4Sb 

O.Ob 

~~b ~J2a 
3.03b 

6,oc;b 
---~~.p:---~3~3~ 

aEvaluation by trainees upon completion of training 
to the question: "Hm.., would you rate the' overall prog'!:'am 
from your point of view?" 

bEvaluations by trainees to this study's question: 
"Evaluate the helpfulness of the total staff COl',rse for 
professi0nal development of military correctional personnel." 

cOf the 62 trainees attending Phase I, two trainees 
failed to complete this question upon completion of tr~ining. 

dOf the 35 subjects to this study, three s~bjects 
failed to complete this question and are excluded fLom this 
part of the study. 

eOf. the 61 trainees 
ees failed tc complete this 
t""'aining. 

attending Phase II, three tr~~n
question upon completion of 

fOf the 36 subjects to this study, three subjects 
failed to compll::te this question and are excluded frorr. tb~_s 
part of the st~dy. 
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time. (2) Phase II staff evaluated the helpfulness of the 

total cours~ for professional development of military cor-

rectional personnel as being either "Exc·~llent" or "Good" 

over 90 percent of the time. (3) There \V'ere no responses 

in the "Fair" or "Poor" categories for Phase I staff sub-

jects. (4) Phase II staff made no responses in the 

"Average" category. In comparing the subjects evaluations 

made for this study with those evaluations made upon com-

pletion of training, it was f00nd that Phase I staff had a 

decrease in the combined "Excellent" and "Good" categories 

of only three percent, and Phase II staff had a decrease in 

these sc:me combined catego:i'~es' of only four percent. Phase, 

I staff had a decrease of one point five percent in the 

combined "Fair" and "Poor" categorL~s, and Phase II ~t.?ff 

had an increase of eight percent in these same categories 

since the evaluations made upon completion of training. 

These findings indicated that both groups ~trongly 

felt that the total course was helpful for professional 

development of military correct:Lonal personnel. Phase II 

staff's sligbt ipcre2se of responses in the "Fair" and "Poor" 

categories, :md the a:)sence of th.:;ir responses in the "Aver-

age" category c:ispJ .. ,:\ys a tendency for this group to evaluate 

the question on the "all" or "none" method. While no 

I 
I 

·· .. ··,-,-·--·1 
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inference is made, the investigator could not fail to note 

that the demographic findings of these two groups indicated 

that the suuje:~ts in Pha3e I staff had a different background 

from the Phase II staff subjects. 

Table 9 

Administrators Evaluation of the Total CO\.lrse 

=-
Phase II 

Excellent '10 36.8a 44.llb 

Good % 48.la 41.17
b 

Average o/. l2.3a 8.82b 
.0 

Fair % 0.9a 5.8Sb 

Poor % 1. 9a O.Ob 
Number of Evalue:tions: S5e 34d 

aEvalu3tions by trainees upon completion of t-raining 
to the questiot~: "How would you ratc the overall pn'grarn 
from your paint of vie~·;?" 

bEvaluations by trainecH to this study's quest~orr: 
"Evaluate the helpfulness of the total odmin5_strator course 
for professional develoDme~t of m~litAry correctional per
sonnel." 

cor the 61 trainees attending Phase II, si~ trainees 
failed to complete this question upon completion of train-
lng. 

dOf the 35 st,.ll)ject~ to this study, 0'::: 5L:bject 
failed to complete this ques tion and '-Jas exc luded from 
part of the study. 
==--==== ========-' ---=== 

" 
Table 9 evnlu:;1tes the he1].",fulness of th..: total 

this 

course for the professio~al deve1.opment of military correc-

~~onal personnel for administrator Phase lIon a five p0int 

scale ranging from l!E:-:cellent" to "Poor." One subj ect 
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failed to evaluate this question and was exclud,ed from this 

portion of the study. Subject to the contingency factors 

heretofore delineated the data indicate the following. 

(1) The percentage of responses in the combined "Excellent" 

and "Good" categories were over 85 percent. (2 ) There ~-lere 

no responses in the "Poor" category. In comparing the sub-

t· jects evaluations made for this study with those evalua-, 

tions made upon completion of training, it '-las found that 

: 
there was a slight increl'lse in the combined "Excellent" and 

" I 

l 
"Good" categories. Also, there was a decrease in the "Poor" 

cate~ory. These findings 8hm'Jed that the subjects in the 
I 
1 
I' 

I 
administrator Phase II not only felt th~t the total course 

I 
\ 

I -- was helpful for professional development of military correc-
I 

i 
tional personnel, but that the favorable evaluations " 

, , 

increased six months after completion of training. 

Table 10 shm-ls the ::>taff Phase I; Table 11 shows the 

staff Phase II; and Tnble 12 shows the administrator Phase 

II evaluations of the training's positive influence on the 

performance of duty. The tables arc presented in two parts. 

Part one dealt with the subj ects' evaluations on the cour.:;e's 

positive influence on performance of duty. Subjects evalu-

ated part one AS either "A G'reat Deal," or "Somewhat," or 

"Not A .... _ All." ....... 1 1 . h h b' , l' . r'ar .. two (.ea t Wlt t e su Ject s eva u::~tJ_ons 

i' -92-
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Table 10 

Positive Influence on the Performance of 
Duty--Staff Phase I 

Did PDIMCP have 
a positive 
influence on A Great Deal Some~>Jha t Not a t. All Total 
performance N 
of du-.:y? % 

After PDIMCP train
ing, did your per
formance of duty 
improve in: 

Total N = 34a 

14 
40.0 

A. Personal relationships: 

B. 

C. 

With confinees? 
With correctional staff? 
With other Marines? 
With family? 

Better able to contribute 
the cf£c{; ti "veneS S ~(: .. ~.--

U.l. YUU.l. 

U.S.M.C. unit? 
Better able to contribute 
the morale of: 

'fhe confinees? 
The correctional staff? 
Other Marines? 

to 

to 

D. More concerned about humnn-
istic treatment of .con-
finees? 

E. More concerned about (;on-
finee rehabilitation nnd 
restoration to duty? 

F. Better able to promote 
constructive change in 
your U.S.M.C. -,.mit? 

19 2 35 
5/+.3 5.7 

Yes No Undecided 
% 70.6 26.5 2.9 
% 67.6 17.6 14.7 
% 61.8 26.5 11. 7 
% 55.9 17.6 26.5 

70 76.5 8.8 14.7 

% 6L~. 7 23.5 11. 7 
it, 61.8 23.5 lL~. 7 
% 4L~ .1 26.5 29,1+ 

% 73.5 17.6 8.8 

% 76.5 2.9 20.6 

% 44.1 35.3 20.6 

aOne subj ec t fn:U.cd to oWlll..!n to thj s porti'on of the 
questionnaire and was excluded [rom this pert of the study. 
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Table 11 

Positive Influence on the Performance of 
Duty--Staff Phase II 

Did PDIMCP have 
a positive 
influence on 
performance N 
of duty? % 

A Great Deal 
13 

After PDIMCP train
ing, did your per
formance of duty 
improve in: 

Total N := 3S
a 

36.1 

Some\"hat 
18 
SO.O 

Not at All 
S 
13.9 

Total 
36 

A. Personal relationships: Yes. ~. Undecided 
With confinees? 
With correctional staff? 
With other Marines? 
With family? 

B. Better able to contribute 
to the effectiveness of your 
U.S.H.C. unit? 

C. Better able to contribute to 
the mord Ie of: 

The confinecs? 
The con.:ectional staff? 
Other Harines? 

D. Mor~ concerned about human
istic treatment of confinees? 

E. More concerned about confinee 
rehabilitation and restoration 

% 62.9 
% 60.0 
'10 71.4 
% 6S.7 

% 62.9 

% 68.6 
10 60.0 
% 60.0 

% 7L~. 3 

to duty? % 77.1 

F. Better able to promote construc
tive change in your U.S.M.C. 
unit? % 51.4 

2S.7 
2S.7 
2S.7 
25.7 

22.8 

14.3 
20.0 
17.1 

l1.L~ 

It}.3 

28.6 

11.4 
14.3 
2.9 
8.6 

14.3 

17.1 
20.0 
22.8 

14.3 

8.6 

20.0 

a 
One subject ~Qi1ed to evaluate this portion of the 

questionnaire end was excluded from this part of the study. 
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Table 12 

Positive Influence on the Performance of Duty 
Administrator--Phase II 

Did PDIMCP have 
a positive 
influence on 
performance N 
of duty? % 

A Great Deal 
11 

After PDIMCP train
ing, did your per
formance of duty 
improve in: 

Total N = 35: 

31.4 

Somewhat 
20 
57.1 

Kat at All 
4 
11.4 

Tot.:>. 1 ---
35 

A. Personal relationships: Yes No Undccicled 
With contin~es? 
With correctional staff? 
With other Marines? 
With family? 

B. Better able to contribute to 
the effectiveness of your 
U.S.M.C. unit? 

C. Better able to contribute to 
the morale o~: 

The Confinees? 
The correct.ior.al staff? 
Other Harines? 

D. More concerned about humanistic 

% 70.6 
% 70.6 
% 79.4 
% 52.9 

% 82.4 

% 61. •• 4 
I., 58.8 
% 70.G 

treatment of confinecs? % 76.5 

E. More concerned abo'Jt cOllfinct;. 
rehabilitation and restoration 
to duty? % 73.5 

F. Better able to prornot0 con
structive change in your 
U.S.M.C. unit? % 50.0 

17.6 11.8 
17.6 11.3 
11.8 3.8 
20.6 26.5 

8.8 8.8 

'!.4.7 20.6 
17.6 23.5 
20.6 8.S 

20.6 2.9 

23.5 2,,9 

26.5 23.5 
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of the improvement in performance of duty aft~r training in 

the following arens: (1) Personal relationships with con-

finees, correctional staff, ether Marines, and family. 

(2) Ability to contribute to the effectiveness of their 

Marine Corps unit. (3) Ability to conrribute to the morale 

of confinees, correctional staff, and other Marines. (4) 

Concern about humanistic treatment of confinees. (5) Con-

cern about confinee rehabilitation and restoration to duty. 

(6) Ability to promote con's true tive change in their i":arine 

Corps unit. Subjects evaluatGd pnrt t~\lO either "Yes," or 

lINo," or "Undecided." 

Subject to the contingency factors heretofore 

delineated the data indicated the follm·ling. (1) The aver-

age for the three groups responses in the combined "A Grc:~t 

Deal" and "Somc\\'hat" categories ,·l:3.S 87.7 percent. (2) 

Phase I staff subjects \\'e::"e the highest ,dth a 95.3 percent 

response in the "A Great ])o::tl" and "S ol11m\'hat" categories. 

(3) Phase II staff subjects ,\lere the lo\vest ~\lith a 36.1 

percent response in the "A Gre::lt DI~alfl ~md "Some\,'hat il cnte-

gories. (II') The ('\venlgcd "Yes" responses to the qucstions 

rer;arding the i:np1'.."ovemen t o{= their ped:ormanc e of elL! ty o.f:ter 

training for all 5~rO\lps \,'as 65.1+ p(!rccnt. (5) The .... vcx·-

aged "Undecided" rO~:)()~1"'C 20.r c~ll f,r.c"-';-'~ was ll~.I+ percent. 
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(6) The a~eraged "No" response for all groups to the 
'\ 

question iegarding their ability to promote constructive 

change in their Marine Corps unit was 30.1 percen~. No 

o::her category received so high a "r-:o" l.'csponse. (7) 

Phase I staff subjects fclt they were either not sure r 

unable to contribute to the morale of other Hr.trines 5':> 

percent of the time. These differcnces not\vi ths tanding, 

it ,vas shovlt; that all three groups ovenvhelmingly felt 

that the Professional Development Institt)tes for Military 

Correctional Personnel's training did have a positive in-

fluence on performance of duty, and that the majority of 

the subjects felt th.::tt the pcrform;mce of duty improved in 

connection with their personal relationships. 

Table 13 shows the results of the subjects' rccom-

mendation that this type of training be considered as ~ 

requirement for corrections inse~vice trnipi~~ and the 

military occupational s~~cialty ~csignation in corrections, 

and that a similar type of behavioral sci0ncc course be. 

included in the leadersh:'p training of non-co~u!liss::'oped or 

corrmissioned off:i.ce~~s. Subjects were <'l,,1:;od to respond to 

"Yes," "No," or "L'ndecic:(>c~.·: 

Subject to t~c contingency factors heretofore 

delineated the cJ[ltn i.n~::'c .. ~te t:]1C ~olJQ\·li~::.~. (1) Phn:~r> II 
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Table 13 

Recommendation of Training 

Staff--Phase I 

Would you recomm~nd thot this type 
of tr~ining be considered as a 
::equircment for: 

A. Military correctLons in
service training? 

B. The MOS in corr0C tions? 

Would you recommend a similAr type 
of behavioral science course be 
included in the leadership training 
of N.C.O.'s or Officers? 

Total evaluations considered,' 35 

Staff- -Phase II 

~.;roulcl you recommend tha t this type 
of training be considered as a 
r~quirement for: 

A. Military corrections 
inservice training? 

B. The }1.0.S. in corrections? 
Would you recomrnend a similar type 
of behavioral science course be 
included in the leadership training 

Yes 

% 88.6 
% 91.4 

% 94.4 

% 83.3 
% 83.3 

of N.C.O.'s or Officers? % 83.3 
Total evaluations considered: 36 

Administrntor--Phnse II 
Would you recom~end that this type 
of training be L0nsidered as a 
requirement for: 

A. Military Corrections 
inservice training? 

B. The ~.O.S. in corrections? 
\o:ould you rec(}:nmenu :l s i.milor type 
of behavioral science cnurse be 
included in the lcndC!r:.;hip training 
of N.C.O.'~ or Officers? 
__ T,...,.ot:;:a.i eva'luat.A'lS considered: 34a 

'1~ 89.0 
% 91.1 

1..100.0 

No 

8.6 
o 

2.8 

13.9 
11. 1 

8.3 

5.9 
2.° 

0.0. 

Undecided 

2.8 
8.6 

2.8 

2.8 
5.5 

8·.3 

5.9 
:.9 

0.0 

aOne subject failed to evaluate this question and is elCclllded from this 
port~on of the study. 



staff made substantially more "No" responses than either 

Phase I staff or Phase II administrator subjects. (2) 

Each indi.vidual phase made more them 80 percent "Yes" 

responses to every question. (3) Phase II administrator 

subj~cts unanimously recommended .3 similar type of behavioral 

~cience course be included in the leadership truining of 

non~co111'.nissioned or corrrrnissioned office~s. 

From the above findings it can be concluded that 

regardless of which phase of t1."aining the subject ~ttc!1(~ccl, 

he unquestionab:y was in favor of making this type of train-

ing a requirement for military corrections inservice train-

ing and for the military Occup:ltional specialty designntion 

in corrections. He alsu felt that a similar type of ~ehnv-

ioral science course should ba in~1udcd in the leadership 

training of non-commissioned or conmissioned officers. 

The Subjects' Comments 

In tae judg~mcnt of the resenrchcr the written 

comments of the subjects ellric~1 the totnl (ktn. For this 

reason the 61 comments r~;.:ei'1ed ~re p:lr::1phrn!;cd in Tnble 

14. Substantial dupljcatcR a~e el';'m"in,:ltcc1 nnd indicnti_on 

is n'lj-ed of hm" many ti'nes the duplica tion (\ccur:... ed. 
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No. 

1 

2 

3 

4 

5 

6 

7 

8 

9 

10 

11 

12 

13 

14 

15 

Table 14 

Cormnents 

Comment Occurrence 

The course helped a great de.al. We need 
more of the same. 

Very good course for E5 1 s and below. 

Very good course for E5's and up. 

Should be mandatory for everyune. 

Great. Since taking it have recommendations 
in for nm.; conEinee programs. 

Great course, but had little, if any, impres
sion on this commdnd. 

Course helped me in de~ling with prisoners. 

Outstanding. Should be required for all 
correctional personnel and leadership 
programs. Also nc~d rp~~csher courses. 

Course is too anti-military. 

Like more in-dept~ st~dy on Behavior Modifi
cntion. 

Needs more emphasis on pol:tcy, technique (lnd 
procedure. 

Should be presented by military personnel. 

A defi.nite asset in my military and post
military career. 

Con£inee needs courses so he could under
stand the staff behavior. 

Needs more emphasis on the effect onels 
performance has on others. 
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No. 

16 

Table 14 (continued) 

Comments 

Excellent course, Makes me m-Jare of my 
w~aknesses. 

Occurrence 

1 

17 The course added subst.:lnce, knO\"ledge, and 1 
visible meaning to ",ha t I ahlays prac ticed. 

18 Excellent course, but the Marine Corps is 1 
not ready to accept a good ~or~ectional 
prqgram, as long as the "Pound of: Flesh" 
is st.Ul needed. 

19 Knew how to instill fear ancl discipline 1 
before the ,-ourse Hnd can still cut it 
after atcending the course. 

20 Great course, but rlo something for the man 1 
that keeps his nose clean. 

21 

22 

23 

24 

25 

26 

27 

Excellent course. Should be given at the 
U.S.N. DiSCiplinary COITt'11an(r, Portsmouth. 

1 

Fantastic progrcm, but the igno~ance of 1 
Camp Pendleton Corr. Fac. administrators 
will have to be overcome to be beneficial. 

Course proved ma'n should not be locked up 2 
for unauthorized absence. 

Everyone ",,,mt'2d to b.ecomc involved during 1 
training bllt did nothing about it nIter. 

Course reinforced my beliefs nhout pruper 1 
treatment of a fellow human. 

Important in the development of bnsic 1 
attitudes of officer concilcintcs. Perhaps 
less .incompetency in the fi eld ~voulcl resul t. 

Need more st~~ics on prc~udicos botween 1 
confinee-con::; nee and f tn ff-co·1f:inee. 
There is vc~y little in thQ course on 
rac~al prejudices. 
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Table 14 (cpnt~1ued) 

No. Comment Occurcence 

28 Need more on gl. i..evances between senior 1 
staff and officers towards Jr. enlisted 
men--especially guards. 

29 Hore consideration to members of correc- 1 
tional staff for thoughts and ideas to 

30 

31 

32 

improve the field. Also, corrections per
sonnel should be care£Jl.1y selected. 

Extremely frustrating and aggravating to 
learn a change and not be able to apply it. 
Learning wa-s ignored by superiors. 

Material presented hit home where it was 
needed most--those working in corrections. 
Should be continued and expanded. 

The course contributed to my being selected 
for a college program in police science and 
to my being selected for Warrant Officer. 

1 

1 

1 

Total Occurr~nces: 61 

Examination of Table l~ revealed the foll0win~ 

factors. (1) The 61 comments represented over 57 percent 

of the subjects of this study. (2) CO~lent six occurred 

20 times. This represented ovc.r 32 percent of the tot<!l 

comments. (3) Comment o~e occurrecl iour times. (I.) Com-

ment 13 occerred three tiwes. (5). Cowments three, four, 

six, seven, and twenty-three of.:curred t\,'O times.. . (6) All 

other comments o'2~m:red once. (7) Only COMments nine and 
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nineteen are vie,oJed as unfavorable to the program. These 

two comments represented less than four percent of the 

total comments. (8) Comments 6, 18, 20, 22, 23, 26, .and 

30 indicated that nine subjects felt the coerse ~as of a 

value, but influencing factors not under t~e control of the 

course must be resolved if the training W2S to be of opti-

mum benefit. The COT.ments support the subjects' favor~ble 

evaluations of the training program, and offer valuable 

suggescions for planniD~ future programs. 

Sum.mary 

Th"! chapter Has presented in t,,70 parts. Part on(-! 

was conce~ned with the adequacy and represent2tiveness 0f 

the sample, and included demographic data re~arding mont~s 

in se::-vice .• months in correc tj.ons, other trcininf, ~.n cor-

rections, marital st.qtus, and ye.:n:-s of educ,'lt':"on. P."lrt t\W 

dealt Wit~l the subj ects' evalua tioT1s of the tr:1in:Ln~ pro-

gram, and included <'. discussion on the subj ec ts' COill.'11Cnts 

on the program. Y[)C data were presented in t;:ble form. 

The return of: more than 50 percent of the posted 

questionnaire for each ::ra:'.ning pl"!<'.r,,:, WL'lS c1ctcrl!"in~d to 

satisfy the adequc.cy of thr.> sample. Represent.:.:tiveness of 

the sample \-Jas de':::·::.:mined hv cO!l~p;:\rin:; the perce~1t2g2 of: 

-103-

: 
. 1 

J J. 

;. ; 

;i 

1 , 



___ • ___ .n __ ~ . 

with related percentages of posted questionnaires. The 

representativeness of the sample ,1as determined to be met 

'When the findings showed that all geographicL\l locations 

were represented by at least 50 percent, and there was no 

difference between the percentage of pos ted and returned 

questionnaires exceeding 30 percent in any pay grade. 

Demographic data indicated th3t the three groups possessed 

di.fferent backgr.ounds. Phase I staff and Ph~se II adminis-

trators tended to exhibit some background similarities. 

The training modules, the overall program, and the 

subj ects comments , .... ere utilized to evalua te the training 

program. TI1e training modules were rated on a five point 

scale, ranging from "Excellent" to "Poor." A combined 

average of 75.3 percent of the total responses was made in 

the "-Excellent'l and "Good" ca tegorics. The subj ects I 

evaluations of the 0verall program \?8S presented in the 

following three parts. (1) The course's helpfulness for 

the professional development of ffillitary correctional per-

sonnel. (2) The course's positive in'fluence on the pcr-

formance of duty. (3) The stlbj ects' recommencn tion of the 

training. The subjecls evnlunted the course's helpfulness 

on a five point s~3le, ranging from "Excelient" to "Poor. n 

A combined average of 86.3 percent of the tot.::!l responses 
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was made in the "Excellent" and "Good" categories. The 

subjects evaluated the course's positive influence on the 

". performan<;e of duty by responding to "A Great Deal," IISome

what," or "Not at All." The average for the three groups' 

responses in the combined "A Great Deal" and "Some~vhat" 

categories exceed 87 percent. 1he subjects' recommendations 

of the training program exceeded 89 percent. The subjects' 

comments supported the favorable evaluations ':lfthe train-

ing program, and offered valuable suggestions for future 

programs. 
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o Chapter 5 

SUMMARY AND CONCLUSIONS 

The study Has conducted in conjunction 'vith Phase 

III of an experimental training program designed by the 

I 
Professional Development Institute for Military Correc-

t' 
j 

tiona 1 Personnel for United States Marine Corps correc-

I tional. custody personnel. The purpose of the study was to 

!, collect and analyze, six and t"lelves months after completion 

of training, the trainees' evaluations of the program. 

Factors evaluated were: (1) The training mod~les' useful-

ness. (2) The helpfulness of the total course fOJ: the 

- professional development of military ,.orrectional personnel. 

(3) The program's positive influence on· the performance of 

duty. (4) The inclusion of this type of training as a 

requirement for military corrections inservice training and 

the military occupation specialty in corrections. (5) The 

recommendation that a similar type of: bel1."lVioral ~cience 

course be incluced in the leadership tr::lining of 1"'..on-

commissioned and commissioned officers. A theorcticCll bnse 

was established and the objectives of the research were 

stated. Assumptions, limitntions, end definitions peculiar 

-
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co the study were established. The importance of the study 
, I 

was related to the establishment of a professionnl training 

program for United States Marine Corps correctional custody 

personnel. A revie\'1 of selectl'd literature pointed out the .'1>. 

need for such training and some of the efforts that have 

been made. 

Subjects of ehe study were 106 United States Marine 

Corps correctional custody personnel who attended one of 

the f1rst two phases of the ~xperimental training program. 

In order that a comparison of findings coult1 be accomplished, 

( subjects were divided into three groups. Group I was com-

posed of all personnel who attended Phase I of the progr~m. 

Group II was made up of all staff personnel who nttend0d 

Phase .11 of the program. Group III was made up of all 

adminis trator personnel \'1ho a ttendec1 Phf.l.sC II of the. IW0;" 

gram. Phase I was completed in the Fall of 1971. and rhn~c 

II was completed in the Spring oF. 1972. Tll(' inntnll:>ent 

used to gather the data wtlS n qucstionnnin' c1c'slr,ncd hy ~':'1(, 

researcher. The method of collcctinB nnd .nnnly~in~ th0 

data was discussed. The findings W0rc presented in table 

form with discussion. 

The respondents were found to constil~lJtc both an 

I 
I 

I 



attended both phases of the experimental training program. 

o It was found that the "Excellent" and Good" categories 

accounted for 73.9 percent of the trainees' evaluations of 

'1' ,; o 
the training modules. The trainees' evaluations of the 

total program's influence on tne performance of their cor-

rectional duties indicated that 90.5 percent of their 

responses \o,1ere in the "A Great Deal" and "Some\.,Jhc>.t" cate-

gories. Eighty percent of the trainees f evaluations were 

in the "Excellent" and "Good" categories when they evalu-

I. 
ated the,helpfulness of the total course for the profes-

siona1 development of military correctional personnel. 

(> 
In conclusion> the findings indicated that the 

trainees, six and t'\velve months after completion of train-

ing, still felt that the experimental program was of posi-

u tive value. They supported the institution of a simiUlr 

type of course for military irlservice training and for the 

military occupational specialty in corrections. The sub-

j ective data provided by the trainees in the form of 

comments on the questionnr\lre instrument offC'red valu<lble 

suggestions concerninr; adtlitions that should be mnde to the. 

program, personnel that should be considered for the progra~~ 

and utiliZ8 tion of the training in the per fOD11nnce of thcd_r 

correctional custody ducies. In the researcher's judgment 

'". 
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both subjective and objective data of the study provides 

useful evaluative information. 

Editor's Note: A n~re complete description of the Professional 
Oeveloprrie'iltTnstitutes for f~nitary Correctional Personnel and the 
subjects responses during the exper1ment~1 training may be obt~ined 
from the Office of Naval Research, Organizational Effectiveness 
Programs. Arl ington, Virginia 22217 (Contract N00014-72 .. C-0165), 
or from the course contractor. Manag&nent ~ Organization Development, 
Inc., Suite 3. 8060 La Jolla Shores Drive. La Jol1a,Ca1ifornia 92037 
(refer to Action Res(~arch Reports flo. 1/2 on Phnned 1hange .!!!. the 
"'11 ita!.'! JusffCe" ~1stph by Dr. l'fhffipR. Harris. Pro ect [Hrector. 
phase One. Jan. 19 2; lise T\'iO, Sept. 1972). 
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[lJ EVELOPMENT 
Inc, 
BO~ 2311. LA JOLLA 
CfllIfORHIA 92037 

APPENDIX A -
Transmittal Letters to Subjects 

'l'ul Murlne Curpa ,\: Ntsvy Partic1ptinta in the !.Jlllf 

PHILIP R HARRIS, f'tl 1:'. 
',.t,d ... ' 

IIC : ,\).',411 114 I "').J~JI 

PR!.Jt'fJJlOllhL DJ::Vf;WPlo\r;N" IN!iTl'l'UTI:;!; ,'Uk !':ILITARY (;Okh';Vi'luNAL )·I::R!i!.JN:n:t. 

Croctin(!6, again! You !!lAy recall th"t in 0:1 thor I':!'I! IIr l'J'12, you .... err 
Ii vl\lucd participant in Ii traininc )"'JlH:arch projuct cunductt.!d ulll)cr the 
8purt~or~bip of th~ Ufflc~ of Naval Research. Thooe of yo~ .... ho .... "ru 1n lhe '71 
15ee010no at M~RD /lnd PorldlotOll, or the '?2 A.11. 80:l .. 10no ill Lojcuntl 0.' Pendleton 
vero 1n tho otaff couree. Thooo who tQo~ the P.M. aeB6ion" 1n '72 in Lcjcuno or 
Pendleton .... oro-In tho a~~inlatrator cOUtBo, 

Ae the contrnctor on thie project. we aro now conduct1n~ g follo .... -un 
lItud'l of th'l trelncno rolativ,' to tho offectivcne3:l of the lUllrninF; expu!"icncc. 
\/1 th the encouragel:lcn t of the Socur1 tioD end [J1W Bnforcu"'en t !Joct10n, Hondquur~"rs 
Yollrine, all well as thu llupporl of the Uffice of lIaval RODcarch, \Ie aro ankir,G you 
to cool'Jrate by fillinp, out the enclooud qu·." .. tionIlairo alld returninll it lu un 
at your ~6rlie8t convanloncc! 

At the openlnll of that trainine. 1 inforc:ed you that you "ere an ir.portant 
part of this 10nu-runt:e renearch, nnd that yuur "feedback" \las etJsentilll to u". 
1 e!Op!lal'li::ed then that we werc developinc a prototyp~ tr,<illiOl: proerao in hU!llan 
\JehJlvlor'that miuht evontually becomo a rOVJlar purt of correctiol1o.l in-oervic<.: 
educa tion. Hopefully, those courno!! which focuo upon human behavior and poopl" 
eenagooont Elkills will becomo a rcquire!:lont for the MOS 1n t:urrectiollll. 

In !'.arch 1\1T5 W€ ore plllnnblR two """,lnnrll for 0.1 lilury lralnero, thoeu 
r.arinen IoIho .... ould bo roopcno1ble for to/l.chinr.; the couroc:.! for thoBe no,,1y ""uicnoJ 
to flIil1 tery corrllctiono, \/e .... ould 11k" to ohure IoIlth thoDu Morine trninero the 
resulta of this pr(lol)nl nurvey. Your 02ini<:;n 10 important to U/l! t:l1ny of you tt'ld 
us at the timo of the "OS Diann that the PDl~C? .... ao different froo nny oth~r k1n~ 
of tn\in! nl: you had in the oi11 tliry tor it IoIa.~ 00 varied nnd pDmit tod croup 
pIlrticip.!ltion. nut ~.D you look \:!lC~ on that lcarning experienco, .... hat impact did 
it have on your life Ilnd attitudo"? Uow helpful \ln~ it to you in your cor!"cctional 
or othor C11Jitary dution7 PL::A:JE TAZE TBI:: Tl!,;!:: TO PROVID!:: THE: INFOm;ATJ.o:I HEQU::5'l'ZD 
0:: Tllr:; :;I:~rLI:: I:IQlJrny "OR.!1. 

Th".othcr b.,hl\vioral "cionc') con"ulthnl!l anti m:m"lf .",joyed IoIorkinl: with you 
1n lhceeptiot t .... u :I.:IIro, und .... e hopo you .... ill continu" tu 6:ltli"t ue nt)" for tho 
(;ood of tho Corp ... Th" in[orrl"tJ()n yuu pro'/iue i6 oonfidcnliol nod n'" 1n(U'li(~.!l. 
wUl ho id"nl1f1.l)rl. OJr roprol·t t.o UlIf( nnd U:;!·\C will lio 1n lonne of erot'P utI'lUIlUCIl. 
TIU.!'r: Y0U :;0 r-:lJCII rOil YO':!] Iflo;Lf'. 
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f.PPENDIX A (continued) 

mANAGEMENT & 
«t(';'.y, d' Ilf .... \ I ••• • 

\ . fi) 11\,'" \ I " .. I 'I' ":.:J.J.' _t. .!.ll. 

ORGAN IZA nON 
the f"'n6~tMtnt 

01 (hln~t 

tt~ EVELOPMENT PtilLlP R. IiIlRRIS, ['II 0 ".,Id ... , 

Inc. "rc ... ' •• IC.I/ .... ".'q ...... Col'lh,ll,lll 

BOX 2321, LA JOllA 
CALIFORNIA 92037 flC,." 11'-' 114 {t'\J-Ull 

December 11. 197? 

TO: to\arlne Corps t, Navy Particlpllnts In the ONR 
PROFESS 10r{AL DC:VELOP~:£NT lUST! i'iJT£S FOP. MIl.! TARY CORRECTlO~:flL PERSO'm~L 

We have not receiv(,d the previous Inquiry form maned to you on Octcbpr 30, 
1972. Your reply Is needed In order th"t a proprr evaluation (:1"y hI' mao'! In 
our follow-up study of the tralne('~ reldtlve to the cffrctiven('~s of the learning 
f!xperfence:---rtWciuld be ')relltly ap:l-ecl,)trcJ if you .W'1ulcl flle,",c com;>h·te the 
enclosed simple Inquiry form and return In the envelopr provldp~ as soon as 
possible. If you have alrcMJy filled ou~ th" 4uc-.tlonn,,1re previously sent you 
on Octoher 30th, and have m!lllerl 1t to u~. than you may dlsrceJard thls l'upllcJtl' 
form. 

Thank you, again, 

Enclosures 

for yout· ccopcratlon . 

..sdj(~.(-~ 
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Dr. PhIlip R. Hhrrls 
Proj~ct Director. ONR 
Contrilct :m0014-72-C-0165 (PC-oC':Jl) 

:.,. 

I.. 

\. 

.. 



-, 

APPENDIX B -
Follow-up Survey Instruments 

Staff and Administ,"ators Courses 

PROl'ESSIOI'LAL DINELOPl'!ENT HlSTITU'I"ES 
ron KILI'U.nT (''O::..n.ECTIOi"u'IL PE!tsoNtm (PDu«:P) 
U. 56 "'~!l1E CO;u'S/vr:1':::CE Olf t'lt.VAL RESPlillCU 

tfAMCIDmrrr AIm OlG..'illI~'rIO" Di'.\UOPl'GmT. INC. 
CO:"'T"...t.CT .:OO014-72-C-0165 (I'{;e~Ol) 

rOLL 0 V - UPS U R VEt 

Dlreet1o~: Plealle enec~ the mont appropriate snever or eupply the lnfo~~tion re
queated to the beot of your ability. If the que6t~on docs ~ ~~~\~ 
to you. vrite in "N.A." Additional cOmments arc ",elcOI:le on page: 4. 
Thank )'OU for your cooperation! 

PART I 

1. Prellent rllo'x7 _____________ _ 2. Out:, Station, ________ _ 

3. Lennth of Servic~: --ycarll ___ monchs 

4. Illlve you received Bny pro=tion elnce the: I'DT.HCP trdning? Yell___ No __ _ 

5. If you have left the Service, "hat 19 your present occupntlon? ___________ __ 

6. Indicate your hlghent level of educatio,,: 

A. ~th to l!t~ ~!:nde D. College g~eat!!!te 

n. Hlct· School grcd~te or E. Mcater'lI degree 
equ:1vclenc)' dlplo= ____ 

F. Other 
C. 1 to 3 je4rl! college ___ 

7. Cheek if you are current ly en.gllged ln ltoy of the follovlllS ed\lcat1.0n..'11 pro~':r.-.'J: 

A. Ir.service tra1.nins D. CorreRpondence courllo 

n. tlon-degree! courllc v(lrk E. Othcr3 (~pecif,) ( 

C. D~~ee CO\lr~e ~o~k 

8. &nYe you tnien ony other tralnio$ 1n the field of crlmln..~l juatice or correct!on~? 

A. Prior to rn~CP? iel'! 

n. After PD!~~P7 Y,,/J No 

9. Check the FUIKCr trl'linlng couroe vhlch you ntt~nded: 

t. TY(le: 

II. 1'J71 :-O'c!"I, SliD Dt~.p.o __ _ CIIl'll' Pendletc.n _. __ 

1977. t,;I';II'P J."jt'llnf! Cnml' Pendleton 
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10. 

11. 

12. 

13. 

14. 

15. 

APPENDIX 8 (continued) 

A. During that training progra~, ~ns your duty assignment et a correctional 
facility? 

Yes ',,"nt bUlct? 

No ___ _ ~lnt billct' _________________________ ___ 

II. Do yo'-l ~ have a. duty nSBir,n!:lcnt in correct!"ns or a re1ntcd activity 1n 
the field of milltory cr~~innl juntice? 

Whnt b! 1l ct 7 ________________ _ 

No _____ _ ~Int b!llc:? __________________ . 

A. Old you have an M.O.S. in corr~ctionn nt thr time of the trnlnlnR pro~rn~? 

Y~tI No 

B. Do you have an 11.0.$. 1.n correctlonll lit present? 

Yeti No 

A. Did you volunt~rily choooe the military corrcctional fi~1~1 

Yea No 

B. How 101~ in corr~ctlons? ___________________________ __ 

As a reBult of PDLv~P treln~n&. do you; lnd II. military correctio~~1 nBni~~cnt 
e"re acccptable? 

Yea No t.:ndl'cldrd 

Would you nov conoider e port-~crvlce cnr('cr in the correctlon~ field7 

Yes t:o Undecidl",l 

Ptd the PDn;cp trnlnln.'J. l.':!Prov~ your: 

A. Job Ilttitude7 "leo No IJn,l~cl.d,.d 

B. t'..oral-e7 YCfJ !\n Undcci,jl"o 

16. I.'id the trr.inir.::; !':l.~ll'~nce yocr cl".r('cr :;0,,"1? 

I\. gre!l!: <'.<'!.:'Il ___ . Not lit 1111 ____ _ 
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APPENDIX B (continued) 

(rlote: To be completed, only by those who attended the ?t.aff ~.) 

l7.A. Below are lioted the titleo ~, the eubjecta t~at have ~nde up thp pro~ram 
in vhich you participated. Plcoee evaluate thene learr~nrr. ~odulco or 
seceionn individually in te~o of their currGnt ueefulncDc to you in 
your military aSBigument. Plenoe use the following scale: 

Learning 
Module g 

E xe.e.U.en:t 

2 - Good 

AvVtltge 

- r-aJA 

5 - POOIl 

I. Dynamics of HUl!'.'!11 Behav10r and Prison Life 

II. Understanding Devient Behavior Among Conf1nece 

III. 

IV. 

v. 

VI. 

VII. 

VIII. a. 

VIII. b. 

IX. 

X. 

Xl. 

XlI. 

Improving Correctional Communicetion 

Overconing C~unication Obstacles Among 
Confineeo snd Staff 

Creative Approaches to Conflict Re!Jol~ltion 
A:o~o Ccnfiuccc cnd Stnff 

InBights from ID!!!.B.te Feedback (videotape playback) 

Cultural Influence on Prioooer/Sta[[ Dehavior 

Cultur~l Ioflucnc~e on Decision K~king (1972 couroe! 
-{)R-

HUIl!J.ln Reoourc:eo Develo?ment io Correctiont1l 
Facilitlca ~197l couroeJ 

Uru.\er!ltanding Croup ,BehaVior and ItB lrepl1cAtiono 
for PriooD Life 

Interpersonal Sk1110 for correctional rer~oone! 

Chnnging Role of Corrcctionnl Pernonnel 

BehaviorL\l Strate3ie!l with Hil:!.t.\l.ry Pdoonere 

B. Uoi~8 the above rntinp, Bcale, plcooe eVlll\!1l.te the hdpftllneslI 
of the ~ Btllff ~~ for the profeo91onnl d'!'1elop~nt of 
military correc~loP~l pereonnel. 
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APPENDIX B (.:.ontinued) 

18. Did th~ FDrr~p training ~nv~ & pooitive influence on your performance of luty? 

A Br~t deal _____ - Somevhnt 
Not at all _______ 

19. After PDlYXP training. dld your perfOrm3nce of . ~ty 
~AProv. io any of the !ollow1nn wayaT 

A. Perllolllli reL'.':i o n:lh1pa: 

Vlth confine~lIi 

W1th correctlo~l IIteff? 

With other Y~rioco? 

W1th f!l~lily1 

D. Better able to contribute to the effect1ve
nooa of your Marine co~?o ~nit7 

C. Better able to contribu~~ to the mor~l~ qf: 

Tbe confineeaT 

The correet1.onel !ltllff? 

Other Madnea? 

D. Y.ore concernod nbo'Jt hl~:-.nir:':ic trt'_"Itt:ent 
of confin~e!l? 

E. V..or!!! ,:~et'tlecl c.hout confinee re~",bll~.tn
tion and reeJt:ort!t1o::l. to duty? 

r. i}ett:et' c.bleto pro:".ote C'oll.':ltruct;lve 
cbc~e in ,-our I(. ... r~ne CO~l'!l uni t 1 

20. Hould you -cec=nd ch.:1t thi" typ~ of t:o:'1111'i0 3 
be cOn:li~cred aD n rC'~u!r=r.':: fo'~': 

D. The M.O.S, in correctl~? 

21. Woul~ you reco~end II e1~lnr t)?e of. behevi~ral 
aciC::l.co cou1.'I)/I be l~luded ~n the l~~dcrr.~~? 
trA1n1D1 of N.C.O.·~ or Of.(!ccr~? 
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APPEt\TJ)IX B (continued) 

PART II 

(~: To be completed only by these who attended the adm1n.1strators' ~.) 

17. A. Below are li9te<l the titles of the Rubjects that h,we IMde up the "ror,rll.:" 
in which you participAted. Plenoc C·Jnlllnt.! theoe lelll:nlnr. r:lOdulcl! or 
leaqionn individually in termll of thcir cutr'f.'nt usefulnca(l to you in 
your m1litnry 1l8sir.m::ent. Pl'!aRc ulle the following Reale: 

3 - AvrJla.ge ; - POo.\ 

Good 

Learn1.ns 
Hvdub , Scale 0 

'., 

XIII. 

XIV. 

~. 

~I. 

XVII. 

XVIII. 

XIX. 

XX. 

XXI, 

XXH. 

XXII 1. 

Hanagem~nt of Chnnr,p. 1n Correctional Syllteme 

Behavior Hodlf1cfttion In Hilltary Corr~ctlono 

Management by Obje~tlv~A in Militnry Cor.rectlon~ 

Proble~ Solvin~ ~orknhor 

Improving OrgnniT.lltional F.ffectivcneo8 

Ten~ Building 

BehRvioral Sclenct' Apl'l1cntiono to Hilitary 
Correetl.onal Systen; I 

~J1negetllCnt Sil!luln:lon 

lmprovl.ng Ad",ln1/ltcntion!Stnff Rt!llltion8 

Trende 1n Hilitary Correctionll \dministrution 

Staff !ra1nlu?, Needu nnd Hod~lB 

B. Uniog the 8bove rntin?, ncale. pl~ngc cv~lu~t.p. the helpfulness 
of the totlll I\d",1.nl.nt.rlltorn' ~!"~!..~ for the r rof('ollionnl 
develo~oot of m~litary corr.~ction3l pcroon~~l. 
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APPENDIX C 

ADMINISTRATORS 

PROFESSIONAL DEVELOPMENT INSTITtlT!S 
rO'l KlLI'i'ARY CQllJ1ECTIOi!J.L PERSONNEL (romCP) 
u. S. I<llitI!re COIU'S/OPllICE OF lU!VAL RESI!.A1lCU 

KtJIAGEMEi'IT M!D OltGo\1UZA1l0N DZfELOi'l-mlfr. me. 
COliRM.'r nOOO14-n-C-01C>5 (POOOO1) 

rOLLOIl-UP SU~VItY ---- - - - - - - ---- - - - --

Total • 8 

- - - - - - - --
Please c~~ck the ~Ogt oppropriate an.ver or eupply the info~4tion ro
quuted \.0 the billlt of your ability. If the queilltlon dOQIt ~ ~ 
to you, vrita.in "N.A." AdditioMl CO'15!'lW!ntB are wQ},eOlM on PC&~ 4. 
Th&1~ you for your cooperationj 

PMT I 

1. Pre.ent unit! Z. Duty Stationl ________ _ 

3. Lenath ot ServiccH ---,urll ___ month. 

4. Ha.,. you teethed any procoi:1on tJince the PDIMep training? 1 •• _1 __ 110-1_ 

5. If JOU have left the Service. uh&t io your preee~t occupation? ___________ __ 

6. 

1. 

8. 

9. 

In41eate your highest level of education: 

A. 9tb to 11tb grll.dc D. CoUc:se graduete 

B. High School graduete or E. Maoter'lI dearc.~e 1 
ei\u1'lalency diploIM 3 

F. Oth~r 

C. 1 to 3 yearca college __ 4_ 

Check if you are currently engaged in Any of the folleviog educational rrogr~: 

A. loaervic. training ( 2 ) 

J. Non-degre. coune work ( 1 ) 

C. Dest.. cour.e work (3) 

D. Correepondence cour •• 

E. Others (specify) 

(1) 

( ) 

Q&.,. you taken any other training in the field of cria1nal juatice or eorreeti~.t 

A. Prior to PDIMCP7 Te. __ 3_ Ie _4 __ Failed to answer_l __ 

B. After POlKer? Ye. o No 7 

Ch.ck the POIMCP trsi.ing cc~.se which )OU attended: 

A. !.Y.£!!.: Staff____ Ad.in1stratore __ _ 

I. Se&,ioq: 1971 HellO, Sail Diego __ _ c • ..., Pendletoll' 

3 Camp P.ndlatoD ~_ 
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APPENDIX C (Administratdrs) contd. 

10. A. During that training program, wos your duty assignment at a correctional 
hcility? 

11. 

12. 

13. 

14. 

15. 

16. 

Yes __ 5_ Wha t b !llet 7-.,. _____ ,-----------
1 NBC Spec. 

No Whdt billet? 1 Dish II? 

B. Do ,.ou ~ have a duty allllignment in corrcctionll or oR related activity 111 
the field of m11itllrycriminal juotice1 

Yea (, 

No _-=-2_ 

~\at billct? __________________ __ 

What billet 1 _______________ _ 

A. bid you baya An H.O.S. 1n corrections at the tiae of the t~.ining prograa1 

Yell __ 4_ No __ 4_ 

a::.:,!.o f:1U have an K.O_~S. in correctiollll at present? 

Yes' 4 No 4 

A. Did you voluntarily chooae the military correctional field? 

Yee s No 3 

Il. 1I~ lnl'e t" c:o!'rp.('t1 of)«1 _________________ _ 

Als Ii rl!llult of PD1MCP training. do you find a mil! tary correctionnl lIuisaeat 
DOre acceptAble? 

Tea 7 No Undecided No Answer_1_ 

Would you nov coneider a poat-service career in th~ correctiona HeldT 

Yee 5 No 1 Undecided, 2 

Did tb. PDDlCP training improye your: 

A. Job att itud.l Yea S No 2 Undecided No Anr.'Wcr _1_ 

II. Koral.! Yea (, 
No 1 Undecided 1 

Did eb. training influanca your career goa11 

SOCIIe'Wha t _..:.3_" '_' _ N'ot at all 2 
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1 2 

3 3 

4 3 

3 4 

6 1 

3 4 

2 6 

4 2 

2 5 

4 3 

2 3 

4 :3 

5 3 

. -

APPENDIX C (Administrators) contd. 

PART II 

(Note: To be completed only by those who attended the administrAtors' ~.) 

11. A. Below are listed the titleD of the 8ubject~ that have made up the progTa. 
in which you participated. Please evaluate these learning codulea or 
aeaaiona individually in te~ of their current usefulneap to you In 
10u~ military Assigngent. Please use tho followins acele: 

s - Poo ... 

Scale fJ, 

3 - AVrAdg6!. 

.. - FaiJI. 

L i 
3 4 5 

earn os 
Module e I SCllle , , 

1 0 0 * XIII. Management of Change in Correctional Systems ( ) 

0 0 0 * XIV. Behavior Modification 1~1 Hilitary Corrections ( ) 

0 0 0 * ~. Management by Objectives in IUUtary CorrectionD ( ) 

1 0 0 XVI. Problem Solving Workshop ( ) 

1 0 0 XVII. Improving Orgdni%Qtionsl Effectivl!nCl:D ( ) 

0 0 0 XVIII. Team Building .' ( ) 

1 0 0 * XIX. Behavioral Science Applications to Hilitary 
Correctional Syntemn ( ) 

0 0 0 * XX. Kanagement Simulation ( ) 

1 0 0 XXI. Iaprov~ng Adminlntration/StaH Relatione ( ) 

2 0 0 * nIl. Trende in Hilitary CorrectioDs Adminllltrmtion ( ) 

0 0 0 * XXIII. Staff Training Neede 8Dd Hodele ( ) 

0 0 011. Velns the aboy", raUng ecale, plell8.1 evalWite the helpfulnl'la. 
of the toull !~lIIt!;'At0.l'.!.' ~ for the profQuiooal 
d ... lopaent of nl11tary correctional personnel. ( ) 

*One failed to answer these questions 
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APPENDiX C (Administrators) contd 

la. Did the PDIHCP training h4v~ a positive influence on your perforEillaee of dlat)''t 

A great deal __ 5_ SolWVh4t -L Iiot &It dl 

19. Aftar PDlHCP training, did your performance of duty 
ilipl'oye in any of the followins vaylo'lt 

A. Peroonal relatioDshlp.: 

*Wlth c~\lf1neo!a1 

* With co'rrectional .uff? 

With other Haripee? 

** With hlllilyT 

I. Better able to contribute to the effeetl"Cl-

.L 
4 

6 

_3_ 

ne •• 0:: :four ""'rine Corp. unitt _5_ 

C. »atter able to contribute to the'DOral: of: 

***Tba confincl(Ht? 

***The correctional .tnff? 

Other Uar1nolilT 

**D. Hare coucerned about hunaniotic treatment 
of eonUnM!! '! 

** I. M.oI!'A c~rtlC6\rntld abcut conUllcse rahab111tLl
ticn ~~ r~otvrntlon to duty! 

r. netter flble to proaote constructive 
cbal1&e in your K!lJrinCl Corpl! unit? 

20. \Iould you ltecOGMod that this type of training 
be couidalcad •• a re<lulrew.ent for: 

** A. Klllt&'ry con-actions inl8rvice training? 

B. The K.O.S. io correctiona1 

2.1. Would you reco..end a .bdlar type of behAvioral 
.cleuce c'.,urtl& be ioeluded 10 thll lUdctrublp 
traiolnl of I.C.O.'. or Offlca~.t 

22. AdciH!cnJ&l.. C9lS!entB: 

* T>~o fai.led to lInswer. 
** One failed to answer. 

*** Three failed to answer. 
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_5_ 

_2_ 

6 

7 

6 

3 

7 

8 

8 

0 

~ 

.L 

..L 
_2_ 

!L. 

2 

L 

...L 
2 

0 

1 -
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o 
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Undecidgu;& 
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APPENDIX C (continued) 

STAFF Total • 13 

PROFESSIOitAL DEV£LOPMElIT INSTI'l'l.JTES 
rou HILlUJlY COIlRI!CTIOrw. Pmt5{)tm1':L (PDruci') 

U. S. HAnlin COlU'S/OFl'ICe ow \1AVAL RESIWlCB 
tw:ACI!.lm!'n Aim OltGhlfiZAY10lj DJNm.OPtmHT, Iil"C. 
C~ nooo14-72-C-0165 (Fe&~l) 

rOLLOil-UP SUaVE! 

~~I Plenee ebeck the ~ost appropriate aDfiver or Guppl,. the informet1on rQ
queot4l>d to the beet of your flbility. If the quemtioQ doe/l ru!!. ~ 
to you, wita ·in "N.A." Addit10nsl c~nU are velcOOUl OIl psg. 4. 
Thaok yeu for your cooperationl 

PAR':' I 

1. PreGent renk' ____________ _ 2. Duty Stat1oo~ _______ _ 

3. lAInsth of Se",lc~l: -yean ___ IW!lthlJ 

4. Have you rGceiYed any prCi1llDtion I!l1nce the PDrnCp trainins1 YeD__ No __ 

s. If you .have left the Serv1ce, t5hat i5 your prlllsent occlIpati011T ______ _ 

6. lAd1eate your h1gheat 1nc1 of:' ct,uClltion: 

A. 9tb to 11tb srl1dc D. CoHoge graduate 

B. Uiah School gradWlte or E. ~1ao ter'. degree 
equivalency dlplO2!1 __ 8_ 

1 CED F. Other 
C. 1 to 3 y~n college __ 4_ 

7. Check if you are currently Qngaged 1n Ally of the follO'Vlng educatloll4l proo;remat 

A. Iu.ccrv1ce training ( ~ ) 

I. Non-degree coune worlt ( 1 ) 

c. De,r •• courlle voo:lr. (5 ) 

O. Correspondence COOl". 

E. Other. ('pacify) 

( 5 ) 

(. ) 

a. as •• you taken any other tr.iniu~ in the field of criD1nal jUQtlc. or correet~~" 

I.. Prior to PDrucP! Tes 

I. Attar PDIY'<:P? 

9 

6 

II. 

No 

4 

7 

9. Cblck th. PDIMCP traba1Dg coune' which you attended: 

A. !xn: St.ff~ Ada1nhtratorl __ _ 

I. ~ea!l1ot}: 1971 :--,cRD, Sun Oioso _3 __ Camp Pendleton _6 ___ _ 

1972 CUIP IAjeun. 1 _ .CIIIIP Pend1etoD _3 __ 
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APPENDIX C (Staff) contd. 

10. A. During that training program, voa your duty aBalgnr~nt at II correctional 
facility? 

Yea 11 

No ___ 2_ 

What bUlet? 
~l-nH~&~SWB~n·-.-G~s~g~t-.-----------

Whal bUlet? 1 NBC Spec. 

I. Do you nov have a duty aooignment in correction. or a related Activity in 
tho tiG~of oilitary criminal justice? 

Yes 

N(, 

8 

5 ---

What bill"t? 

What billet7 ___________ --------______ __ 

11. A. Did you bave .. n M.O.S. in co~rectiona at the time of the trainics progrmaT 

Yes _8__ No _5 __ 

B. Do you have an M.O.S. in corrections at present? 

Yes 7 No 6 

12. A. Did you voluntarily choose the military correctional field? 

Yea 6 No 7 

a. ftC"'..: lvii6 iil CCii:'i."'i:ctiuua 1 _________________ ..,-_____ _ 

13. Iw a result of PDIMCP training, do you find iii military correcti0U4l1 aaaigtl!'llont 
&ore acceptable? _2_ Stated a·cceptable befor~ 

Ye" ~i__ No __ 2__ Undecided 4 

14. Would you now conalder & p08t-~ervice career in the correctlooa fieldT 

Yell 6 No 3 Undec::1ded 4 

15. Did tbs POI.OCP training il!Iprove your: 

A. Job attitude? Yea 9 No 2 Undecided 2 

8. Marilla? Yea 8 No 2 Undecided 3 

16. Old th. trdnil!.S influence your Cillreer goalT 

A graat deal 2 SOt'levhAt B Not at aU 3 
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I· I 

Scale II 

11 2 3 4 

2 4 1 1 

3 4 e 1 

1 3 2 2 

4 1 2 1 

1 3 3 1 

1 1 3 2 

1 4 3 0 

1 2 0 0 

1 2 2 0 

1 5 2 0 

1 4 2 1 --
2 2 2 1 

2 3 2 0 

3 5 2 0 

17. A.. 

5 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

0 

1 

APPENDIX C (Staff) contd. 

PAnT II 

(Note: To be completed only by those \.1110 attended the staff ~.) 

Below Are listed the ~itle. of the oubj~ct8 that have made up the proGrAM 
in vhich you perticipateJ. Please eVAluate these learning codulca or 
••• ~ions individUAlly in tergs ~f their current UD~ful~gD to you in 
your ~lit.ry BGsignment. Plesee aGe the folleving 6cnl01* 

LeArning 
Module , 
I. 

II. 

III. 

IV. 

V. 

**VI. 

VII. 

VIII. •• 
VIII. b. 

IX. 

X. 

XI. 

- ExeeU.eJtt 

t - Good 

3 - AVVU1gt 

<4 - Fa,Vr. 

s - POO1/. 

Dynamics of Human Behavior And PriDon Life 

Understanding Deviant Behavior ADong Confineoc 

Improving Correctional Communication 

Overcoming Communication Obstacles A=ong 
Confineca nnd Stnff 

Creative Approacheo to Conflict Resolution 
Among Coni!necs And Staff 

Inllights fro~ Inmate Peedb.~k [videotape playb&c~] 

Cultural I~fluence on Pr1aaner/Staff Deh.vior 
-

Cultural rnfl~ences on Decioion ~~ing [1972 courfl0) 
-oR-

Human Fesourcea Development in Corr~et1oual 
Facilities [1971 coursol 

Understanding Gruup BehAvior and Ito Implicationa 
for Prb()D Life 

Interpersonal Skill. for Correctional Peroonnel 

Changing Role of Correctional Pe~6onnel 
, 

SCAle b 

( ) 

( ) 

( ) 

( ) 

( ) 

( ) 

( ) 

-
( ) 

( ) 

( ) 

( ) 

( ) 

0 ***XII. Behavioral Strctegiea with Military PriOODGr8 ( ) 

0 B. HUaing the ~bove rating acale, please evalUAte tho helpfulnes8 
cif the total IItnff ~ for the profe.a1onal deyolopaent of 
ailitary eo~rectlonal pereonn~l. ( ) 

* 5 Failed to answer any of question 17A. 
** 1 Failed t~ answer this quel>tion. 

*** 1 Failed to answer this question. 
fI 3 Failed to answer question 17B. 

-123-

~.: ------------------~------------



'I. 
~j 
( 

( ~,,~~~~~7~'-""p<l'~ 

/' 

t· t 

APPENDIX C (Staff) contd . 

." 11. Pill the PDIMeP trainiag bave a pol1t1ve 1nflul!!DCe Oft your pertor'llSDCe of dUty? 

It. sreat deal _0__ So8What.JQ.... Hot lit all ~ 

* 19. After PDIMeP training, did your perfOrDBDCe of duty 
1ap~o~s iD aDY of the follov1na waYlt 

A. rer.onal relltionshipa: 

With cODfiDe.a? 

With correctional atafft 

With other Karinea? 

With faa11y? 

I. Better able to contribute to the effectlYa
nell of your MariDe Corpa unitT 

C. Better able to contribute to tbe 8Ora1e ofl 

The cODfiuteat 

The correctional Iteff? 

OtheJ: Hariaad 

D. More concerMd about hUlUn1lltic treatwont 
of coclilV'~D? 

E. Hore coae.~d about confinee rehAbl1ita
tiOft and reotorctioD to duty? 

6 1. let~er Able to proaote conatructl.e 
chlqe 1n your MariDe Corpil unit? 

." 20. Would you reco_ad that th1.~ type of ,n1;!l'i~~ 
be coaaidered .. a z~q~ire&eDt for: 

It.. K1litary eorreetiou 1Dsenio::e trl1niu8? 

B. The H.O.S. in C4rrGet1onll7 

* 21. Would you. raCOUIend a dailrLr type of behadoral 
acionee eou~ae be incladt,d In the l .. darahip 
treb1DS of R.C.O. 'a Ot a;H!'icCotra! , 

22. Mdlt10Ml CQmente: 

." Two failed to answer 18 through 22. 
n One failed to answer 19F. 
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COM P 0 N E N T C 

Chanter 1 

INTRODUCTION 

Thin action re.ae~.rch, conducted during October and Novem-

ber~ 1972, was undertaken to test the fe~aibility of using 

procedures and processeD known as'IITeam-Bui1ding lt in a M':lr~ne 

Corps Correctional Facility. '.:rh~iF.Je procedures and proc.:.:sses 

are frequently used in civilian industry, b'jsiness, and gov

ernmant agencies as a means of improving the effectiveness 

and produ~tivity of work groups. The primary aaBQ~ption un

derlying team-building activities ia that moat groupe can be 

made more etfective if they can be encouraged to analyze (a) 

t.he natura. of the work they d,o; (b) the re1ationlillhipa of the 

individuale who do the work; and (c) the 'Way itl ..-hich the,work 

is structured. 

Further, various reseEJ.rchera havl~ E.ix: rn that t:here is a 

relationship between the perceived relevance of organizational' 

goals, and the kind and degree of enthuSiasm and partiCipation 

toward achieving those goals exhibi te,d by peop) e in tl~a crgan-

ization. 

A key rationale for engaging in team-building activities 

is that while there is the widespread aSBumption that everyone 

knows what it is he is doing and why he is doing it, there are 

relatively few people who can articulate, with any preCiSion, 

t.he exact nature of the job they are supposed to perform. 
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While it 1s presumed that all organizations are goal-orien

tated, the fact io that many people in most orgal1,1...~,ationB 

have d1tticulty 1n doacribing the go&10 of their o'!r'janiZc!ltlon. 

Without a cleal:' undorBtandlng of. the goals of the organlza-

tion, it is dlfflcul t for me;nbers of the organi:~a.tlon t.o have 

a clear understanding of what their reoponsibl1itlea are. The 

kind of understanding of the jobs that people do is typically 

described in very limited, narrow terms. To the extent that 

peopla perceive their jobs in very narrow dimension, they will 

have difficulty in asouming the degrees of responsibility and 

the high standards of work conduct which make it possible for 

groups of people to work effectively aD teams. 

The decision to undertako thiB particular research was pre-

decatod on the assumption that while the Marine Corps is, in 

many re8pects. quite unlike a civilian organization, most c1vil-

ian organizations are organized in a manner which cloGely ap-

proximates th(c military organizational model. Connequently, 

it was assumed that team-building activities of the type fre-

quent1.y used uith non-supervisory production personnel could 

be used with the guard sections in a Marine Corps Correctional 

Facility. The procedures employed in a team-building situation 

involve having a consultant meet with the members of a work 

team to get the purticipanta to address such questions as. (1) 

What 18 it like to work h~re? (2) What kinds of things make 

it hEard for you to do your job? (3) What i6 your job? (4) How 

is your job different from what you thought ie would be before 

you came here? (5) What things would you mest like to change 

about your job? (6) What arc'! your reoponaibilit1ea 1n this job? 
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(7) What kind of broader r~aponBib11it1es could you assume? 

(8) What would be necesllIary to make it possible for you to assume 

broader responsibili tieo? (9) Ho\i call your work unit perform 

more cooperatively? 

Confronting people with these kinds of questions gen~rally 

causes. them to begin to look at their jobs in an analytical 

and thoughtful way. For many participants, it provides them 

with a first opportunity for verbalizHlg disappointmenta they 

haVG found 1n their work and, as a result, opens the door for 

them to cons1dar conatructive ways in which they can cope with 

thoae frust • .:ttions. While it can be anticipated that the in1-

tial responses from the partlc1pants will approximate a "Gripe 

Session", most participants quickly pass this stage and move on 

to mature, thoughtful discussion. 

Beyond the obvioUIJ cathartic ,effect of such interchanges 

between '~rkers and an outSide consultant, such situations pro-

vide an opportunity for the whole work group to sit do\~, as 

a body, to discuss problems they have in common. In many !n-

stances, individuals discover that their perceptions, their 

frustrations, and their anger are shared by other members of 

the group. When this commonality of concern is ackno1'oiledged, 

it is frequently possible for the team to move i~tc a problem

solving approach. The consQltant's role, at this point, is 

generally to confront the group with questions, such 6S, (10) 

Whnl: 'WOuJ.d you be willing t.o do to help change thiltlgS? (11) 

What does each individual in this group need to do differently? 

(12) What is there 1n the relationship between you and your 

SUpervisors that you might be able to change)? 
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AS the above suggests, there i8 nothing in team-building 

of this type which is "soft" or IIpermissive". Rather, it i8 

an attom?t to confront people who perceive themselves ao respon-

sible adults with their individual and collective responsibility 

to the organization for which they work. Further, it is an at

tempt to provide them with an opportunity to partiCipate in 

shaping realistic alternatives to the aspects of the work they 

dislike. A constant constraint in this process is continuous 

testing of ideas and co~~ents against the reality of the organ-

1zation'a mission and the availability of resources, in terms 

of peoplCb, fl1cilities, and tiuancea. This "reality testing" 

insures that the focus of the process is on the goals the organ-

ization wants to achieve. In most instances, participants in 

such a process cannot miss being impres6ed with the fact that 

someone among their superiors cares enough about them to pro-

vide an opportunity for them to examine, not only their job, 

but the organization which employs them. 'I'his tends to in-

crease the importance of that organization to the partiCipants. 

This is significant at a time when so many people appear to go 

to ,,fork only to make money loa they can afford to do the things 

they enjoy on their free time. In other words. this process 

offers, as a potential secondary benefit, the renewal of some 

primary interests in the jobs each participant perfon~s. as well 

as a heightened allegiance to the employing organization. 

Chapter 2 

PURPOSES 

The purpose of thi8 component was to develop and test a 

model which can be emplc,yed by Marine Corps staffs in correctional 
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facilities or other human resource centers to (a) enhance the 

sense of team and improve morale, (b) increase the degree of 

team grork among member£! enqaged in human service. It was hoped 

that a by-product of team~building would be better service 

and treatment to the clients, in this case, confinees in mil

itary correctional facilities. This prototype effort was designed 

to permit a, broad segment of correctional personnel to par

ticipate in developing statements concerning their percep-

ti9ne of what it is like to be a member of the guard force in 

suc~ ~ correctional facility. (The investigator was told by 

Headquarters Marine Corpl!lPersonnel that no such data e.){isted.) 

The moo21 proposed provides members of the guard force 

with an opportunity to state what they individually or per-

Bonally want from their jobs in the correctional facility. These 

data Should be desc~ipt!ve of the reasons why m~mberB choose or 

chose to retain their Corrections MOS (Military Occupational 

Specialization). Eventually the results should offer the 

OfficerS-in-Charge insight for use in staff development and 

training activities. In effect, the~e ~ata may suggest menns 

for directing correctional training to the specific needs of 

the peraonnel working within those facilitieH. 

Further, this team-building model was designed to be con

ducted with the least encroachment on the personal time of the 

participating guard force members. In the same vein, this 

program was scheduled to be employed over a relatively few 

weeks, so that the potential impact could J,.)e maximj.zed. An

other consideration in comp~ctne8B of the time frame was that 

this model may be subsequently employed bycorrect1onal facili-
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ltics using the service of reoerve officers or short-term 

active duty personnel. 

Filnally, each step in the process was documented so that 

it will be, possible for selected Marine Corps T rainel.'s to take 

the r:tep·-by-step process and, with such modifications as may be 

requlreti by c1roumtJtances and situations in a given Correctional 

facility, use the model as it waB originally deSigned. (one 

possible future uae of this project would be to employ reserve 

officero to conduct simul tane~"'us Hctivi ties in several r;orrec-

tional facilities to provide the Law Enforcement security Sec-

tion, HOMC, with attitudinal and morale data which might be 

useful in the scx:eening and assessment procedures utilized in 

the selection of individual Marines for a Corrections MOS.) 

Chapter 3 

SIGNIFICANCE OF THE STUDY 

Beyond prtwiding, for the first time, a more precise descrip-

tion of work life in a Marine Corps Correctional Facility and 

the atti~udea and pressures associated with ouch work, this 

study is significant for the following reasons, 

1) The data collected from the guard force, using the model 
developed, may previde guidance for both the selection and 
orientation o.f members of the guard force. 

2} The results may also aSSist in the on-going training and 
development activities within a specific Correctional 
Facility. 

3) The model developed may be recycl",d periodically for con
tinual, systemic problem-solving based on issues and con
cerns perceived by members of the guard force. 

4) The application of this modal,in the future,in several 
Correctional Pacili ties, may generate da ta 6ugg!'!st1ng 
revision 1n ~he typ~s of tra1n1ng provided to servicemen 
who h,;we been aelected for the corrections specialization. 

·1 
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Chapter 4 

METHODOLOGY 

The following procaduras were employed in the development 

of this team-building model for use in a Marine Corps Correc-

tional Facility. 

1) Preliminary diocussions with personnel frpm the Law 

enforcement and Security Section. H~~C. 

2) Exploratory meeting with the Officer-in-Charge, Correc

tional Facility, Marine Corps Station in Quantico, Virginia, 

and local mecurity section representat.ives. 

3) Tentative procedures outlined and preaented to Officer-

in-Charge for approval. 

4) Meeting with Officer-in-Charge and his senior staff to 

explain the process and procedures to be employed in the project. 

5) An initial session with each of the guard sections in 

which the Officer-in-Charge explained the team-building process 

in which they were to engage. part of the diacussion during 

that initial sesaion with the conaultantwas tape recorded. 

Transcriptions were made of the tapes and given to each partic-

ipant at the second seSSion. Additionally, each participant 

was requested to fill out a brlef questionaire. Tabulations 

of the questionairGB by groups \olere alao presented to partic

ipants a.t the second Besnion. The consultant met with each 

guard o9ction five times. (See Figure 2h) 

The procedures and instrumentation ~tnployed by the con

Bultant at each meeting with the guard sections are contained 

in the Appen~ix. 

6) A tape recordad seSSion was also conducted with the 

Officer-in-Charge and his senior staff. 
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7) With the excoption ot the transcription made from the 

meeting with the otf1car-in-Charge and hio senior Btaff. all 

transcripts were anonymoua. To provide the promised degree of 

anonymity, no one but the consultant and his secretary saw any 

of the pape~B or heard any of the tapes coming from sessions 

with the guard sections. 

Chapter 5 

OPERATIONAL MODEL 

Figure I provides a pi~torial representation of the steps 

employed in the model. The following brief description of the 

events which took place in e&ch stop in the model. as applied, 

highlight the significant occurencesl 

Step 1.1 Conff-~ence with HQMe Representatives. This step 

involvea a number of discussions between representatives of 

HQMe ar;.d H.O.D. Inc. :repl'tl8(;mti:ltivC3B over a period of six (6) 

months. Once the intent of this reoenrch had been made clear, 

the only reservation expressed by HQMC Law Enforcement and 

Securi ty personnel concerned the location of a facility ""hose 

Officer-in-Charge would agree to participate. Time, travel, 

and cost considerations made the Correctional Facility at MCS 

QuantiCO, the ideal locatior. for. testing the proposed model. 

Fortunately, the orc at that facility agreed to consider in

Volving hie staff in such a project. 

Step 1.2 Conference with the Officer-in-Ch~rge of Quantico 

Facility, (hereafter referred to as Ole). This conference was 

held on-aite in Quantico, Virginia. Participants in the con

fere~ce were the OlC, the HQ~C representative, and the consult-

ant. The focus of the conference lfas on the consultant'Ci expla-
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nation to thf! Ole of the process being proposed., A key point 

in the consultant's preBentation was the provislon bt prior 

_ .approval from ore for any activities undertaken 1n his facility • 
. ,' 

.. The Ole I B concern centered around the following issues I Would 

the project be constructive, or would it just be an attenu

ated bitch seSSion? How much time would be required? Would 

the proposed project cre.?l.te additional hardship for members of 

his guard force? 

step 1.3 Agreement to proceed. This element in the process 

is given a separate 'box" because of the significance of the 

orels willingness to permit himself and his staff to engage in 

this procesa. Having obtained, from the consultant, assurances 

that there would. be no demand,; for disruption of guard Bched-

ules, nor undue encroachments of the f:r-ee time of guard force 

members, as well as being assured of having unquestiol1ed au-

thority to veto any suggestion of the consultant, the orc 

agreed to the project. 

step 2.1 Selection of Tentative Procedures. By agreement 

with the Ole, the consultant developed an outline of tentative 

procedures to be employed. These were presented in a second 

meeting between the orc and the consultant, vlithout the HQr-1C 

representative being present. This element in the model was 

crucial, because it provided the ore an opportunity to develop 

a.one-to-Ol'le relationship wit~l the con::l'Ultant. Likewise, it 

provided the C01ll:ll.il t<lnt:. \Ji t:1 another opportunity to assure the 

Ole that he, not H~~C, was ~he primary client in the application 

of this model. 

Step 2.2 Approval of the orc. Again, this element in the 

\ 
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model is given a separate box, because it was most signifl-

ca~t. It was the first time that the orc was given the oppor-

tunity to look at specific action proposals and to reject or 

approve them. 

Step 2.3 Meeting with the bre and Sonior Staff. This 

meeting was oche.duled by the ore at: the request of the consul t

ant 00 that senior staff would have an opportunity, not only 

to be apprised of the team-building activities to be conducted. 

hut also to have an opportunity to meet the consultant, to 

ask questions, and to be assured that the consultant was in 

the facility with the express permission of the OIC. This ele-

ment was impor~ant, becauae it provided the consultant with ~n 

opportunity to meet the Senior staff as a group, and to give 

the Senior staff an opportunity to discover that the conBult-

ant was nct. unaware of the realities encountered in a Narine 

Corps Correctional Facility. It should be noted that the Senior 

staff was cooperative and supportive throughout the duration 

of this model. (In this study the Senior Staff conSisted of 

the assistant OIC, the Warden, one Navy and two Marine cOUnse

lors. See Figure 2/\ for description of subject popula tion) 

step 3.1 lnt.roduction to the Team-Building Process by the 

orc. At the consultant's initial meeting with each of the 

three guard sectiona, the Officer-in-Charge introduced the con

sultant to the ll'lembera of the guard force and explained to 

them the ess~ntial nature of the project. ~oreover; he em

phaSized that this research was considered. by him, to be a 

part of their professional development. At this initial session 

each man was requested to fill out a short questionaire (see 
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Figure 2 I DEr-:OGRAPHIC D/\'IA 

A* DESCRIPTION OF THE GUARD §..~N POPULA'IIOl:\ 

t!. = 36 

~I 18 to 35; ~edianl 24 years, 9 months 

'Time Span: 

_ Marine Corps I 1 year 6 months to J 7 yl?ar~ 6 months 
l":edian: 6 years 2 rronths. 

_ On Brig Staffs I .2. months to 7 years 6 months 
Medians 2 years 6 months 

~ction 1":05 s 23 yes, 13 no 

-------------- -.. --_._--------------' 

.----~----------

e. Cm:SULTlt,G :.,ESS~Ct--S: TYPE CF l'~EE TU~GS Wl'1 P. QIJ/\l,Tl C0 
STAFf 

6 meetings with each Guard SE'ctic'Tl 

2 tteetings with elC and Staff 

_4_fom.al rr.'::lctir.gs \.:it;' .Cle 

12 Total number of meetings with extprnul consultant 

'-----------------.----.. -.-,-.-------------~ 
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App~ndi~ A). upon completion of the quest1onaires» the con-

~ul'tant f~nqagcd each group 1n a taped convorslltion, after ex·· 

pla1ning that a transcript would be made of the tapa and that 

t/lach meabar of the group would receive a copy of the transcript. 

The time required for each of the ini tial Be1lH~10l1a was approx

imately one hour and fifteen minutes. 

St0P 3.2 FeeCibl.'lcle to participants. At the second meeting 

of the consultant with tha three guard 0sct1ons, each man was 

prO~Tided with a transcript of the taped interview conducted at 

the initial session (8 aa Appendix B ) Likewise, each member 

wa~ presented with a tabulation of the queationairea filled out 

by each man 1n the respective ae~t1on. After the participants 

~ere given an opportunity to read through the transcript, they 

were asked by the coneultant for their comments. Many of th0 

comments reflected surprise that the transcript was indeed a 

verb~tim transcript including the profanity -- but it was 

important that this be done to maintain the integrity of indi-

vidual comments as well. as to develop a trust relationship be-

tween the participating guard force members and the consultant. 

Step 3.A Taped Interview with OIC and Senior Staff. This 

interview Bess ion was conducted after the senior staff had had 

~n o??Ortunity to review the transcript from two of the guard 

Isections. The focus of the group interviews conducted with 

guard 13ection members was on their perceptions of TJ/hat it was 

like to work as ataff within the Correctional Facility. The 

focus of the interview with the senior staff was to obtain 

~!:tei! perC'.eptions of what it was lilee to work in a correctional 

facility, as well as to get t.heir statements of the constraints 

under which they have to operate. (This transcript is included 

in Appendix C. ) 
-140-
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2tee 3.3 Flip Chart Discllssion. At ~he 1:hird meet.:l.ng 

with each of the three guard sections, the consultant con

dilcted a flip chart discussion. 'TrJe procedure was to l1st on 

~ ;:oewaprint paper aone coromentB about re9pt..)ns1bj,11ty and to 

engage the participants ill. ,a discussion of that. item. Signif

icant, participant ob:~ervations were listed on the flip chart, 
1 

and these comments became thef:ocuB of the discussion. The 
i 

resultG of th10 discuGsion about the items which appear on the 

flip chart are included as Appendix D. 

SJ:ee 3.4 Contract Draft:Lng. An examination of the comments 

made by participants in the 3everal appendices referred to above 

will show that the members of the guard force seem to have very 

limited ?iews of their respgneibillty. In an attempt to get 

them to rethink these limited points of view,a "Two-Week Contract" 

was employed. (The contract form appears as Appendix E I but 

the specifics listed in the contracts are not recorded. j The 

specifics of t.he contract were less important thdn the reactions 

of the men to the notion of a contract. Several reflJspd to fill 

out a contract because of the signa lure 1 ine. This ~;eerned Lo 

r~flect a lack of trust. OttlerB apparent.ly found the signing or 

the completing of such a contract a meaningless exercise. The 

rationale for employing the contract -- which essentially asks ('ach 

merr~er of the guard iarcR to t.hJnk of things he might do differently 

for;; period of two yJ€,pks--was to teAL thp E'xtpnt to ... ;hich each 

could assume more responsibility for his Ovm n.orale and aLtitude. 

This WdS not a popular exercis!2. 

Step 3.5 Realitj Check -- At the fifth and final mpeting of 

the three guard sections with the consultdnt, t~~ focus of the 

discussion wns on the outcome of the c11anged behaviors they planned 
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to try for the intervening tWQ··week perlod, Most of the participants 

acknowledged t~at the exercise had been a waste of t~me. A variety 

ot rea20nS were given tor their lnobll1ty to mBlntHin the chnng~ct 

behaviors they had listed on the contracts, not the least of which 

was a single troubleJi3ome confinee. who tested the patience of many 

members of the guard force. If a single statement could be made 

to characterize the typical comments of participants d~ring thiE 

final session, it would be, "Don't !;.ll to make ~ responsible for 

anything~. There ~ too many ~hings 2~ which ~ ~ no 

control and !:,oo many rea~~ we have learned not. to ~. l! ~ 

unfair of you to try to make us care." The degree of cynicism 

reflected speaks for itself and points up why an actual team-

building project was not feasible. 

step 3.B Final Interview with Staff. This block In the 

model represents the consultants fin?l meeting wi~h the guard 

sections anB with the OIC to summarize what had been ac~omplished, 

to field any last minute questions, to talk about the =eport to 

be issued, and to exit from the organization. 

Step 3.C Report. This block in the model is symbolic of 

the preparation of this reporc. 
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Chapter 6 

SUMMARY AND FINDINGS 

This study was stimulated by desire to provide a team

building model which could be used by 1·1arine Corps Per£1onnel 

to ~nhance th~ etfectiveneso of Correctional Facility gua~d 

forces * A team-building approach was tried on the analogue of 

Mteam work u as traditionally viewed 1n terroa of football or 

basketball. Th~ reality of most work situations, however, is 

that" individuals do not work together in that team senae. In-

stead, they tend to get together as a total grou~ rather in-

frequently, suggesting that most of the work activities and 

interactions artl!:'ng team members occur on ~l one-to-one basis 

rather thB.n a team basic. The rationale for involvement in a 

team effort is to increase effective activities oriented 

toward meeting the go~l of the organization or subunit. 

The principal findings and conclusions from this experi-

mental study are ~s followsr 

(1) One bf the major efforts in this action research was 

an attempt to get members or three guard sections to reexamine 

the goals an~ objectives of t.he Correctional Facility and the 

~ that ·each assumes in meetin<;: those goals. 'l'he investi-

gator discovered, as substantiated by the appended rna terial, 

that the partiCipating Marines tended to view their roles very 

narrowlYJ that: they reflected a good deal of frustrat:i'on and 

bitterness over the limit ations of thos€' rolesj and that they 

oaw ~1ttle, if any, hope that their functions would be enlarged. 

Another related finding of this study is the possibility that 

the correctional training which these Marines receive at Fort 

Gordon, Georgia does not 

, 
\ 

equip them for the reality of 
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the roles they must fill in a Marine Corps Correctional 

Faci11ty. 'Thera 111 a di.Donance between what they are taught 

10 corroct1onD work, and what they actually have nn opportunity to 

perform on ths job. For example" in thm above preparatory 

course, the guards report thnt they are trained in a basic 

counseling approach and encouraged to involve themaelveB with 

holping prisoners resolve individual problema. They learn to 

perceive the corrections field as a high involvement activitYJ 

the reality they find" as they e.xprE,\Bsed it, is that they are 

merely ~turn keys" whose only role ia to open and shut gates. 

They perceive that the guards'relationships with confinees are 

superficial and that a helping relationahip 1s the Bole prerog

ative of those in thp Correctional F'acility who have the formal 

title of "counoelorM • 

(2) A second finding of importance deals with the atti

tudinal problems associated with battalion training. The appended 

tranl..:!ript9 are full of references to Wother commitments" and 

battalion training, which take place on the Marine's time offo 

Participants reported that after coming off a 24-hour tour in 

the Correctional Facility, they oftel'l have to partiCipate in 

various forms of battalion training, field days tn the barracks~ 

or physical train1ng (occasionally all three on the same day). 

Additionally, guard force meffibera are withdrawn from duty in 

the Correct10naly Facility for guard details in other 

parts 0= the base (for example, at the ammunition dump and to 

mess duty for 30 days at a time). These "other commitments" 

\¥'hich occur regularly, despite the fact that the Correct:f.onal 

Facility staff is not up to full strength, re1nforcel'J in the 

minds of guard force members the low priority their assigrunent 
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baD. Th€lY perceive a hardship in the fact that Marines with 

other d'.Jty asoignmenta attend battalion training, field days, 

and P. T. as a ~rt C~ their regular working hours, while 

Correctional Facility perBonn~l must engage in theae activities 

~ comph')t1ng their corrections touro of duty. The "other 

co~~tmontGu, including the rifle rnnge, occasionally take so 

many men from the effective roster that the OlC is forced to 

put men on .. running guard ." For the Marines: in-

valved in this study, this is ample eVidence that superiors 

have no concern about the Correctional Facility, nor the men 

who staff it. This apparent command indifference to the needs 

of the correctional Facility and j.ts personnel appeared to 

proV':J.de a rationale for guard forcE~ members to have a minimal 

interest in the jobs they do. They said that such command deci-

aions negated their need to be professional. They steadfastly 

refused to see that a part of being a professional is learning 

to cope with such pressures and organizational inconsistencies. 

Apparently, until the guard force exp~rience more humane 

treatment themselves, it is not likely they will be very moti-

vated to express care and concern for the confinees. 

(3) A third findhi\] was that fel"" if Ci.nY~ of the partic

ipants based any value on this team-building project other than 

the distant hope that the publication of this report mi.ght have 

some impact on the command deCisions which affect the operation 

of the Correctional. Facility. one positive note was that Some 

of tho J?l'tlcipanta seemed to obtain a greater understanding 

of the organizational realities which limited the options avail

able to the Officer-in-Charge. This is to say that in the minds 
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of aome of the participants, the orc was as much a victim aa 

ware they, with reference to command decisions over which 

h~ had little control. 

Chapter 7 

SPECIFIC CONCLUSIONS 

More general conclusions and recommenda,t10no, 

building research will appear in the final chapter with the 

o'ver-all project conclusions and recommendations. specifically. 

this feas1bili ty study :':)n team-building, provided a 
·t, 

developing picture of what life is liJee for the staff in one 

military correctional fac1l1tYJ this information may have im-

plications for other similar prJgrama. However, this researcher 

concluded from this pilot project (1) that ~ building ~ in 

Marine Correct1o!'lal Facilities !!l premature ;for this experiment 

apparently had limited impact on the participants because of 

system constraints. Further, it would seem that this study 

provided additional data to the already well documented findings 

in the literatUre of changing behavior. namely, that the atti

tude and morale of groups at work cannot be improved beyond 

minimal level in the face of the continued exil:ltence of signi:f-

icant organizational constraintB. Yet according to the orc, 

morale is not bad amo~g the staff who participated in the exper-

iment. Therd have been no reported incidents of prisoner abuse 

or harassment by members of the guard force ill almost a year 

despite the fact that the staff is continually maintained at 

about two-thirds of normal atrength and serves a prisoner pop

ulation which is double the facility's designed capacity. 
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Another conclusion which appsl1rs significant is ~~) that the 

nature of tho conf1naes and their ottonaOB reinforces for the partic

ipating guard force mcamb~re the belief that 11 ttle they do , ... 111. 

!l!t1t!'\atelY bene;f!t anyo~. Their pe\rception that they are Itbaby

sittGrs* for immature people who cannot stand the discipline 

of the Marine Corps and who, upon rele'ase, will be btlck in con-

finement for another AWOL offense.The majority of the guard 

forc~ mGmbers feel that they are being wasted working in the 

correctional Facility. It wou.ld appear that the traditional 

elements uaed to get increased motivation, par:ticipation, and 

involvement at the work place are absent i,n, the Correctional 

Facility where the participating subjects ,'{ere assigned. 

Finally, it must be conc)..uded (3) that the apparent duality 

of control and tho low status of ~ Correctional Facility within 

the larger Marine system (as represented by the"other commi tmenta i ; 

and the generally dissatisfying and demoralizing relationship 

with the Service Battalion) is a major impediment to any team-

building or other activities directed at greater pro:Cession&l

ization of the Correctional Fa,cility staff. While it might be 

said that the Guard Company is just one of several companies 

within the Battalion and is.consequently not entitled to any 

speCial conSiderations, the nature of the assignment, the hours 

worked, and. the uniquenes8 of the training reqUired for corn~c

tional supervision create significant diff~rences in the minds 

of duty personnel. The guards argue that while they must con

tinue Battalion training as ~fleld Marines," no one else in the 

Battalion not ascigned to corrections is required to know any

thing about 'the operation ef a correctional facility; that they 
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work more hours than any other group in the Battalion because 

the others partiCipate in Battalion training as part of their normal 

dutit1lDS that if their correction,al role was 80 significant 

as to x'squire special tl'a.1ning and the 0Xcese r.ours, guard force 

members, should not be subject to "housekQopingc. details» e.s,~c1ally 

when the guard force 10 approximataly one-third undermanned, 

that no ona outside the Correctional Facility nppeara to appr0-

c;,etl(l; trle potential hazards of an over-populated, understaffed 

brigs Furthermore,ouch perceptions make the guard force feel 

that it must respond to tw~ major supervisors of equal impor-

tance -- the Ole of the Correctional Facility and the Battalion 

Commanding Officer. 

Where there is this perception of a violatic)n of the prin-

c!ples of unity of co",.mand or chain S?£. com.mand, I1~emberlll of the 

organization experience role conflict which results in decreased 

individual sat1ofactlon and decreased organizational effectiVeness.· 

Au an extension of the above concluoion, it should be noted 

that there 1s an absence of standards in Marine Corps correc-

tions regarding the field of corrections as a separate'profes

sional discipline. Likewise, what concrtitutes an efficient 

Corrections Facility and an effective staff? Is the command 

criterion too limited (e.g., merely to ensuring that behavior 

w1\':h1n a correctj ons facility cause no public embaraasmerlt to 

the Marine Corps or any of ita commands)? or are there a host 

of other, unstated, but aSBum~d, criteria revealed only in the 

operational relationship between an orc and his commanding officer? 

If the goal of corz:ections within the Marine Corps, 40 

* See House, Robert J., in Bibliography Section 
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operationally defined by command decie10na and the allocation 

of r@aourcetl, is limited to It r Ulnnlng a quiet brig ll with no e8-

c&peo, then it is likely ~hatboth the intEmt of th10 research 

and the issues and concern~ contained in th~ appended material 

may be irrelevant. Howevor, a careful review of this Signifi-

cant tape transcript and other materials would seem to indicate a ser

ious need for planned change in the command approach to the existing 

MarinG correctional ouboyatem. 

Chapter 8 

RECOr~ENDATIONS 

In lts present form, the model can be used as a point of 

departure in other correctional facilities to develop data from 

staff, which can be used to plan training and development 

activities. However, the following reconwendatlona are made I 

(1) It is recommended that if this research be replicatad 

in another militl:.try C.orrectional Facility, that the sa.me pro-

cedurea be wed with only such minor mod_fic~tions as may be 

required by the local setting in order to furthe~ teat the 

validity of the ~de1. 

(2) It ia further recommandEfd that subsequent research 

be design~d to demonstrate how the data derived from an ini

t1C".\1 tearo.-building activity can be ir,corporated into on-going 

training a.nd development programs for t~a participating guard 

force. 

(3) It is recommended that Marine personnel, both active 

duty and reserve, who have a strong interest and backround in 

cor1:ect1ona, psychology, or counaeling~ be involved in some type of 
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~y$tematic research activity within the correctional facilities. 

It ;l.s only in th1u f&Dhion that Bufficient information on mU1-

tmry corroctional progra~ and procedures, .taffing pattorng 

and probl~, training and d&vQlopmcnt act1v1t1em can be ob

t~in~d. With this typa of data,& uniformly high level of 

prufems1o~li5m can be developed throughout the Marine Corps 

correctional ~ubayatem. 

(5) It 18 recommended that other modc;,l11J for team .. bu1lding 

or 1I.il'taff developl'lent be developed and tested, and that these 

b~ applied with other personnel in Law Enforcement and Secur1-

ti~~ Section (e.g., military police, drug abuse counselors, etc.) 

(6) ?inally, it is recommended that guidelines be davel

op0d to SG'ciot OIC'o and their mtaff 1n the del:ilign and conduct 

of local temm-build1ng or related &ct1vities. 
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I. 1 

APPENDIX A 

(Surrmary) 

I. INITIAL INTERVIE'A' QUESTIONNAIRE 

This brief questionnaire is designed to provide (1) some statistical informatton 
about the Brig staff; (2) some ind.ica tions of problem <..:reas you r.light want to 
discussl and 0) some help to you in focusin;s your thinking on the aims of this 
team-buildine, activity. ~on'::! who fills out a Questionn.'l.ire Hill get acop;:( 
.of the tabulated result~. DO NOT SIGN YOUR NANE. 

1. Age 2. Time in the Corps 

). Time on Brlg Staff(s) 
years 

5. Corrections MOS yes L no 

7. The PLUS side of Brig duty :l.s 

8. The MINUS side of Brig duty is 

years 

months 

6. Did 

months 

- 4. Completed Ft. Gordon 

you volunteer for Brig duty? 

month/year 

yes L no 

9. As I look at the kind of duty I pull here, if I could cron~c one thin.~ it Hculd 

be to ____________________________________________________________________ __ 

10. The !:lost UNREAL thing I learned at r't. Gordon was -----------------------

11. My bi{mest disaPPointmr::nt here C?me Hhen I found out th::1.t 

12. My view of !:lost of the conftnees we get here is that they are -----------------

13. Other Cor.,;r;cnts: 
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APPENDIX A 
(Tabulated Result) 

II. TAllY 

1.~ 
RANGE AVERAGf 

Section I 19-3/\ 

Section II 113-31\ 
Section III 19-35 

2. TIMt IN CORPS 

Section 1 year 9 months -
17 years R months 

Section 11 lR 1110nths -
16 years 4 months 

Section III i year 9 months -
17 years 6 months 

.3. TIME ON BRIG STAFF IS) RMIGE 

Section fi months -
17 years R munths 

Section II W months -
16 Yei1r~ 4 f,~onths 

Section III 2 months -
5 years 2 months 

. 4. ~T[V FT. GORVON N/A 

24 

. Y[~ 

?3 

6. VOLWJTEEP. FOR lJ.1~IG VUT~t 

YF.<\.. 

15 
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24~ 1:/2 yrs. 
24 yrs. C"f months 
25 yrs. 5 months 

AVEPAG( 

fi years J months 

6 yea rs ? mon ths 

6 yei;lrs 1 month 

2 years 10 ~onths 

1 ypar 5 months 

1 year 11 months 

Kr~M}L 

10 (fronlfi/71 - 1/72) 

13 

NO 
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7. The. PLUS ,~i.de 0 ~ BI[.ig rtu.ttj .v., •••• 

OnlY possible if you :.re a sadist or a masochist 
I like werking with peonle, and in this job you mept all kinds. 
Work with people; see al1 kinds and types (personalities) of people. 

1-
2. 
3. 

None You get to try and help people who don't or can't accr.pt authority and our 4. 
5. 

society. 
Experience and a decent amount of time off. 
Provides a skill for civnian life 
It's a shore duty station 
That it ~1i1l blind leadership ability in an fiCO. vli11 aporeciate the 
active fleet more. 
An opportunity to study people as they really rtrc; also to !live you \llOrking 
experience for further developmpnt in a correctional career to be used 

6. 
7. 
8. 
9. 

1 O. 

outside. 
learning what not to do that will make me a confinee. 
You don't haVf! to run in the v/Clods and plC1Y Madnc 
An ever-changing atmo:;phere of conditions and neVi fac~s. 
You're indoors and you don't have to run around out in the bushes playing 

11. 
12. 
13. 
14. 

Marine. 
1 never look at it in that sense. 
It's a good field to wcrk in and could lead to Many jobs after I qet out. 
Right now Vie are on a good work schedule. 
Helping prisoners return to duty when possible 
Time off--enjoy workin" with people. 

L 
15. 
16. 
17. 
18. 
19. 

Is there? 
That the staff personnel are oood to work with 

20. 
21. 

I enjoy it. 
Tha t mos t of the staff are easy and aood to \'f()rf~ '·Iith. 
The challenge of \'Jorring vlith and trying to. undN'stand reop1c .. 

22. 
23. 
24. 
25. 7 ansvlered --"nor,!.:." 
26. 6 left the question blank. 

8. The /lINUS I.>.ide 06 [jJzA.g duty .<..~ 

1. Almost everything about it because you are overwOY'ked, undermanned \"Iith too 
much unessential traininG. 

2. Sometimes feel that you are fiqhtin9 a losinq battle. 
3. Hours on the job~ too many people qone fro~ th0 job. 
4. You have to stay ?tl hours and 1 iving conditions are bad. Then you still 

have to attend to other comMi tnl0nts. 
5.Excessive hours on duty due to lack-clf personnel. 
6. Toe much to do with a shortaqe of quards (traininq, extra details--no one 

seems to reali~e this problem) 
7. Long hours, mental stress; easy way to lose ran~' by makino a mistake. 
B. Working without enouqh personnel that the Brio needs. 
9. It's \'lOrse t.han sea duty. 

10. Lack of rersonnel 
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'i1. Trouble is always ar~und the1~~~nr" 11 
12. That not enough of t e unqua 1 lC supenors rea y aprreciate our job. 

And when they are asked to take our place, they reply in the ileqative ' 
I further believe that pro-pay for all would be a move in the right 
di rect'j on. 

13. Not be'jng able to say ~Ihat's on your mind ~/hen ta1kino to a smart confinee. 
14. You get little time off. 
15. Long hours, hard work, shortaqe of staff. 
16. There ,are long hours of idl enl:';s. 
17. Time off. l'/orking conditions. 
18. Long flours, bad ~/orkinq conditions. 
19. "'~ny time~ \'/e're very short-handed; therefore \'Ie r.1ust \'IOrr many continuous 

hours. 
20. The things and neople you hilve to put up with. 
21. Poor cooreration bl't\o/p.cn facility and units on thr hasp (administrative) 

--Lack of conccrn hy hiqher echelons of the ~Jrinc C0r~s. 
22. Lad' of COlTmunications from the top d(l~Jn; no basic dilily routine. 
23. The way the s.v!.tem is run. r mean. f'lOst of the staff pcrsonnel .lust say 

what to do and don't really ~now what's qoinq on. 
24. Temporary \,/ork assignments I'Ihich increase 'the \·/Od' lOnd and strain on the 

other guards. 
25. The cc.nfinees think that \'Ie are here to cut them riO\'Jn or [lick on them. 
26. The atmosphere and restraints of your ,iob. 
27. Lack of communication--and don't stick to Correctional ',lilnual; no discipl inp.. 
28. The odd workino hours (has to be to mnintain il ?t1-hollr dav.) 
29. The hot.:rs--2il hours straioht. If a person is marr;en. . 
30. The rules aren't a h/ays fri11m-/ed, 
31. The lonq hours vii thou t enough qu,'! rds to rerfon'1 a 11 thC' tasf:s. 
32. "E/erything" - ansv/er frnr.1 ? 
33. "tlone" - il.nswer by 2 
34. Blank - 1 

.9. M I took a.:t .the. h-<Ild 0.) duJt( I p,de hr.H' • . i.~ 1 rout'.{ CfU11!1\' ('''I' (full:l i.t ''.'('''(.1 
be to" .. 

t· 

1. :1y incoming attitude. 
2. Increase our manrower 
3. Stop havinq so !"lorlY mr:r:tin'1s. 
4. Change the hours of ~/{)rl' . 
5. Double the Stiltf that \'lOrl's h0re. This inh [lilts a lot of mrntal strain on 

a person 
6. Put less cornmitfT1C'nts ()n stoff personnrl 
7. tlo answer - not on rjuilrd force. 
1\, Increase the staff, There ilrc tl)(\ many thin,]'.) ttlP lIilrinrs have to 00 

on their time off. 
9. Keef) the guard force to Tin vlOthout t'lYillrt all the nuard for !"less duty. ar.1fJ1O 

guard, and so on. 
10. 

.. 11. 
12. 
13. 

Have more staff pr:rsonncl . 
Have more people to mnn th~ facility. 
Run a red-line briq anrl nut ~ore disciolinc on thr prisoners. 
EducJte some of the CO's, First Srjts. I)n this hilS!" about hasie le,ldership and 
how to treat their men hlll"laneiy. 
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14. The Warden. Enforce Briq reqs. more. So back to a red-line tYge ~riq. 
15. The attitude of certain £-6's and E-7's. 
16. An °increase in staff, rotation of duty posts, q:t rid of inept PQI"sonnel, 

etc, Many changes are necessary. 
17. Make the confinees show more respect to the staff that have to work here. 
18. Bring the staff to \1orldng together. 
19. Change the Briq Warden. 
20. Drop training Gn the staff's off-time. 
21. Stop all training at Bn and see if we could stop ~cndinq peorle to m8~S 

duty. ammo dump. 
22. Make everything run in a complete uniform way. 
23. Get a system so everyone \o/Ould \,Iork on the same plane and not as individuals 
24. Come here and do my job and not be harassed by the pearl e I work \'1ith and for. 
25. Train the prisoners for mC?aninqful jobs after release and not just send them 

back to their old units the same as they arrived. 
26. Get rid of all non-effcctives. 
27. Shorten hours. 
28. Improve living conditions for quards and staff r(>rsolme~ and to cut back 

on outside commitments. 
29. Have more coordi nOa ti on amonq secti ons . 
30. Get more Guards. Better tr~ined and more mature quards. 
31. Run the facility strictly by the corrections manual; be more selective of 

personnel. 
32. Try and let correctio:1s people BE correction:, people and stop C:1iving them 

extra duties such as mess duty. 8N training, ~arades because 
it takes them away from their duty. 

33. Enlarge the staff to where everyone coul d do a more campl ete job. 
34. Change unnecessary duty. 
35. No answer - 2 

10. The. moot UNREAL TlunO 1 .e eMned a. t Fot. f,OIldoll ItkB ••••• 

1. N/A - 27. 
2. Blank - 15 
3. That the lOWer ranks do not ~et the respect from prisoners or control. 
4. I believe that I vias nart of an essential qroun of men in a critical "IDS-

not only to find th~t anyone could perform thp duties I perform. 
5. That it \'/as there. /10 use to USMC-type facilities 
6. That the' Harine Corps didn't operate like the I\rmy for no constructive 

ireason. 
7. I~othing ~/as unreal--it \'1as an outstanding course. 
8. ~veryth'inq. Ft. Gordon I'IilS a joke 
9. tveryth'ing \"las presented well. 
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1. 
t. 
3. 

4. 
5. 
6. 
7. 
B. 
9. 

10. 
11. 

12. 
13. 

14. 
15. 
16. 
17. 
18. 
19. 
20. 

. 2l. 
22. 
23. 
24. 
25. 

26. 

27. 

2B. 

29. 
30. 
31. 
32. 
3" .... 
34. 
3S. 
3(.. 

'{. ,. 

I v/a<; not. 1.0 h,. on t.hp 'lililrrf forc:p. 
IliA 
When the n('vi st"ff ([-(, and i1I,ov(l) CIIIIIP<;, tIH'Y h"r.(II'I(~ till' top ll1i1n dllty 
\'Iardens. 
I was 90in~ to work in the ~ri'l. 
We have to com~ in so thp ~arinps can no to insoections. 
Prisoners seem to have more riqhts than 0uards.' 
I had to carryon two ,jobs as a t1arinp and as a Corr0ctionill Guard. 
This place was not run like the facility in Rrooklyn, N.Y. 
After over four years in thp corrections field I could not get the W1S 
5831. 
The long hours. . 
This is not a correctional facility but a holdinp-flp.n for other reoDles' 
problem men. 5()% or P.1ore sl',ouldn't even be here. 
There \'/ere no discinline requlatiol1s. 
The guards and the ~taff weren't for the hrisoners but for themselves 
and more concerned with hurtinq each other. 
110 di sappoi ntments. I kne\'/ I/ha t to eXflPct. 
The prisoners run the Brig; lack of discipline. 
The lack of discipline. 
r had to stay here for 211 hOllrs. 
Lack of discipline - lack of resr0ct for ouards. 
This is not a correctional facil ity, but a jilil (Ikin) 
The guards don't control the Brig, in a sense, the prisoners do. 
The buildinq I \'las to be 1'lOrkinrj in should have been condemn('d . 
The prisoners have non! ri!Jhts than they should 
Structurill condition of thp facility. 
The rrison.-!rs have too l;1uch hacldno from correctional officr.rs. 
Having to forqet my traininq at Ft. Gordon and do it exactlY (lP[)ositr. frol1l 
what I was tauqht. 
The riqhts of the prisoners ar8 nrotectecl more vioorouslv thon those of the 
gua rds. 
There is a constant chonqe i n ho~/ thr OlilCP. is run I'/i thollt r(,nilrd for 
anyone. 
To the confinees, the ~riq is a biq ioke. It's like an R ~ R center to 
them. 
Confinees qet tno much ilnd hAve too much power. 
Prisoners have too much freedom and don't comnly wit~ rrison rules and regs. 
We had other cOfTll'li tMr.nts to 110 to on off-time. 
The prisoners ha'l0 marc control over the P,riq than vall thin~. 
The prisoners have more 1 N!\,/ilY (freedom) than thry shoulo have . 
The facility is overcrowded for its size. 
elank 
None 
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12. /.II} view oft 11/(> r.ml,~itlr".~ 11l(' fld IH'll(' <'~ tiwt t/I(!II ((11(> ..... 

1. Out to use the 'lUilrtls to their own advilntaqc, flVP.lI pl'1Yinq one aqainst the 
other, 

2. lrtlTla ture. 
3. Sorry for thernsp.lves for being in thf' predicament they're in. 
4. Blank 
5. Young and dumb 
6. Always the same ones that goof up. 
7. Very immature and have an "ldon't care" and "you can't help me" attitude. 
8. Confuserl, childish. irresponsible. 
9. Imma ture, 

10. Looking for a discharqe <lny way they can !Jet it. 
11. The ma.iori ty want out and shoul d be nut out. 
12. Quite chiltlish and immature. 
13. Children and should be treated as such 
14. O.K. 
15. Mostly two- and three- ti~e returnees. 
16. Confinees and can be ~landled in any situation. But ,:"st of the Sti'lff 

IIGO's have the or attitude In hein,,) hard and it just causes trouble. 
17. Immature and iqnorant 
18. (People who) could have had their rroblems solved if listened to with COI,eern. 
19. Persons who put on a shoVI to be birJ in oth~rs I eyes. 
20. Childish. 
21. Immature for their il'Je and just ",ant Ollt of the "1arinp Corrs. 
22. People \'/ho had (\ ofoblem ilnd used the wronq way to s(llve it. 
23. The most uneducated peop 1 e r' ve ever met. 
24. Host of them mad~ a mistake and some arc permanent-bound jail birds. 
25. A group of so-ca 11 ed men ..... ho are very imma ture in the; I" \'lays and who are 

treated as hardenf.d criminals 
26. Immature, and with real nroblems that should have bern taken care of at 

the un; t level 
27. Immature people "tho don't knml ahout life 
28. Immature and childish 
29. People who n~ed a lot of help. Th~y can't accent our society. 
30. Yound and immature ~nd oped ~orp disciplin~ 
:n. Quitters, no self -oiscipl in(', f.motion"l 
32. Lazy, imrroature, uneducated, inable to ad.iust, vounQ, 
33. No good. 

13. OT/lER COM'.IWTS ' 

1. 1 personally hat~ this placf! ilnd everythinl) concprned \dth it bC'cause r feel 
that it is onr bifj farce. It is a larne nursery home and i feel useless! 

2. Some guar'ds tell rrisoners \·.hat to do ann rCfjulations to follOl'/ and he himself 
doesn't f'ol1O\'1 this reI). In this type of job you shnuld have a high degree of 
prJfessionalism, but due to so many cOmrlitfTlents. there is a lack of professionali~ 
For example. a new LCr1 arrives hnre at the facility strilil)ht out of Ft. Gordon. 
At this time, the man is sent to mess duty, a~mo du~o !1uard and numerous other 
places when he shnuld bf! at the Facility learnin~ his job when his schoolinQ is 
still fr'esh in hie; ~linrl. Lacl' of under'standinfl from staff and officers at Battali 
level. I~hen you 'renn yuur 01'10 til'lp. you still have other corrrnitments to make. 
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[Other comments] 

3. Most staff personn~l thin~ you have to be a bad ass to qet ~ job done. 
4. There was, several years ago, an emphasis on Corrections. This seeMS to 

have been lost in the shuffle from 'r,r. to presrnt. 
5. The Harine Corrs says it is lookinfJ for a fevi good Olen. But all they 

really want is bodies. 
6. Brig duty should be for F.-I) lind f.-(, rersu"nel: the oU2rds c;hould have tlw 

proper b<!d:inr1 from the I'lardens and officers; duty personnel should lie 
screened before reporting here and should be schooled in C;i)t'1C type of 
brig traininq. 

7.30-blank. 
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APPENDIX 8 

TEAM BUILDING FEASIBILITY STUDY 

TlW.ttbCJUptJ> a 6 Con~uLtarr.t' ~ 1 n:tvrv-ieJ)J6 wi-til tit(' Tilll(''!. GualUi SC!cti.OM: 

G~ Section I - Taped Octau('~ 17, 1972 

- Gua~d Se.ction II - Taped Oc,tobel:. 16, 1972 

- Gua~d Se.ction III - Tared Octobe~ 31, 1972 

TJl.-W POlt-Uf:1l un .tite appellCii.x. eOI1.ta.tt1,~ .tlte tftalu,c'Ltpt!> c-\ tcwcd .ill.tcwtl?\~ (l'iti: 
.the .dolee gUMd ~ec.u.ol'l.~ Eacll l'aMUch tile at/:M, <llld C,~C:l ·H'ItCCC.t~ .th\! 1'1t:jo11. t/lCll1C!> 
cUed .In .the bodU a~ til" Jt('pOIl.(. Spcc.(.~.lC(;~.e{f, tilC qwn,j ~O'lCC!l' .tltpcd crr'l'l(,Jtt~ H
ved .tItCLt til ey: 

--i'ave u.U.Re Oil 110 comn;.(n1etl.( [n6 n to.t(lt £1110111') t(1 ,II" ~lOnf.!. o~ '::II! 
COIUI.CCUOIlal. Facn..i.tl{. 

--A~e tftClte M 1l01l-v(,('uH.teeM [tIIOUA'I 601"" <ltd vrflllltrc'I (l.l1d cMJt!f .tlte 
COlIllec.ttOn~ /,IOS). 

--Feci I,'M t;ed, ciU(llq (01 Ult;{e~.{.JtalJrt' juu It1<.,t11 (.( UC(' .1'H'.'o ((He> Clnd .tOlV 
p~oJt.U1j M ~(tJt a.6 h (flllC.~ l'olltnrtl1d rdlelC'lI.6 lt~(' C0111 MUCci. 

--KnOl'.' tJIPIj Me a tOl'I-plLtrILUI( activit!! !I.tHCe t(I('1I rpCI:41t(' I"Lelt tJt'(I-th(t:.\i~ on .tltc'</t a66.i.gl1ed H'Ie.l1p.t11 .(11 a .,(tci fi t~( 1\'Ili61 ~\ ~oubi'c i tJ.> dc~i.(pt('d 
c.a.pacUtj. 

--Feel contempt no~ .th" I'I(tjo~A!( (!~ ,tIle. cOI1~il1eo, nd ~rc .tItCJl~c.tVeJ> M 
baulj~'{.tt(>.11.6 IttUlI1~'.I1g (l I1Uflt.r1111 /IOUI(' n(1~ tlrc iml1atll'l..·. 

--Feel: il(111a.M<'.d ()II !lav.i.llqto attend ilctltltl'iol! t~'1,'lli':Q, ,\{.('fd d(1.((~. mId 
PT Cm tlzfJ.A.)r (JIlin .UlII<!. l'lilal' IItll('lI ,\!tlll{'llrA !,('.o:~(l.~n· ~Ilclt rilO11t>!o M a P<Vlt 
0& .tltl! Iloltmlu' IlJOIII,' tla/I. 

--P-(JJ:.['Il.t tl1(1 ~ac.t til(t.t lfl((t,~d~ (UIC ,,[d'Ceci CUt'ttl! ~~I'I" t;h' C(Jl(ftl't' ((lun.t rncifttlf 
6011 "le.~~ '(u-tlj, dlcu,vr.'o, 0It 111)))1£1 d11ll1)' 9l!(lI!d ... 1:'llit" ,':IC/I (1.1((' !lIld(''! ... t(l,,~(,tl. 

, Tile gC?l1e1illi {('Ill' o~ the .tJlltlL~c11.i,'t.'o ~'10 (lICC (If.. cl('~I"l<~. di"':lll~,t, and Pl!.u,\owtd d<.. ... -
.(1'I.te.lt.e ... .t. rill' p{J~Wvr. M(.W.C.u. of., datI! ..til tlrr f.,acnUlf Inc t:J(l,t.tt 1"('111.t cqU.lp .tlJ('J71 
60Jt ~ c.i .. v-i-U.an Iou ill COM(!.c..t<,OIt~ (tIle! tfla.t, "1 t bca.tll 'lullr.{Il,Cl MOWlcl .i.n t.ite, t'Joori6 
p.eaY·<.119 Ma~lle." 

-159-



, . GUARD SECTION I {Taped I)ctober 17. 1972} 

tOIlSULTANT: As 1 mentioned to you, you'll qet a transcript of this t;)pc. One of the 
things we'd like for you to uel]in to think about and tal\< about is \'Ihat it's 1ike 
work;ng here. (Silence) How many of you volunteered fer Briq duty? (Some hands r-aised) 
Ffve of you? How did the othf!r seven of you get here? 

I was sent here. 

VOICE: r was jus t 1 ucley, I quess. 

I CONSULTANT: Just lucky? What, are you On somebody's list? (Laughter.) How do you feel 
i .. about the confinees? Are you doing them any good? 

VOICE: Take the fift.v percent who just want a discharge, they don't want you to do 
them any good, 

CONSULTANT: Well, if they don't want you to do them any qood. how does that make 
you feel about them? 

VOICE: After you see a guy come bac¥ to the Br;q for the fifth time, and the Hari ne 
'··'Corps hasn't got the hint to nut him out yet, I neon to me its a waste of morey. A 

'waste of time and a waste of effort. 

CONSULTArIT: Is that the I'lay most of you feel? (Some notls of a'lreement.) 

VOICE: ~Ie get a lot of young I';nds who are hunq up and the.y' re going to \'lant to go 
.. their own ~Iay. It's hi1rd as hen to explain anythinq to th(>r.J. If they're going to on 

tnc!ir own way, it '5 hard as hell to do anything for them. I~ost of tHem al'e aoing to 
Waste vlhatever you try. to do for them. 

VOICE: t'lost of them are fcllmlers. 

:'COtISULiANT: Most of th(l(l1 are follo\'/ers? 

VOICt: Yeah, ~ihen one of them vlants a BCD'. all of thc(l1want a Bc). If they thili~ 
they can make it on the outside. then let them get on tne outside and ma~e it. 

VOICE: I'm taH:in1) mainly about the hard-core case. The day. he qets released. he 
?ges u? to the COMpany and collects his money an'J the next five munutes he's out on 

.JS or ?oute 1 .,.Iith his thumb out and he's r}one aqain. . 

C'):,SJLTJ..HT: 'So you chilse them. turn them lonse. and QO chilsr them a'1ain. Is that it? 

V~ICE: I think it's a rest home. myself. 

:CONSULTANT: A' res t home: 

VOICE
h
: That's right, all it is.is a rest home., A guy lays up here for four or five 

mont s, gets five or six hundred dollars, then qets booked for another one. (Si1ence) 

CONSULTANT: Hen. how do you feel about runninq a rest home: 

;~~IC~: I cal'1e here vlith a joh to do. and I'm goinq to do it to the best of my abi1:ty. 
'. at s all I can say. (Silence) 
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CONSULTANT: Do you noUce anythinq about them that's different than what you t.<pected? 

VOICE: Some of them com~ in \,Iith a bad attitude. but they don't illl leave I-lith that 
attitl.JJe. 

CONSULTAIIT: So you do qet throuqh to some of them. 

VOICE: 'Course then again, t.hey may ClO bilc!: and do the same thinq. r.ut they do come 
in with one att.itude and go out ~Jith another. But they may ()o back and qo 1./1\ a~ain. 
We've had snme up there that fire rretty hard, but they soften un. 

VOICE: I also helieve that some of them arc tryinq to be it prefessinnal tYre prisoner. 
Like they'll come IIp.re 100kinQ for reople to care about tiler!. Tllis is I~hy they don't 
corrmit something serious cnouqh to ~/arrant a 8CD or a DO. They COMe here wantin!,! people 
to give them attention, then I-Ihen it's time for them to leave, they don't really want 
to leave. So they go and come back. It's costing the Government a lot of money an~ 
us a lot of problems. 

COrlSULTAlIT: Is this a function of immaturity: 

VOICE: IlMlaturity, yeah. (Several nod in assent) 

CONSULTANT: Is that the casp. I'lith most of the confinef's you get? 

VOICE: Most of the lIA's, ilnyv/ay. 

CONSULTANT: Are there more neorle going UA thesc days? 

VOICE: I think so. I've been in the 8riq since '(5, and had then more reople I'/ere 
in for disobedien::e of a direct order, assault, smil.ckin~ a Serqeflnt, a staff, or a 
lieutenant or something like that in comnarison to UA's bacr then. 

~ONSULTANT: Were the confinees different bacr then? 

VOICE: 1 think so. 

CONSUL TArn: Hovl vlere they different: 

VOICE: Well, he miqht hilve been different Nllen he I-Icnt in, hut l1e \'Ias different when 
he went out. I mean, corrections since '6') has done, I thin!:, a one-ei!)hty. r~aybe it 
was just the base I \-ldS on. 

COIiSULTArIT:- A one-eighty a'llay from what and tOl'lard Ivhat: 

VOICE: flYlay from disr;inlilrc. [lack in 'hS in tile [3riCJ in Chilrleston, S.C., I'/hen a Illan 
l~ft the brig there. tncrt-I-/as no I-lay ill lie 11 he v/antcd to COMe back. You had your 
f~vr:-flr,rcent Qoinl) after a r1ischilr~e. [lilt torlay I think it's 05 or 7W'. They'll stilnd 
rlght there ilnd tell you, "Hell, they rlidn't 'Jive it to me this time. I'll see you in 
a couple of months." And in a couple of months they COllle rirrht bad in the door. 

C01/SULTAflT: Have YO'J qivpn any thou~ht to I'lhy this-hanrens? 

V(1ICE: We're too easy on them. 

COIISULTAKT: You're too easy on them? 
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I" I VOICE: Right! 

I, ~OlCE: The ~rigs have dropped dOl'ln on their discirline. 

[VOICE: Riqht. Guy gets three hot meals. He don't do nothin'l but sit around, go 
\ 'on light ~lOrkin9 parties, picking up tin cans ann Doper and cone on back in. Say 
I'something to him, he requests mast, then somebody's in deep tr(luble. He's got all ! the protection he could want, :;0 there ain't too much you Ciln do to him. 
r 
I I' Cl)tlSIJLTAtIT: Not too much you can do to him, or for hifT1? 

" ~ .. VrJle[: You've got some pcoplC'? Hha need hard discipline, and the correctiona.l system 
L is more laX than it I'/as. IH least to "le it is. 

CO:;SULTArlT: lrO~1 i!; it lax around here: \·Ihen you say it's lox, ~/hilt are YOll referring 
to? 

Hell, just likE'! a !1arinf' in r~oot Camp. I'!hen ,1 quy qoe'; to hoot CuIIlP, he's 
tauqht that (!verythin'l thilt moves is callerl Sir. find \·,hilp r I'/as therp in '(,fI, they 
,cut the Sir. ,'\nd as far as standing at attention, they cut til,lt tao, anytililc hI' vias 
beinnaddresscd by staff personnGl. r can't see'\'/lldt harm it cOllllf do. I'll' only 
thinf) It could clo '(Jus !'Jct more respect for ilUthorit}', (100 r'W/lle rjPt Jiscipline back 
into their life. :'1,1Yue they've been Ufl for ei')ht moot 1ls und it's "\.ley Joe" or 
"Hey eob" out on the :.treet, hut they're bad: in a nlilitary 1'lilY of life. 

CO/;SULTMIT: Anybody else 10t any ideas 0n the kind of lax discipline? 

;' V0iCE: lie don't rJ('t i/O '('espr~ct arollnd here. 

VOICE: ~~e get more tlilrd tirlf'S than respect. 

Cl)ilS~LTA:;T: !Im'/ do t!ley q i vc you a ha rd t i l'iP? 

,.; .. V~IC[: \-Ie 1 1 , tl H1l01f' bunch ~/j 11 COPlt2 lIP MId illS t tM:(' ';pnnl1<;. r'v(' not to cOllnttl1e 
L::,S11v(:rllare and so I tC!ll then to t;!I'0 ,1 \'/~101p s"t inc.t"(ld of ill<;t a fot"l: or.1 $')0(111 
'pr sOJ"-:thinr!, Tiley "'/ant to asl' "'IY do Ul0.'1 !til'/(' to (.Ih' ,I \,,/'011"1 o;C't, '1ct ortlrrs. 
,.,?nd~o I do it, and I expect tfl0.Jll to do til0. SiJl'lf' thinC]. rhat'<; just (l11C' C!xfH'1i11e. 
, 'Jr 111:Q ~/her, h ~'unch r)f th'!fT1 get ,)round ;,anrjin'l 011 tril'iil C,ln', or sOI'IC'thin!'J ond that nl1 is(' 

3r.ts ~ rin'lir,'l in your ears ... ban'1in(j on your hC"ld ... 

jCOt:SULTAI:T: ~i) you 'r,,-;ayinq it I'H)ulrl bC! ,1 little p.l"iC!1" if YOIl could bill1f1 on their 
f" hear!s tI litl.l" flit? 

'J!)IC[: YO'J ;Jqn'f. ir,;vr; to bawl on til(~ir 11£:<111<;. LHI' tni'; 1"orninCl. "/hen they f(>ll 
( QU~ fer PT dt. S:~~:l. 'fOil cnn't do PT in .. 1 fielt.l iackd an·' it re,lllv l'I;\Sn't tildt 

(;Ol<, ~r) vie pils'.)'·d the \'lOrd topsidp 110 fir.,lJ ,iackpts. So olle \~l101c dortl! -- eiqht people 
:;'- cOl'il: (jOHn here wi th fi~ld ,i'lcl'ets 011 ,,1',:.1 I'd I'ilsscd tI~e I/Or"rl 0n the> hox that they 

. "10' 1 j ',~ T 
L'~;d~ ( '1") wr.a~ thpir jackets. So U,C'y dil!, just ;n defi,lIlcc, tI\t~y came dO\vn soying it 
!::"I. cod I1Ulslde, and r:layhe onp or tl'lO from the othp)" dOrllls. fill it vias 1'/05 to sec 
" ,I'l-It tnr.y could (jet away VI; th. 

I!O~I did you qet'the jtlcl:r:t.s off them? 

V?ICE: We sent thf'1n back lIO to tab, off the iackets, I,u t thil t cos t us abou t ?n 
mlnutr.s Tlip' . • ,tares" . n.d r:ollplc of ther'l (jet I~lOljthinq off ilnd you rut thcrl on rC'oort. hllt that 
sGmetll~n tlte tlmr: of thl! Gunny, the Cartai" holdiwi mflst, and the Colonel -- dnd that's 
n~' go l~nl} (11<;0: t/lr· CnlC1n~l'') 0nt to stay around in LllC eV(lnin'l to hold mast. Then 
.; e.l I/lto the (('II} blrlcr ilnrl tllrlt moans the: cook's qot to fix spf!ci,ll :Ilpals for him. 
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All that's just Hasting our time and enerqy. 

COiISULTMlT: How about the ~ind of hours you have to put in around here? Is that 
different from other Briqs you've worked in? 

VOICE: Hero about a month aC')o it \'las tight. I-/e \lere \-/orkin'] clay on. day off. You 
'liork tI~o days to get t~/O days off. But our commitments. they .ius t ki 11 ed us. 
~i~ht nOI-1 it's the best duty I've been standinq. Ther(>'s not on~ weekend I have to 
worr, and if r do. I m3~e ur> for it the next b-/o ~lee~5. one day on, one day off. But 
you're here for 24 hours. He still get our training in. ~/e (jet our Battalion classes, 
formations, stuff 1 ike this. and Vie do it on our off time. But the Hay the section 
iswrking now, there's no complaint whatsover. There's reAlly no cause to complain 
even with one day on, one day off, because ~/e didn't h3ve the people. So you do it 
until you get the people. 

CONSULTANT: Wen. the Group yestf'rcay seemed to be Idnd of unhappy about some of 
the hours they I-Iere puttinq in :Iere. Ooes that sort of reflect in this grour too? 

VOICE: l~ell, the only time it ,'cally gets you uptioht, I ~now \-,hat ( ) did--\'Iell 
I mean -- I don't blame the Harine'; that '-Ie wod', I blame the man overto[) of us. You 
got to give up til~e I'lith _your family to come in just to stand in the cold so that 
a /1arine can qo through an insrection. Its kind of ridiculolJs. In the tlavy, \'/hen 
yoo are working or on duty, your On a duty status, you don't go to no inspection .... you stand your duty. 

'. COIISUl.TArlT: So maybe tllCre's a little extra hardship thE'n in having brig duty or 
carryi n9 a 5800 r10S? 

VOICE: I don't think so. I sure ~lOlllrj rather sit tllere On il control center SU[1er-
vising prisoners moving around and ansl'/erinq the rhone. then to be down at (amp 
LeJeune, with field trans!Jort pael's and rifles ITI:lrchin'l frOPI Drop lone Zebra back 
tomainsidr:. That'; 2') miles. 

C0I1StJLTI\U:: Yeah, I can a~preciate that. 

VOICE: Could I continue "lith sOfTlethinr: that I'las s(lid in the 1l'OUD you hud in here, 
yestel'day? The thin!) about the hours they're> '-lOrkin,]? Th('y're only I/QrkinglO days a mollth. 

ClJ;i$JLTA'IT: Only I'lOrldn<] In da,Ys a l'1Ollth? 

WJiCE: \:c ~Iil') tJiscussinCl that a f01-1 day::; arlO hON til!'> '1,lrificS nilve these extr'u dutips 
1fo'~th~ sailors il'ld to comp in and fi 11 in for therl. rut l'i<1'.llt nOl'/ then> is nothinq liil; that_ 

LO:iSLIl Ti\ifT : It' - b·1 tf I ? lS tne est uuty on 1e )(lS(,. 

VOICE: Right nOl-1 as far as time off -- you gf't time off -- 'yOlJ can nlan ahead __ you 
lno\,/what your schedule 1'/il1 be. you knOl-l \-/flcthel' yotl have traininq or not and, like 
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rsaid on that one \'wek you only "lClrk on0 dilY. You ilre off rlondilY. Tuesrjtlv and 
I/ednesjay; you work Thursday. you tire off Friday~ Saturday ann Sunday. I m~an. there 
are people ~/ho want to r.lilke a \.,,...('~:e~d ~OVE' to Ot110. You'v(> flat nlenty of t11'1e. TI'/O 

days at home. come back on the tlllrc.. day. 

COilSULTArn: That's findinf] some difference 0t' orinions. 
~. ' 

lVOIC[; You can't rleasp. p'lerybc~dy. 

" 

ICrJI,~JLTAr:T: Oh, no you nr:ver rlflasc ('v0rytJody. You find SOl'1P differcnc(> of orinions 
\.bettl(~en t!',f: two sec t ions. 
r' -,' > 

f"/~:c[: Th<:y I','ere taHill'] about IIhen \:~ \'II'rf> on tile old schcolul,.... I 1'1(>i1n, everybody 
twas here, no problf>tI1 about thilt. I\nd 1, they just Silt dovin and lookprj ilt it there \'Ias 
i,oo\'/oy you could hay!'! avoided it. I\nd ,then the CarHain nut ttl!'! \-lOrd out. so we 
I start sending some of these reopl/} bacl: and it eased oif II litt~c Git ulltil \1(> Ijet to 
t'\ihere lie can get SQf'le time off. I\nd I fiqure if this tlln't qettinn us SO:le til"lp. off 
t,,': , 
! we never wl11 . 
t" 
r 

fCOltSULTArIT: Yeah, that sounds a lot bett0r than I heard yesterday. t·· , 
rVQICE: I'le got good time off. Its just heforp I'/hen thinqs "Jerr rouoh. I'yp been here 
i alittie over a year lind that is the best duty I've had. 
1 , " 

\COllSUL TMIT: HOI'I ma nj' of you ca rry n correc t ions f.1,)S? t .: 
I, 

t VOICE: Secondary. 
\. 
i , 
jCQtlSULTA:IT: (Softly countinq Uf) to sf>ven) I\n'lt)Qdy h.we a rril1!ary? Three of you. Four 
I~~e you starting ;n for a car0.f>r ( ) or 

i10ICE: .tl~vr~n' t dec i ded yet. 

CfJ\,S~LTAiIT: Haven't rlecided yet. Uo you "Iant to stay in cor((~cti(lns if you do? 

Sir. 

jJOIC~~, One thing that r bE:lieve is thf] major rroblrln is U1i1t th~r,... it; not f'nollgh 
... 11t~ed sliperiors Vlha really apureciate and underst,lnd til,., ior "Ie ':0. Because if 

d~d, they \'JOuldn't all. the tine rick on us ilS :hnuflh Ill' '.'Jere sC:Jpeooilts. 
, plck 011 us for standinq all these insrections. \'/I,"n 'lOll ('10 on mf>SS duty. on 

,'~. ~uard duty and on the afTliTlO dumr. They \'/o:Jldn't Sit'l. you f'ronlr. qot it easy 
,'~\Iro tnerr., ,you I'lOrk one day on and t\'I() elil'/S pff. They don't undcr5tanr:l that that 
'OT~:~ aay of 'r/ork ; s probilb ly aboul e()lJa 1 to t.he; r \'}(lpl;. ThC'{ I vr Qot t hei I' nroh 1 elas, 
. t.ey pxr'!'!ct U' t . I f\ '. 'I I d t d apn:" ) a correct tl0m. nd I .lll~t don't thlnh' t1ilt t1('Y un ers 'an or 
. ,;rCcldte Our ~ob 

',' "rt J • 

Ti\r;T: ~Icll, let 1'10 checl' ';1)f'1('thinl1 out with you. You find that a lot of 
you g(:t flere liS confinPfls or nrisonrrs thilt you fl~t 1\1"1'1" 1)i"C,lUS(> sOl'lchody dovln 

cornrilny level i'i not doino his ,iob? 

Oefinitr.l'l. I uf'liovc! tl1.1t. 

:'1ns t CJf th.r,' t' 1mI'. 
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CONSUL TANT: Sometimes? 

VOICE: Because a lot of these prisoners tha~ corne in -- if you sH down and talked to 
them they got a lot -- well, they got one maJor problem. They blame the man that con
fined they. For being here instead of on post. For getting put in the situation. But 
you also got the First Sergeant, or the Gunnery sergeant or the First Class, Second Class 
whatevet' the case may be. If the man has got a problem and has left home with it, tie 11 , 
the man just :Jays forget it. Instead of sHting down and taking the time to talk to the «lan and try to help him settle it out. 

CONSULTMT: They send them down here? 

VOrCE: I have seen up in Philadelphia, where the Casual Company there, in Philly there is 
one of the l7ldin hospitals for peo~le coming back from Viet Nam. In the main barrads we 
had casu1a1ti~s and they run body wise 170 strong. And there was a lot of guys that came 
back and waiting for a medical discharge -- they got shot in the guts or legs or Whatever 
the case might be. l3ut t:ley have them sitting there from anywhere between three to six 
months. In Casual Company up there, I think I would go UA if they put me in Casual Company 
there. You know, it realiy works on a person, then a guy's got attitudes. Instead of 
sitting down and trying to work out their attitudes, they didnt have the people to do it 
to start with -- a man, in <t1 attitude right away -- Staff Setogeant or Gunn or whoever's in 
charge of him -- stuff like I don't like this guy. He might come in 15 minutes UA. To me 
that doesn't constitute locking a man up. You could give him a little break. Fifteen 
minutes UA and here they come -- hold for safe keeping. 

vorCE: We have got a lot of people here who ha':e t!Jrned themselves in in this place. I 
always figure if a guy turned himself in, there is no reaS0n to lock him up. In the first 
place, if he turned himsf.'lf in elfider!tly he's beer. VA long enough. To turn himself in. They lock him up. It don't make sense. 

VOrCE: That's people from other outfits \~aiting for the transfer. But r have seen it. in 
PhilJy, people stationed there turn themselves in for treatmellt. [Jut I think it is, it is 
not the Command setting down a policy. I r(~member ~'hen, her.:! a \",hile back, we was getting 
a rash of people, just a short time UA, just locking them all ur. It was the Captain who 
went to the Colonel and have them put out ~ome kind of instruction saying if a guy is two 
days UA, wedon't want him. I mean, he hasn't done nothing, if he isn't really a threat 
of taking off again, don't give him to us. It slacked off here for a v(hile, but it is right back to Where its tarted from. 

COIISULTANT: So you sort of became a sort of dumping ground for--

VOICE: That is what I say, \'ie get everybod'y e1ses' problems. I figure it is a lot easier 
to give them to us -- this way they feel that they are safe all around and not gOing anywhere 
While we got him. And they don't have to put up with him during the day, 

CONSULTANT: What ur-e the nice things or the fun things about working in the I3rig? What is it that yOU really get pleased about? 

VOICE: You 1 earn not to go UA. 

CONSULTANT: You 1 ea rn no t to go UA? 

VOICE: l'n tell you what you learn. Well, one thing you learn is that if you're gOing to 
do something, go ahead and do it. You might as well slap an officer, as stand t~ere and 
argue with him. No matter, you get the same amount of time. You start an argument with 
a mall and they lock you up ana you get th\~ same amount of time if you just tap him, you gl:t the same amount of lime. -165-
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hO~SULTANT: Let it all hang out. 
\'.p ~ 

i VOlC[: You would do the same thing. 
i·, ! r' " 
LIS/L£NCE ) 
: Anthing else you learn around here? 1.,CO)ISUl TAlIT: 

i:voic£: If anybody is going to stay in the corrections ~ield and ~ay they are 90ir'9 to make 
/'cafeel" of it -- they got a chanc~ to get some c~rrect~ons expenence behind. them. Well. 
r~h~Y could jump to damn near any Job on the outslde, h1qhwilY pol ice. correctlons, guard 
latH mental institution, county he!"'fff! truant officer. crdinary refonn 5~r10Q1 __ ~ 
'111111ion Qi1pontunities for work in the fleld .. If you are an 0-3, YOII spend ;;:0 'years 1n the 
LKaHne Corps you get out,what do you do? I k,l1 people. , 
~ " 

((5\ lence) 
t, ' 

!'VOICE: I think it is good training. 

JONSULTANT: HoW many of you in here are career.by the way? 
~) , 

,VO'ICE: Are what? 
r. 
I, 
HOHSULTANT: Career, P1':n to 
("about staying? You thinking 

fV01CE: (i naud) 
f 
POICE: (i naud) 
i 

ftOIiSULTAIlT: ,feah. please. 

stay in for at least 20. 
about police work? 

Four or five. And a couple thinking 

YOle£: I think there is One way to help orLent the ~\arine Corps and the flavy to see a better 
u,ri~erstanding of corTections. Put corrections into the general military subjects. I think 

Jh,eY should have more than basic knowledge of the Brig as a place where people <jet disci-
:pl;ine, that's ju~t not so. I think that if we put it in the general military subjects 
te~tand make it equally as important as leader~hip, we'd see a lot more favorable results. 
Re,sults that you see are in the people that are confined. You never know who is going to 

,be?confined. When they het you, you know it is going to be for a stretched-ou·\. amount of tiine. . . 
~~~ 

'CONSULTANT: Are you saying then. that somehow the discipline in the Corps, at large, is 
r'Q,twhat it used to be and that is why you get so many people? 

is near what it used to be. 

;V~,C[: It we'nt from one extrem~ to another, it wasn't d red line Or black 1ioe. it was 
:'s~~~nere in the middle somewhere -- from one extreme to the other. 

( 

t~!,SULTANT: This thing about runninq a nursery. How do you fepl ~/hcn you run into olle of 
,UrEse problems -- and 'it kind of makes you think again that you are here just runnin~l a ;g6ddamn nursery? 
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VOICE: Last'year--

C0NSUL TANT: How do you fee 1 abou tit? 

VOICE: Last year t they had swil'1mi ng for pri soners. Twi ce my wife and once me had to get 
out of the base pool tover there -- and I have never done anything lofrong. And I kno\>/ my 
wife never has aboard a base. And I got to get out of the pool so that THEY can go 

. swirrrning. On my day off. I got to get out of the pool so they can go swimming. 

But they didn't bring it back this year. or it would be the same. Captain ( 
found out about it and the cut it \Jut. But anytime the prisoners wanted to go 
s'llirmling ,go to the base football games. get a movie every w<!ek and watch T.V. every night. 
A single guy -- what does he have to worry about getting locked up? Like ( ) said. he 
comes down here and saves himself 400 or 500 dollars .lnd gets out and ,just party like 
crazy. I've seen people leave here \<lith Sl.800. One man sat up there in cellblock and 
he says, I'm sitting here collecting money. Stay here long enough and get out and buy him
self a brand new car. Other people have got to ship over for six years to do that. 

VOICE: I believe that one way to help correct or better our morale 1s I would like to 
see the Marine Corps come up with pro-pay for all 5831 's that are qualified by MOS. Every
body would get so that it can be taken away from anyone who no longer deserves it or screws 
up. This would help the morale, ff they're going to waste it on drill instructors and re
cruiters, to recruit people and train them. I mean, our training is just as important 
if not more important. because they're goi ng to get the Mari ne Corps a r'ea 1 bad name. 

VOICE: On a subject such as that. I've got five years in grade as a sergeant. That is 
five years in grade and this man. 'I'/ho is my next door neighbor works down here in disbursing. 
He is under five years service. he made Gunny. and all he does is sit behind an adding 
machine and go like this. well great. He 013y have five years of college. 
Weil, you see I have five years in grade. A man that flunks out of NCO Academy -- if 
you flu:"k out of Staff NCO Academy. that mean,s you don't have a right to be a Staff NCO in 
the Marin0 Corps, at least that is the way they came out and said it. A guy ~Iho's just pick 
up a Gunnery Sergeant, he's getting all this money. he's off every night. he's off 
every weekend. We work nights; we work weekends. And everybody tells us we got it so nice. 

(Silence) 

CONSULTANT: Well, how nice do you have it? 

;ii V01CE: It's any mother fuckin job. 

,. 

CONSULTANT: Your not making the money on the job? 

VqICE: You should d,"aw pro-pay for the job. Okay? Like pull ing the head count around here. 
Rlght. You'\"e the first man through there with a flashlight and they jump up and mug your 
ass. Every time you ""alk through that door, you're taking a chance. 

. (LAUGHTER) 

VOICE: What kind of chance does that guy take sitting behind an adding ma,;hine. His tie 
g01ng to get caught in a roller 01' something? 

(Several Voices) 

VOICE: You try to psyc someborly out like you're loony in the head. Espe::ially upstairs in 
cellblock now. 

VOICE: 011. Christ! 
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i(s~vera 1 voices) , .... -

!~~I.;CE: If the dude does go through on of hi s acts and gets out. if you hit him you ~~'e 
f;,going to get in trouble. -There is a chance of you gf:'.;ting hurt. 

k~~h: I'm going to get choked. 

!'VOiCE: But you .- there is no way ,in hell you are going to handle a man, unless we 
[res tra in them. 

hOICE: And they got razor blades up there all the time. 
i ~ , 

LioIc£: Thl!Y give them 8,or 1~ razor blades. If a m~n \.,.ants to cut your throat, your 
l.;throiltJ s cut. And there s nothing you can do about it. 
I:"" 
PVO'ICE: The Marine Corps' biggest probl~ is that it is hung up on this tr~dition bit. 
J<lhey ' re so much into that that they don t allow the~e people to be professlOna~s. They 
' .• hlll have to lenow how to give them orders, the~ stlll have to know how to shoot a 9un; they 
!;,sti11 got to be able to run three :ld1e~ a certaln ~m0~nt of time. And do so many push ups. 
~01~d they still want them to be professl0nal at thel;- .~ob. They spurt out i:ll of the 
l':pJace -- parades, 'Isn't that screwy! A guy go~s out 1n ~ parade. Someone e~se can parade 
f'!:o~t around the ammo dump. He can be a professl0nal by hlmsel f. learn sornethlng about 
iiWffat he's doing. That baloney out there. 
f",'·-,: 
r.,:·· 
[:VRICE: Too many non-effectives. And then there's drivers school. 

'riC~NSULTANT: Driver's school here? 

!)OICE: You don't hear anyUiing you haven't heard before, and you put a whole week in on it. 

L)QICE: I had the same course up at Philadelphia in '611. I just got back frc:,m completing 
td,t here. I've been driving since I was 16 and I am 25 now, yet that took a whole week working 
i:'a~ay from here to go to driver recrui ting classes. The Great Harine Corps says you wi 11 
;thlve .them. But the Marine Corps ~'lso says they will maintain the strength of the guard 
rforce in a brig. What they are dolng is just bumping heads against each other. They can't 
~~.do it. If they are going to put a r.onmitment on you, and send you someplace else i.nstead 
l,~f working on the job. 
:- - ~ '~~< 

I',CONSUlTAfIT: So what does that mean now? That for m(;st of you are either here in sort of 
h.lheffective status two weeks of the year or--
f· 

VPCE: Not necess.1rily, a corporal on up: but your PRe's; your Privates and Lanc~ Corporals 
'they ~re the one's that really catch it. Guard out at the anmo dump, that's 30 days. Mess 
d~ty , s 30 days; --

L, .~. ;',; 

'<'V,OiCE: Two weeks on ri f1 e range. 

YOICE: A man can come off the ammo dump, after 30 days out there -- go 30 days to mess duty 
19H off mess duty and go to the ranges. He's 2-1/2 months al'Iay from the brig. He comes 
f~acf: here Mid the whole damn p 1 ac~ cau 1 d be gone. 

j:(severa 1 VOl ces) 
~' •. Ie 

r 
,VOICE,: There's one man who hasn't spent a ~Ieek at the brig since he's been here. 
,geen nere 6 months and I haven't seen him. 
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Where has be been all the rest of the time? 

VOICE: In the ammo dump. mess cl.lty. and all that stuff. 

CONSULTAN(: Somebody must know his name? 

He's on emergency leave. 

Well mention his name. 

) 

CO,~SULTANT: Who's list is he on? 

CONSULTANT: On the non-effective list? 

VOICE: Right! 

CONSULTANT: How many more people would you need, as you look around -- to do the job 
like it ought tv be done?' 

VOICE: I don't th1.,k ~t "is the case of needing any more. I think it's the case of gettiilg 
back our non-effecth'es. 

Okay, So, what you Jr~ saY1nq . .. I'> , if battalion would leave you the hell alone .. 

sir, and get the commitments off the briq. 

VOICE: If they gave us any m')re men they would just take a couplt: of our -- tt:ey would just 
tak~ away from,us. If they are just going to let us work the bare minimum of what it takes 
to supply, 

'j 

I 

Why is that? ! 
VOICE: It makes them look goud on pdper. I've sent so many people here; so many people therJ 
get this training down here washing pots and pans in the <,cullary. Or they are out here in 
NCO School or B:lock Training. If the man )S ~upposed to have 5800 r·lOS to wlJrk in the briq, 
why do you have to train him as a grunt? Disbursing don't go out there. 

VOICE: They also take -- they \-Iant you to go I)n variolJs assignments. because SO"leone else 
1s,on their back. Well, they know better than l;S what we are suppo~,=d to do and the,)' are 
st111 ;n the Marine Corps', 

CONSUtTAflT: 5n you are saying that you Brig ~t:rsonn(l catch more shit details than peo~le in 
other companies around? 

VUICE: No, sir, 1"m not saying we catch more than them or not enough or we don't get our 

T·h·~ecause we do -- there's i\n equal balance. ! 'm saying our job i:.. more impor·ant then their~' 
, lS is not the limelight. We see ours as rehabi1i~c.t;on. They see theirs as 8 to 5. This; 
lS why I say, they don't really appreciate our job, they don't tmdf!rstand it. If ~1e educate ~ 
them, then, they'll understarld ft. . ) 
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VOICE: Why, then make it a requirement .- they are going to take NCO leadership, let them 
take Armed forces Corrections instead. They ought to make a a rnandatnr.y thing for 
promotlons. 

VOICE: TheY just changed. I think., la~t week or the week before that. Now w~ did PT 
we did it after we got off duty. Training; we did when we got off duty. tJ"w t',' ,~"I) 
works a~ 8 to 4 job. he did !t as part of his work day. for that training. H~ 
stay an extra 4 hours to maice up for the time he was in training. and thl!y we. " ;'9. 

(Silence' 

CGUSllLTANT: Well. apparently, there are some disadvantages to this kind of work. \~hat 
kind of a~vilntagl?s are there? 

VQICE: You dor,'t have to run around in the woods and play Marine. 

VOICE: That's about the only thing you got. There are no benefits. 

VOICE: A physical job. That's all it is. 

VOICE: It keeps the hot off you. 

CONSULTANT: To keep what often? 

VOICE: HOT 

COtlSULTANT: Hot? 

VOICE: You see new faces everyday. 

(Laughter) 

VOICE: Every working day is different. 

(Several Voices) 

GONSULTkNT: But they are inside problems. not field problems? 

VOI(:t: Right. 

vorCE: Makes you appreciate the fleet more. 

COllSULTANT: Yes, I can imagine it might. 

VOlet: It makes you apflreciate working with the sane people. 

COI,SULTANT: What kind of insanity are you talking about? 

VO I CE: Pri rna rily. r \~orked a t the gall ey here. And I : lIsed the NOD's -.. the no outs ide 
a~ty personnel. And they tried playing myself against the other cocks. '(hey tried pluyinq 
tne otner guctrds against each other. Just to see what they could g~t dWdY with. And you 
constantly have to sort of feel your way through. do it their way complc:tely 0,. as described 
by tne Captain, you can't just -- you know, havE> to do it your own way. Ynl' get seven people 
standing there arguing with you. it just 90es back to the lack of discipline. 
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VOICE: Here's a way of summing it up. I know they cpuld send me out here for TBS right n( 

and I could be a grunt. You send some of the grunts back here put him in here, and put 
him behind a post a~d let him be a guard. We're trained as grunt and guard, they're trainE 
as grunts. We've got to know everything that they know out there. There's Rever been a 
class Up there yet on Corrections. Or even the MP fitld. The only thing we get is the M-l 
~p-readin9. compass, M-16, uniform regs and everything like that. There's never been any1 
like Correct~ons. Now, we know their job. And we had the J.O.D. come in here last night 
and brought us five prisoners. And he thought it was a plaything. for me to take him 
up and show him around. He was like a little kid walking througha department store. He 
was really fascinated. He doesn't have the slightest idea what goes on. 

(S il ence) 

CONSULTANT: Okay, well, why don't we wrap it up. Thanks for your time. 

-171-



J 1 

I 
I 

\ 

! 

GL'ARD SI:.CTION n (Taped Cctober 16. 1972) 

\' CCNSULTAl\T, What is your viev.' of most of the confin("es you get he:rt'!? 

·CE I-ost of the con[ i nees here 
,VOl • 'f . returnees. They Just go rom one 
they're shooting, for is to get out 

are one or two time or three time 
brig to the other. Redlly what 
of the ~arine Corps. 

COl'<5UL'I'ANT, They're working for dCD, or ••• 

vorCE. Any kind of discharge they can get. 

'/01Ct.: I'ost of them are immZiture for their age, t<?o. 

','/Gith: r;.€:g your pardon? 

. C(;:;~UL'II\t:'l'1 You say, most of them •••. 

VOICE: Are immature for their ag.=:!. In other words, the offensE.' theY've 
corr.:oittec if they really thought about it or went about it in a different 
way, the'/ wouldn't have ended liE' here at the Corrections Facility, or "brig" 
.'hatevcr you want to call it. And like I l:laid -- or as the First-Class 
said, IOAll I want to do is come in and get out of the l'~arine Corps. II 

CONSULTAt-:'l : Get out at any price, then? 

VOICE, That's right. Any way you can. we have some individuals try to 
commit suicide, just to get out of the l":arine Corps; or try to say they're 
crazy, just to get out of the /'o'larine Corps for medical reasons. 1\11 they 
want is to g€'t out. 

r CGio!Jt:LTAliT I 

\. tr,en? That makes it pretty frustrating trying to work With th~~, 

I 
I '/SIC!:.: Yeah, il lot. of them that we have here, arE" kind of actu<'111y young--
I I'd say roughly 19 or 20. I VOlCEI I'd say 17 - 19 

t Cm:SULTMTs 17 to 197 

17 to 19 is about tho avorage age. 

vcrcc: They are pret ty young. 

:VC:Cr. : 
what to 

, parf:nts 
': to IT'ake 

Tht?Y're still on their mot.h€!r's skirt, really. 'lht?y don't know 
do on their own. They get away [rom their parents, and their 
usually tell them what to do. They come in here, they've go~ 
a deCiSion for themselves, and they can't do it. 

fCC!,StJL'IA:"TI How long do you usually have them in hc-re __ 30 days? 45? 

:VOIC!:.I we can have them here, anYWhere [rom w'hat? Anywhere from 30 davs 
JOlI'uybe 6 month", even longer than that, sometimes. 

,.VhOICI'" i.nY .. 'here from 30 d.:!'t's to 12 months. 1 have seen people stay in 
.en! -- for i t 1 h 1 h h h' b 'h' ns ance, one sa1 or we ave n ere, rig t now, e seen : ere 9 mont' . , na, ~~r~ilay. 
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CONSULTANT I And how's he like it? 

VOICE, Oh .• he loves it. He really loves it. 

CONS UL'l'AN T I Good duty? 

VOIC~I They're w~i~inq for his CA to come bnck. 

VOleb, A lot of people have been here, like, 4 or 5 times. You hatp to 
Bee the guys come back. 'I'here' s nothing we can do about it, we're onl y 
part of the staff here. We have to face Some of the problems -- how's 
~y CA Action comin~ along. We can't tell them, because we don't know. 

CO~SUL'IANTI CA Action--? 

,valeK. waiting to he~r from the lawyers -- either they've got such a 
work lo~d or they just don·t careI one of the twu. Some of them have 
been In here 60 days and haven't even gone to trial. 

VCICE, 
again, 

You getle~ in here for a While, turn them loose, and they go UA 
They're going to do it anyhOW. 

VOICEs I think right now the Gen~ral's policy on FFP ~ersonnel -- peoplp 
to be transferred -- if they turn themselves in or they are apprehended or 
two days UA or 6 monthe UA, they lock them up here. 'l'hey can spend 2 to 
3 weeks here before they even get them back to LeJeune or Parris Island 
or whatever the case may be. That I s a waste of their time; r~artne Corps 
time lour time. 

VOICE, Right. 

velCEI See, we h~ve a training program here. ~hen they first come in -
the very next day t~ey come in -- this man is a counselor, the administra
tive chief get chec~ad in -- the valuables ~CO, supply ~CO. Okay# we 
c~eck them in one day, two days later they maybe getting transferrpd. We 
don't know until the time comes. So consequently, all that time, while 
thEY are here, we spend on Lhat indivjdual is Just lost. If heos in 
training down stairs in the basement, they get transferred. We are just 
wasting our time on this individual, if hp is leaving -- if he is FFT, 
which is further transfer,l1ke first class says. 

VOICE! ~ost FFT's they have out here, have to work. You tell them to do 
any~hing or anything like that, they got this one-time attitude. Well, 
I'm not going to do it. what are you going to do, lock me up? 11m 1n 
jail alrea.dy! 

VOICE, You know he's not going to be herp for any length of timeR because 
-- like a lot of times the chaser brings him in here, they have to chase 
hirrl, l-.... ell, he will probably be here 3 or 4 days, something like this. 
Them after being here 3 weeks, after that you h~ar from them, when am I 
leaVing he re when 3m I leaving here, you know. It really gets ~onotonol.l~ . 
.JeCdU8e evel';lday, I see a lot of guards here 'Work up on Post or any place 
like thnt hear about anywhere from 50 to 100 derogatory remarks from th0se 
confinees who are locked up here. They CQuld care leBs after a while. 
After they're here for a certain length of time. A lot of guys here look 
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~ard to going to Portsmouth because they feel up there they can get a 

°t But while they're here they can't get it. They want to leave here, 
·cu • 
to get away. 

i; The person with a BCD or DD or UD, whatever the case may be, usually 
f ,VO~C):;~p heading for Portsmouth, normally, that is. All right, we get an 

end~ idual like that, like the Sarge says now, he's got an attitude not 
"l~ d~ the duty. And once they're in here they accumulate good time. ~'lell, 

1:\:'. they feel they got 3 months. Well, they accumulate so many days each month, 
['no matter where it is. once they do become aware. of it, they set a BCD or 
:1. 1)D 00 good time means nothing to them. Y?U put tnem on report, or write 
; .. '1·.·. :them up, what are they going to do to you? I get out real soon. I am 
: going to get out on a BCD or DD, whatever the ca!:le may be. 
t ... r CO/ISULTANTI 11m kind of hearing you saying you don't really seC! that. you. 
'tare in the correction business here? 
:1" 
f! VOICE: r\o (several voices) 

; VorCB, Babysitting 1s what it comes down to. 
;. 

C01;SULTAt.T, Babysitting. 

VOICE, HoW can you call it correction facility, if you don't have any so:..-t 
of work training program. All we do is lock them up, and we send them out 
on working parties during the day. We send them out to rake leaves or 
c;lean somebodl's head or something. Then., they come back and all they do 
is JURt lety in the dorms or watch TV and they go out the next day. That's 

i no corrections program. The new brig is supposed to solve that problem 
,;but, this brig has been here how many years? 
t 
~ 

1 VClCEt It's all right to try to rectify. I mean, we aren't doing any 
t 

~ correcting. Nobody else -- I'm not -- nobody else on this post is. It' 8 

1 a brig, 

\ ',CCt\SUL7M;Tt So then, it rea lly doesn I t make sense to you for anybody to 
. talk about corrections -- being in a correctional faci.li ty7 

VOICE, '.~ell, the way they have the correction facility set up today, of 
~our8e, I have not worked up here that long myself I but it is Ij kp the 
Sergeant said here. It's more likE: a nursery than it is anything else. 
~O~I/ a few years ba.:::k \"hen a rr.an went in the brig when he comes back out 
of there: he had a diffp.rent attitude about it. I think it should go back 
~~ the old way of running t.he brig. If they have to put red lines back in, 
put red lines back in 
.'/::,H. you got a bUnch ;f prisoners around here like we have, and we got 
~o::,!; real good ones around here. Some will stand up to you and flat say, 

..• 'r: '.I')t soing to do such Clm'.! such, what are you going to do to them? Flay 
it [o·vJ[. -- I'll get smacked on the hand and that is all it's going. to 

, an,olJr.t to, 

VCH.'r.1 And they know it too; they knOl'/ they can get away with anything 
,th~i' want to. So they push it right over the line. I mean, personally 

. looo't like to have a man utaltd up and talk to me like I'ri' -- the lowest 
,thing on the face of the earth or spit in my face. I'ill just not type of 
[ human beinS. I like to smac~ back. 



CONSULTANT I Do they make many of that, type.of comments? 

VOICEI They make derogatory remarks to everyone in this classroom right 
now, they'll swear at them say you ain't worth s---, or call them some 
derogatory remarks. What can you do to them -- you would like to get 
in an(j do a job on them, you know, but you can't. You're here to correct 
them. If you make a statement, well, according to the ~arine Corss regu
lations you are not going to do this, they way, the hell with the regula
tions. So you put them on report, and they go down stairs and they have 
their good time taken away from them. ~aybe they're put in a cell bloCk 
for awhile. That is all taken (:are of. But. that ain't satisfaction, 
man tomorrow, if he wants to do it again, he'S going to do it again. 

VOICEs Like the set up we have here nO\I/, we send him to like the cell 
block two a~d they put him on diminished rations. And, the way they have 
it Bet up now, is they call it indefinite. But yet, all that man has to 
do is put J,n a Request fw:ast to see the Colonel. 'The next time the 
Colonel comes in he goes in to see the Colonel and says to the Colonel, 
"I'm going to be a good boy now," and they take him out of there •. In 
about 3 days later, basically, the guy's the same way he was. He's dc>in9 
the same trouble. He says I been in it before, I know I can get out, I 
don't have to \'lorry. 

VOICEI lid say that all it boils down to is like it was said before. 
t/,Qst of the people are looking for a discharge. They just don't care 
what kind of aischarge they get,. If a man is asking for a discharge, 
why put them in the brig. Get him on out; kick him out. It doesn't take 
but 14 days to process a man out of the service. 

VOICEI That's right. 

VOICE, It can be done a lot faster than tha to But here on this base, 
in this correction facility, we have one company here and they use this 
for holding company. They use this place for holding company for every 
little mistake they got there. But that's no place for them. Like they 
was 2.days UA and they take them down here and they stay here 14 days 
witho'.l.t even seeing a lawyer. Wi thout even going to court. One man come 
down here for TBS stayed ~n here for 31 ~ays, for 6 days over the hill, 
and never went to court. 'J .. 'h'ey put 1n 35 days in the b::ig here and never 
had a court for 6 days UA. 

CONSULTAt\Ts .'Are you saying this is just a dumping place for all the bad 
apples on the base? 

VOICE, It's a dumping place for all the bad apples and all the scrouges. 

VOICE, When a company does not want to handle it, they throw them 1n 
the brig just to get them off the company or shaped up to be back in the 
Company, although they realize that this reflects back upon the individual. 
You Bee the individual's attitude prior to coming into the brig -- that he 
really didn't belong here and he didn't want to take the punishment. So 
they have to send him to the brig. When he comes into the brig and gets 
with Some of these other confinees, who have bee:') here for awhile, you 
Itsten and see what happens around here and they have a different attitude 
Wilen they go. out. 

lind, once he really ,does get out, he 
is aw . - are that he's been in the brig. 

goes back to company and eve~ybody 
And they don't want to work with him, 
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eth!ng like this. An~ I think this is wrong, too. Once a man has 
som -n offense, he has paid for it. As far as r am concerned, I could done a h t 
're less \o'hat he's done in t e paat. Wha I care about ia what hots 

cdin now for me. If he's a good Marine, and he shows, me that he wants 
do b~tter himself, 1'11 accept him buck in the company. But this i.s th8 
tOouble. Everybody -- he goes back to the company he essentialJcY worked i~r and they say, "Hey how's the' brig over there?" Eefore you k;~~,~ it, 

rybody 1s talking about it. And how would you feel if you wor~ed for :~eand I called you a brig rat? Or buddy, how's the brig up there. Maybe 
some people we'ren't worried that you were in here. They knm,' now. And 
this shoulcn!t be done. 

'/ClCEI ",elve got a lot of people, like he said, that come here and ask 
r.ow long ttl€y have been' UA, well, at the company I was in 2 hours UA i'lnct 
thE-Y didn't do anything to me. And, maybe another time, you Come in a day 
late or sorrething, maybe the next time 2 days la te or something. And 
they send n.un hore, and you sit here for maybe 30 days or mayte even 
lor.ger. And this man gets around these people, which Are in here for a 
lot more of a crime, like say, drugs and stuff. And this guy knows he 
got the ti:ne. all he's doing iE -- maybe this other man is a couple of 
years younger and something and actually telling him the ropes. 

tiot the good ropes or anything. But tel,ling him the ropes. And this guy 
gE)ts to thinking for himself, it this guy car. do it, maybe I can get out. 
To ",e, I think that if I was -- if I ever had a problem, if 1 was 2 hours 
or something -- or a couple of days -- 1 think it ,",'ould hurt me more if 
they took rry Office il0urs or took Some of my money away from me rather 
than locki fl9 me up here. 

CO:,S~L 'rA~:'T: 

in 1 t or •••• "] ), ho'w did you get in tr,is bus int"ss? Did you want to be 

VCICEI 1.0. 

CCI:SUL7hl.7: ~o. you didn't usk for it. 
as soon be doing something eJ.E"e.? 

.. V(;ICE, Yes. 

COh!;:ULTA~:TI You would? How about you, 

VOICt;1 Right. 

(LaughtE:r. ) 

It was u gift. You \o:ould just 

)7 

CCII:;t;LTM.'L1 You didri't, volunteer for it either, huh? ..... hi1t did you do to ~'et t:-,lS kind of duty'; 

(~ilencE' ). 

,VOICe, :;:-='5 the stuff you gottd take while yell <irE:: working. '1\ guy qets 
in !'Ie~e and goes insane. Like, mysclf, ] Of;, V C'l' \"'Ent up to I>omeone. r 
~~ri(e~ for 3 years with it now and just automatically qot it When I was 

'\4~nSlc'r=ed :roITt Pendleton to Great LC:tkes. I-,'h(;n d fv'Arine' goes to Great 
:t<es, ""hen they get up there you wind up in the brig. hnd, you work up 

nere and' a21 of: a Sudden oile day, they send you a piece of paper __ the 
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r that you worked for said you did a good job ' ... hile you worked here 
rything and he recommended that you get lhe Erig ~OS and all of a 

eve you did)'ll t know anything about it, and hflre is the order stating 
~~ur MOS has been changed to the brig. 

So itls kind of a conscript systp.m, in a way~ then? Did 
volunteer for corrections? 

I did. 

What, 3 of you. And 10 of you didnlt? 

You get hooked the same way? 

When I reenlisted I got it. 

I That was the other piece of that -- what did they give you -
to reenlist? 

~o. ~hey just slipped it in there somewhere. 

Are you a lifer ( )1 

Right. 

okay. 

I thinlc of 
_ .. .-. _ ... ~ 
H1Y'::;C..L . .L. as a career wuu, 

__ .... -. 1.1:4= __ 
.,u~ u .... ..LJ..c.&... 

~ot a lifer. Okay, I stand corrected. 

When I first came in, every dorm competed ¥'ith each other. What 
n ):,y that is, daily inspections. And the end of inspection he had 

.. many points taken away from you. Well, at the end of the week the best 
. 'had the least arl'.ount of points and had the best outstanding report, 

got the privilege of coming down here on movie call. And if it was 
rtime, the good dorms got to go swimmirq, We had the whole pool 

red for brig personnel only •. Now thatl .. allover. EVErybody gets to 
down and watch the movie. Something like this. 

t Icllr. trying to say is that there is no c~mpeti t.ion with one another. 
ther \<lords, if you mess up to':3ay, I mess up to.T,orrow, we will go see 
n~v1e. We know we'll still come down and watch T.V. There is no 

j~~M~c'~itlon, no discipline. ~~at I mean by that is you got irspection 
ng cn, if a man messes up, fine, :Ie doesnlt go to the rr.ovie. That's 
~lay it 51-.ould be. You should have some competing. In other · .... ords, 
sorr.flthlng in return to show that you are not just asking for any::hing. 

n you aSk for something, you get something in return. Show you put up; 
you appreciate. l'xot, get down and kiss his ha.nns and say you are 

b)y - you· can go down and see t_he mcvie. This is the benefit of 
..... rybody •. Everybody in the brig is treated the same when they come in, 
•... you get a few more privileges as you move t rom rr.axin·.um to minimum • 
...... s is th(~ way it should be. a!'ld they are not doinq it. Anybody can come 

. the movie or watch T.V. calls. '!'hey get too much privilege, I think. 
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~:COJ\SULTANTI So you 

t6at you want to? 
x·eally don t t have the sanctions 'to put on the confinees 

, 
". :" Like they used to have personal competition, too. 'They used to 
V9·

CE, 
rflonnel inspection every ~"riday and [JOfr.c!how [.alony the UnE' thnt'13 

have '\~~cl<ed off. Since· ito been knock(~d off rl lot ot prisonerH havf> ~~en Glack. They don' t shine their Bho~B, don' t keep t hpi r brclss th€l 
gO,~ethey used to, they don't keep their uniform thE' .... 'ay thf'Y uBnd lo. 
\o/~) Ileen a lot of prisoners walk around here with ri19g0ci un:! formu nnd 
IV\ell him to t.ake it. off and go ctungc Clothes and trtng that one back y~u And the first thing you hear is he'~ writing a chit. on you for nere, 
pfck1ng on him I 

ULTA~T: Well. those of you who Ive be'en in this businesr; for 4 or 5 
years. do you see. any difference in the kind of guys you get, Have they 
alll'ays been the same? 

VOICI:;, r-:ost of them now, YOU've qot pnly a few from overseas, l'-.ow, mostly 
get a lot ot young kids out of boot camp 'oJh,- '.,J VA When they gF?t into 

company. They come here for 2 days UA or they are an hour lat.e nnd Sit 
· here for weeks waiting to go to Bee a lawyer. By the time they get 

of here, thf'Y CoUld care less. back {n the corr.p;)ny that's where they 
the guy for 2 hours or 2 days •• put him on rest riction fa"!" a \\lh11e anri 

him. If they'd straighten up things at the corrp,).tIY level, we wouldn't. 
these problems of these guys coming here going Ut, 

So you ore saying -- that maybe part of Ul(! problem is ••• ? 

oown at the company level, 

I They are down at the company level that som0how they are not doing 
leadership role tha t they used to or .•.• 

i That·s a:Cout it. You take Cdre of all U:e trdsh th('~t' hiiVC>. If a 
t~lls a Sergeant that he is not goil"'g to Scr1.lt thp flo,)18. they .send 

." up here instead of sending him to the F'ir:'lt Serc:;ulnt or th(~ CO and letting take ca re of it. 

I If 'IOU want to Come right down to it. thr.- "-'hole prc1:1pm is tn the 
ting Etage of the Earine Corps, because, 100% who the) take in __ they 

ir,17 and 15 Y0ar old boys, who hJvc run .v..Jay from hOf.le and hoVe:? 
1 problems, Vie have gotten peop.'.c 1n here \.Iho helve been givPI1 

· rnativeFi, servi(;',? or jail for offen!~Ds. hnl1, \-Ihot kine of recruiting 
clr;.t? 'fou are ta}~ing Somebody .:in thclt dOf.!sn't ('<ire iinyv.',y. ThC'y need to 
: 1.[J Bome Sort c.f scrc-ening S"jf, l~:I~ Clnd 8Clrnl~ sort. of IrlinJmulO "cJC'. 'l~hey need 1.'U~ Hem\: I:lort of r.Q. test or .;olf.ethJng, Lecaust~ r ut>t y..Ju, \o,'t> qet 

tnt:! people in here h"lven't finished hijh Fchccl.' /\no you can .t,ell it. 

Any of them intereSted ·in getting G~D? 

· When they get a counG,:"!lor', 1 guess, t}le counselor asks them about 
r doni t -- 1 don' t kno\y if they even have a sys tem set up for it. 

I ;,'e had Something y'.Ju wOllld think that Gl:.r; \o,'a8 a high SChool diploma. 
think Your c;~duca tion is much ] ike ( ) here Sc~ id, There is only three 
that do not. ni3ve a h1gh A('hool educatl.on. dut, 1 personally, do not 
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I later the GED program. It has to be the Education officer, Except '" ~~:!~. people that havhe to hatll€h couhrsets
h 

to get ready for the tests. Tbhey 
, 't have them. Rig t now oug, ey are not testing for tJ-.e GBD ecause 
d~n the compromise. They go right through to December and we have a very sick 

0° ucaUon oyatem. You beg the pe 9ple to come over, here -- if they come over 
,ed they don't do anything. So forget about education. It'a non-existent. 
"here 1 h d " fore, last year, he cou dnlt ave e ucation like we have here -- once or 

Beice a week. Lately. for Borne reason, like First Class says, they just 
~rd away with it. Why? We,don't know why, we can't tell them why they 
can't work on a GED. I don t have any answeJ:s for them. 

UCOliSULTANTI So one of the things you are saying is. you really don't get any 
back-up fre,in the other commands on the post? 

VoICBI If you did get back-up, half of these people in the corrections 
facility would not be here. 

t VO]C~' ~nother thing is they get tired -- we need a screening program 
\ for new guards. T~"ley send somebody over, and the C<"O.ptain asks him if he 
\ ,wants to work here. A~d he says maybe, So whether he really wants to or not, 
!he's working here. And you know yourself that a man don I t put out wnen he IS 

: doing something he do~t"n't want to do. But we have to tak.e them because we p always send people U.ke to mess duty, ammo dump, all kinas of wei rd schools. 
! ~'hl'!Y just happan to come up and we have to send people, And the guards, 
I who work in here -- they put b;e 24 hours that they work here and they work 
it something like 18 out of 24 hours and I=verytirne a mnn can think, ah man, 1 
. have to come to work today. 'tall must dread thinking about it. Even, if YOll 
i say, working one day out of 3. YOll still don't like the hours even. 

I"
~ especially if you arc married. It hurts the married man, Like myself, 

I don't like the idea of leaving my wife at home, even thougl1 the doors 
~n be locked and so forth, But I don't like the idea of that. I know a 
lot of guys, w}-.o wouldn't -- you know -- don't -- they're ma rried -- being 
here for 24 hours. 

CCI;SULTANT, So wha t you are saying is one of th,~ things tha r hil ppen to you, 
if you get this 1":OS is thn tit gets to be a ha rdshlp for you? Wha tit is 

'you :ll:e working for 2 or 3 different commands? 

VOIC!:., It definitely causes family problems. Esp(~cia 11 y with th(' wives. 

VOrCE: See, it's like the guys who come on since 8100 o'clock this 
IJ1Orning. They will go to posts from 8-2. All right, they don't qo pas t 

)arovnd here until 8,00 tonight. Now. if they're from 2-8, t.hey have 
you for any n'lmber of things they want. Chal:iers, or taKinq prisonars off 

,Working parties. This should be their time off. f.;.aybe they don't get the 
time off for a few hours sleep or somethinq. Then , it comes cho ..... time. 

·~VE:,ybody has tv eat somethIng so the guards on duty Ciin eat as well 
:~~ people off duty. So before you know it, you are wide awake and six 
,,0 clock Cornea around and you can't get no sleep then ceccLUse you -- you can 
~b~ Nlled in pretty Boon. 1~0 A,OO o'clock comes, you go on post. 7""0 

.,0 clock you come off; two to six is not nl'.lch good. They ha ve a ha rd time 
;:getting to sleep. You don't set to sleep mllch. ellt t.hat time you get back 
,U~. Okly, YOll get off at 8100 o·clock that next day. From 8,00 o'clock 
it~at day they got ~~attaliQn train1..ng. ':;0 battalion tr<1ining goes until 11100 
~OiC)oCk. So half a day iB shot. They '30 to chow and come bdCk at. 13100 ' 
o clock, thp.n they get dril1eq. After drill, they get PT. Okay, there goes 

-1'/9-

/ 



,[ 
, 

.j."" 

.~~.~ 
r"'~ I"','J' 
!' ' 
1 
1<, 

r day shot right there. One day off so far. It¥; NhOle _ 
[,'.j . is off--but, they can be culJ.ed in for any number of reasons. 
'1".~ .. 'ex .. ~. d",y they don' t have enough guards, which I have see)"l done. I have seen 
a~CFusene 1 have seen it done all the Lime. Or they may c~ll you in for 
,~~l!S do he~ reasnn. Now, here you are 3 day" J 2 dayfl you have n 1 ready com-
160,n,\e ~\hen yoU have been away fl'om your family so you can't spend that much 
lpl~Je, ith your family. This i8 the main gripe. It reflects back on '.:he 
!ti,(l1,e ~dual. The individual 1s firpt doing h1u job. Reflects back on the 

l;,ln~'~~ctlons, you can see it. Some guy's not \Jitl'. his wife for 2 dRYS, he 
ir.fJ~\o work here. He gets .~ngry. He sn~ps judgment. And he may be 
~haSi' because of 'Working right away for something like this. . Right away the 
la~~!ry er puts him on report. And there is too much stress ana stx,\in on the 
lm,~on 
Hnalvldual. 
[i 

!VotCEI Like staff sergeant ( ) said, if you have 7.4-hour cuty here, 
lh'n yOU got battalion. I'll speilk to him when he's here. You got bat
l.~~tion trainlng in the rnorning, and drill and F'T in the afternoon, then turn 
ldght around, I I ve se'en 1 t happen her<;~ a lot of these N(:O' s take duty 
l!K~'S, so ,that's another kind of duty. ' 

!V6ICE' All right, they 
!t4hour'". That I B about 
I :eiaxa tion .... ha tsoeve r • 
1" ':\ 

come right uack here the next morning for another 
72 hours away fro:n the fa,nily. Anything -- any 
I have seen 1t happen right here at this brig. 

~Vo1CEI I'm married. I go home, I get .. - somctiIPes 1 get a lot of static 
lfrdm my wife. ~ot long ago, we ~"ere on what we calleo the running guard. 
jDay, on, day off. I was gone from my wife for 24 hours. The day off, you 
ldid likn they said you did, all kinds of training. It just so happened, 
bolll:~c~, and you go home anc you kno't!, you hear fro!!' your wifA that she is 
lUted of this stuff, you kno''', !3he plans on going home, more or less, if 
:1 .'1 
!this keeps up and everything else, 
I . 

!.An.~ it comes down and every time you thinK llLout it, oh, day, 1 have to come 
ito ,lIork , 1 know a lot. -- d [C'W J.-;coplt.: Lo VA to keep t rom 
I "f 190ng to ,",'ork and it gets to hilfl run-e or less. 'They COllIe inhere, thp.y go 
!9oiufo':.airs, these prisoner:s/canfirees or \\,r.atever you want to call them, 

l
fa.r.e.;always on your back. You always got to , ... atch ... 'hat you say, because a 
~r~ that they even think that is doing his job right. They just look 
for that person to make a mistake. 

1\ .' 
!So;they can .... rite him up. So you gotta 1",'atC::i whut. you say; .... ·atch ..... ·hat you do 
!li~e upstairs here, top deck, all these 1l0rl1'ilOrlCs don't have head facili-· 
fl~~es in them. Actually, 1n fact, none (Jf the..- rio. _n the mic1dle of the 
,r,19r.t, rJo:r.etimcs, all you hear is IJorm [iO ann so l;'\Ut, just as soon as you 
f~~,to.th,is corm, there are ~ p00p~e in }'ine, you ar(' only allowed to let 
rj:!~ Ot;t at a tine» which it shoula :.:,!. 

I
tG~~ you still got to stand there and let one: out at ,1 time, n(>xt thing 
Y?~knowyou're going '::0 the next dorm. Fl!'),illy, YOll're fed up, (lInd yall 
_~~l,\h:ll heck, 14m not It)tt.in,; ctniLody else (JUt, cE'r.ause thr>y hdd .... 'hat is 
1~:f18~ head/""'ater call bert: i1.nd t:hilt is SUr'Fx',sen to 1:.e the last head/water 
f" rOr the night, But a lot of t.hese peoi,le up hc~rt) figure, well okay, 
shIrl you CUl' no morc. l'ext. thIng you knO\ ... , t)-':!y've put in Request Fast 
t~eta 10 to see the G'-'!neral and everybody elb!? that they go to, because 
h~y didn't get to make a head call. 

.) 

.j 
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!, ~ .And also thiS reflects on you when. they put in requec;t 
\·YO!Cr-1 au \oIol.lldn I t let them do something and you get so many 
!~~caU6e Y and you go to aee the Captain and he asks you why? 
(built up, 

t NT tcOtlSULTA , 
So you sort of like get caught in the middle ••• 

"~ght • 

••• by everybody around here? 

~tJOICi:.' ThattS right. 
1:, ' 

mast chits, 
of these 

: veICE,' We don It havo a choice as a matter of fact. ::: got my orde rs to 
this correctionc\l fac.llity when I was to report to Quantico instructorl 

, co.irect10na1 cent.er. And I carne here with tl'ie understanding of being an 
>inst,rl.lctor~ Well, I came here, as an instructor. but 1 turn keys and I 
'stand post, just like an E-3 or PFC. se~ what I mean. And there is no reason 
Har it. Nothing to say here, but you can tget out of it. It's not like a 
"'jOb over here at. the dispens~ ry like a corpsman has. where you can qet 
,away from it. Or get. transferred to another section of it. 'fou are here, 
'you are assigned to tnis place. Yo~ ar~~ ass ignr.:d to this correctional 
:tacility and you can't .Jet out. 

::ltried to terminute and go back to sea. That's how bad it is. 1 wanted to 
go back to sea duty. fl,nd 1 was personnally told by Cor;:-ecttons Officer h9re 
tr,at he would not let me go un+:il rotation date ~>1as up. He just threw that 
chit out unapproved. So, when you are a sailor here 7 you don·t·have a leg : ,to stand on. OU1:' time oft i9 our time off. Well l , not like you f<larines. 

,~~ have a few things we have to take care of. As far as training stuff, we 
don1t have the same thing the Nar.1.nes have. That's one of the good advan
,tC!ges to our aide. B\.\t, as far as getting out of trle field -- 1 never liked 
working 1n the brig anyhow, I didntt want to corne here to start off with. 

,ltrie,d everyway in the world to get out of it. But it 1s one of those 
chores where you can't <;Jet out of it. You gotta do it. 

CONSULTAN'I'! So, you Just. bi,te the bullet for a whole? 

VOleB, No mat.ter how much you hat.e it or how much vou dislike the job. J 
hiid one Colonel standir:g out there, t:;x-Colonel ( , ). ht.- used to be CO of 
this here service hatta11on, he told me himself that you might not like 

,·this but the jobls got to be done anyho .... J. So, what are you goir:.'1 to do, 
you can I t fight it. 

CO:;$ULTAN'TI SO it. just gets to be your turn in thE' barrel? 

,'ICIeSt You rnay call it anything. 

:'\W'C~, '/h h ' 
, "J .. , ,'en t ese people are stardinq running qUnr<1 .... 'h('n the\.' work one dn\,' 
I cf < th ,...,.1 
1 01' e next day, they bave to r.ilve trQining, PT drill, this is required 
! ,ybattalian. Like the man Rrlicl, .... !hen you stand duty (inaud.) 1600 that 
lVt~ry next day (j naud) next morning. You no soon~!' Of't (jff clnd you have 
; . 0 Con: - i h ~ 
t f'f .e ... 9 t buck. on watch. So consequently, this is 72 hours away 
\ om the "'amil h i Uk • y. T ere you are with a wife and kids bRCk home and you 
F e to See them once in a while. 
r, ' I Okay. I I" , 
. " 'en,:. to higher echelons '-- 1 v.'On It ment.ion no names -- and asked 
l",wr,y they c Id I f au n t d~lete b~ttallon training while we were on running guard. 
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t ' id on the answer I received was, well". 1 went to see the Colonel and 
;',',<,They sal ne'l said well, we have to st.ill take j'_. Eut, litt.ie -- I'm sure that 
l" h co 0 r~,,:,t e al 16 not awarp of the situation <Jnel atreF-£> that is on these people with 
!.,::co1on t, mUlea. :;0 1 went to him, in tact. 1 went;> or '3 timf'H to th."' h1gheI 
!,~)thel~on: and 1 explained what. 1s happening, of mon.11e b~ing low. rpcd 1.0'"' 
~, ... :,eCh:'r than the bottom of the oaean, that is how low we .. mEl and hE' Sdld 

:~~~l', let them put a request in to 'see the Inspector General. 
',- :~ 

: , 'wall that man had to dC' is stop some of the animosity and friction crouP1 
"~~r~ saying well. I did my best, I tried, just let these people be aware 
"'of it. They didn't even say it. they let us go on thinking. \'Ih~ther thp.y 
':are going to do something about it. The distres? sho .... ·s upon the individual. 

,'It did. 

CO~SULTANTt So what happens, then -- if I hear what you're saying -- you go 
"up and ask for some relief, and they don't even dignify your request with 

t· 'a response. 

t 'VOICE: That~B true, I personnally •••• and I know Some of these others herE' 
. 'find that same thing. 

VOICE' 'The tMng of it is, they're too 
everything to the company, whet·e we get 
that. and still come d.own here and wcrk. 
,it'S single people, too. I man, I like 

overcorr.mitted. They just. cC'rnmit 
our orders from. we have to do all 
It's nct only mu:;:'ried people; 

to have my time off. 

!' 
iVOICEI A lot of wives worry about this. The thing is, we leave here and t, ~ up. thereOa another thing at the company office or something that you 
f ·have to take care of. I mean if we're going to get orde.rs. let's settle down. 
\.~We should work directly for the Captain in here. l\ot more straight up the 
1 line, too -- get orders r Company office ••• 

here, and they get ancthc: set of ordern up at 

f 
I Cm:SULTANTr So then really you have two whole jobs, is that correct? 

\ VOICEr (inuud) You have an individual trying to (:.l('·t a part-tifT'.e job -
l. let's say, some of these people that 1 know that hplp on my ~art-time 
( ~b -- and they ~an't go to themr They're too tired. They either get duty 
\. with the compar.y, or they're standing du'ty on day, training all the next 
I,day, they know there're going to come to work the r.ext day; they're going 
I to be tired as heCk'. 

f}0"SULTA~T: ,Well, rcaliBtically how, how :1,uch tllT.e do you ~'per.d llt. hon'e or 
,,' in real off-duty ti!:1e during an av:erdge week? 

VOICE, All right. I can't, myself, it's not t1,at WelY on rr:y job, 1tm traininq 
locO. But a lot of these other peoplE:', 1 don't (7) because somL' of t.herr. • 
have a part-tiIT,e job. I WQulJ say, right now, t.hey hdV(> a little wort=> time 
flQI,/, 'Where they've changed the watch. But. tc,fore. 17} \-:ell, 1i)<:0, thf' 
'oil'} it's done right here (7). we do:-.'t know from one month t.o the n'-'xt 
'~oOn~h ~Ihat"s going to happen. One month ~IP'd I:.e havins fairly goo<.~ hours 
',' et <I say, with u little hit of time off. ---

'VCICl:.r A little bit of time I 

;, Vor c::, . 
... not a great deal. but a little bit of time, the way we have 

"it. Then ti1~ next month, all of a sudden, it cornes aboLit aneJ t.hey Sqy, 
O.K., there's' b '" h gOlng to e a ••• ,~ they want everybo~y ere. You know, 
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V' Vi n and next thing you notice, they say, "We I r~ changing +-.r.e hours 
x?~.;~all< i'~e some commitments to meet •••• ttl€: mess duty people, the rifle 
~~p5e: .. eo dump, grounds improvement, NCO school, (inaud)radlo school, 
M9f' a~~n11:9 __ altrost anything you can t}-ink of. And next thing you 
l!~~ tr h guy that gees to this btuff. he thinks to himself. ~low. 
illo,~::-- .. \~ away from itl Okay, I'll go, I'll go." And then, r.ext th!.ng 
rl.~geyt fhesc people, who aren't going to training and stuff are working 
p'u~nOW:r ends off, more or lesa. W.:::' r,~ killing these gUY3. And then rna)'be 
~rtJ~: B they come back with, "Okay, r.ow it's getting back to some better 
~':,39" Yin II Then two weeks later they say, "Okay. 'We got to go back to 
pur!! aga • II 

\Mther running guard. 

< fj r can tell. But the way it's set. up now, when .•. - :>eople here heve to 
'~9.u~evetil let's say almost:--..that morning when theY're getting off to know 
it· un ... • "\ . d f f I f ';'.:they're really g01ng LO get tnat ay 0 • Because, a, loa sudden, it 

Wit.. change, just like that the very r.ext d>..tY. You never know what' s going 
~~~ppe:t because of these commitments that we have all throughout this base 

~i~~' The truth of it is, o:1e guy gets discharged, and the \1hole guard 
'stem has to change, becau~e one man left. Because we donlt have enough 

ple to man that one s€ctl.on for tha.:. peri.od. 

',~SULTAt\TI Okay, we've been going for about an hour •••• 

'6 months, this gua rd section has been changed five times. Well r€::dlly 
\re is no reaSOl~ to go on a running rcruard, if the ot"ganiv~!'s would jt:st 
"(.down and go by the schedules they had set down. For instance, they had 
fellow who wac scheduled here for rifle range. vlell, in July and August 
h\sent nobody to the rifle range. And, then come Sp.ptember, because they 
'ld.they were exempt in July and Aug 1.lst, come Septen'')er, somebody went through 
~t;ervice jackets and found nobody was qualified on the range. 

:you Know the first t,hing t.hey do, was want. to go on a 24 -hour··qn/24 hour-· 
X, which is horrible to start off with. [.,nd we didn't get eve:'ybody 
~Jified in that time. There were sixteen people on the rifle :-:-an<;el 
.tl/oweeks time. (whistle) Then, they'd get us qualified, and were. be 

'tne books. But listen, Y was standing better duty than this duty at 5e~, 
16 months of the year at sea, away from my family; and I was seeing my 
mlly more during that time, than 1 was \'.'hen 1 was on mothe:- earth! 1 .... as 
t§Jilg 40 hours a week at sea, and here 1 'WC'rk 961 Even the ships on t.he 
;:~trols, I understand their people only Y.-.,:,k 40 hours a week. l:'.m ... ~hat. 
ll~ me something else, somebody's not working on this place around here, 
~;it starts right at the top and workS down. Because as we all kno .. ' . II~' 
Jng, "Shit rolls do· .. m hill." 

1, '. 

" It's -- well our people here, it's trying to take leave, or a~::"'.lr.~ 
',eY,1s. We don't let, say 80 many people go, at a time. f'~aybe 3 ~eo<'le 
"nth, or. maybe -- well, g~nerally not even that many -- maybe -_. we're 
ky if we get lnaybe two people off a month for leave. A lot of 
fIe WOUld, you kr.ow, 'Would like to hav~ a particular time nf the year. 
Yi like Christmas and that, a lot of guys don't mind doing :nare lik,,' 
,t;yOU call "running guard,. It because t.hey knoH that they' re i~ith"'!:' 
;ng to get t:ew Year's off, 'Jr Christmas off, as far as ~ea'.le. But, a~ 
'as 9 1 t' c ng other parts of the year, a [.",rson might have something they 
'ton1y do, let's say, at a particular time of the year, a certain 
J .. lnd you put in -- let I s see, they want you pu~~ in leave, !:omet~ing 
t-· what:? -- 6 months, even -- 6 mor.ths. 7 months in advance • 

.. 
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I·' 'A person, you know, can'tdo this, Like Sergeant ( ) here, himself, ho 
' ' ad <.ne heck of a time getting 30 days leave, and he hadn't had lea~e in :'~~"'.t1 -- 3 ye,rs,. 2 years' And he wanted 30 days leave. He ,:,as dnving 
'"home, all the way to Nebraska. And all they Want~d to give h1m was what . 
i~A15 days? What was a waote to him for his time and money and effort, to dr~ve 
-;"la1; tha t wa y" a nd have a 11 the way ba ck here. The only one to gel a 15 
:;;i1he got 30"bllt it took him a little bit, and a ':'~t. __ well, act.ually they :;~~~ilVe it to him finally, after a little bit of qnplIl'l I gU€'/:lS you could }':BilY: 
~:. :.~ 
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I GU{~RlJ SBCTION III (Taped October 31, 1972) 

~ CO,sULTANT. 

\ Itls like working in a nursery home. 

What's it like to worR 1n this place? 

VOICE. 

CONSULTANT. A nursery home? 

VOICEI I think working here puts a lot of tension on the guards. We 
:r/ are always short of personnel. As a section leader, 1 have to work them 
, pretty hard. Fortunately, they understand this. When they leave, . they are 

just like they are now. And you can see for yourself ho\V tense they are. 
1 think thatls the main thing -- the tension that they have to work under. 

COtiSUL'I'AKTI When you talk about tension, what is the cause of roost of the 
o tensions? 

, VOle!:; I 1 think moot of the tension comes from the fact that 10 percent of 
the people belong here. And they a re doing their job. So -- they give 
you lO percent hardcore, your 40 percent waiting for court martials. and 

~ ~e other 50 percent in here, if you donlt watch them closely. and you 
see that they donlt intermingle and get their little heartaches \vhen they 
are not supposed to -- and we are constantly worrying about how to keep 

'them apart plus live together as guards. 

Its a hard situation. Its a hard situation, because we are short of 
o personnel again, the Marine (inaud) Navy, it is unique, because I donlt 
~w the special classe~ that the ~arines do -- the Marines are under force 
here and I think this is .1'. t we are underman!1ed. 

\. VOICE. Being undermanned l..IJce they are, the prisoners do snipe at them. 
If they can catch a 9uard, just a little bit out -- see I get all the r'1its 

11 of the gripes wh~:l the guards make mistakes but see a lot of times tlJey 
don't really make mi~take8 its just that they are really short. If a 
prisoner catches a guard just that far over the center line, then he is 

~ goirr;to write a letter to his Congressman. He's going to write to the 
Captain. Hels going to write to me. 

t SO maybe the guard was just a little bit out -- a little bit out to the 
left of where he belonged, but he is doing the best he can under trle situ
ation. And, they rE>alize, for a fact, that if they do something wrong 

,' ... 

and I get a chit, I'm going to come find out why. The captainls going to 
k~ow about -Lt. everybody, is going to know about it. So they have to COll

bnually bust". their butts to mak.e sure that they don I t GO anything wrong. 

. ~~'~ prisoner ~nows that if he doe? something wrong" he is 
_~c a hiney che\,o,'~,ng or two days diminished ration. These 
~t sttipes left. ~he prisoners donlt have anything left 
~~YS do. And tnf'Y a re always having to worry about, am I 

, 1 gOing to be too far out this time? (Applause.) 

just aoing to 
gua'rds, they' ve 
to lose. These 
making a mistake; 

.~ ~OICEI That'a the Whole point, Mr. X. I think some of the guards here 
~l like priaoners themselves, really. Sure you're like a prisoner because 

f YOU ... i arC! locked up here for 24 hours you (Ire on duty. YoU Wack six on and 
, B X Of-

4t. But because we are short-handed" you might pull your six hours 
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ur post and then pull four hours ot the neXL six hours doing something 
on

1 
yo like chasing a priso:1er to the hospital or st:anding there watching ese, -

"him have rec" call. 

VOICBI Then it's two more hourfJ, then you come back on duty. 

V01n;1 lIo\<.' can yOIl have a well run or'3ctni~.illlon o,.,h"-'n yOIl rl rf' rll w?Iyo 
undernl.'1nned? !lee" 111<",e this guy Comen on dut.y now r)nd ]Ive got a ).1.)(1 bilek, 
but this man hAre, he.'s got to go on we::H3 duty and this man here, h(:':; qat 
to go guard the ammq dump; and tIlls man here, he I S c30t to <]0 report 
somewhere else. So that's three men out of the section. Z.:bW if 1 enn't 
work today, that means somebody'a got.ta double up some ~1 ~'hey don't 
~ok to see if thay can pull so~eone out of another sect10n ana kind of mix 
it up. They get everybody out of one section and then everybody has La bust 
their fanny. 

\l'ell, this is supposed to be an organization YJnere everybody is working 
together, but this way, nobody is going to get any\vhere. vie are alltr:ying. 
,to keep the pr:lsoners in line, doing thclr jobs so they can make it 

" through here and get back outside. While they're here, we gotta keep them i from harming each other or anybody else While they're here. So vJhile we are 
\ undermanned, r come on and do six hours at my post; then I go do six 
I ~U~ of somebody elseis. And I sleep maybe four hours of the whole 24-hour 

sti'IY. You know t its not just me hut f·verybonv in here. So maybe he only 
ci()eps four hours out of the whole 24-hour cli:lY, then he gets off i\nd he's 
gott.a go to class like here. 

~t!t, if it wasn J t this, it might oe a clAns \lp CIt. oattalton. So you go to 
~t~lion training and sit there for pix or eight hours ~nd this is aftpr 
he's just come off of 24-hours duty whr'n 1'IE or'!.'1 had four houj."s Blpep. 

~ y,r.~t klr.d of system is this, when Cl rr;<1n is [;u[J1-l0~~C'C to do hi~~ jol <10<1 l-r. 
~ u pzychologisl and an analyst, anG 1'1('" h,IS got to b.,. a) 1 t.his rolJ f·(} in one. 
~Yell still he is not supposed to ha rass the [.'ri sone r and not get d ng ry 
'~orshow his emotions or sho'n' his anxif·tie:;. Everythin~1 )le's got, he is 
lout in t.he open. Everything that hp,l S sUPt::'OseeJ to be in a constructivp. 
t ~.ann~r not a destructive manner. I\r:d aJ 1 this he's supposed to GO while 
~ lIorklJ"g unaer all Lhis tenSion and strai.n. 
4 
l VCICE, Anot.her thi ng bUiJ.ds t.ension is tr . .:1 t 10,'0 d re c,n Cl thrcE'-$cction 
tguard here. And the .... ,my it's run is eVE'J.'yti"E: the gue:rd channcs it. is 
\tnree dHff':!rcnt .... '<\ys things are run. Excc-pt f'~r the rules on,) rf'gulatioT'lB, 
~thi!'i don't have <1ny way to get the job run In thp t:clrne v,'C'IY. 1 run Fost ? 
:tl11b the First C1M;s there. 'r-1hen J come en duty eVf;ryday, ~h(' i:oard's al] 
~scrHled U;J. Card boxes are s('rev..'t~d ur:o. ?iyht thet"e, wr.<?n ] C(.)Il',:: on duty, 
~~~ -;cts tr.'? "'~~!'Jht on me, boc;:luSE' l'Vf' got to gpt 'IR'S ("Jut unJ the can~ CO). 
t:·crr:'tled up and gr:t the BOclrd un!>crcwE'd up ahel th,lt. 1n,)k0S my d"y harC:f'r 
14":'.Ir" it r::ven starts. 
~ 

tltlC!:.1 That man is ccrn:ct .• '/\'-);11n, il:J s8cLjcj(. lp,dler, wh('r: 1 COliC> (In, J 
l;~%:,u'ta lot olJt:)f my 911~rds ,::.nd 1 griL i.t. h'hc'/',l conlP OP w<ltch, it t<\kt"!S 
~~~ ;"Jlf a day or a quartf!l- 01 the Io.'atch. if 1 hdv(' been off for ,1. couplE' c[ 

~rJYS, just to get thp !)riq baCK rur.ninq 1 ike 1 thir.}~ it ouqht to. For 
t'uistanCl!, there Clre CCJ-t",-nruleo and ~(·S1.Jldtlons that el11" prisoners are 
I' 01X>Se' t ~lr~ h a 0 follow, but it (;Gems t}la t wh('never I come on dut y everyt h1ng 
[S~ct ee~ reli'lxed ut;.on. '!'hl:~ j s the thing. If you have three different 
~ 1on_ of watches v:(")rking and f'verybody is not 'v:orking \vith an eye to 
',\ 
~ 
~! 
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i'· doing everythin9 the 
lOy post 2' s, my Post 
get things unraveled 

same way, then it makes more work for '.lS. l':y Post 3'5 
l's, my Post 4's it takes them hours and hours just to 
-- from the people who preceded them on watch. 

n _ I am here five days a week and I see all the sections -- I'm not 
.,~. VOICt.1 i h to say \,/hich is the best sect on or grade t em in any way, but 1 can 

go1ngfrom seeing it, that there a:-p no two sections alike. Now I am not 
h~r~9 to grade them, because each section has its good points and its bad 
ooints. But ulliformity 1s the key. I have stood every post in t.his Brig~ 

pbec:ause I've been here for five years. When you· Come on a wat.ch, you try 
t 00 one thing, the other guards do it another way, the prisoners will pick 
t~is up .:lnd they will try to play one against the other. 

S~. tells the prisoner to keep moving around, which is what 
'~IYou are supposed to do. And he says, Oh, so and so doesn't tell me t.o 
~rJstop, and that so-:t of thing just to confuse everybody. The prisoner's 
~ probably lyin9 through his teeth, you can't tel],. You see the pri Boners 
: ,use the guards and they want things to be run uniformly, but when thfc!y. arf' 

not, they will turn it against. the guards. It is the same 10 percent again. 
'You1ve got three groups of people here. You got the guys who are outstanding 
if you can call a guy who is here as a pri soner outstandi!1g ••• 

VOICE, They are the ones who don't belong here. 

VOICE, Then you've got. the C'lther group, the real bi rds, and you've got a 
sroup in the middle that nobody knows, you don't eVAn know t.heir names. 
Th:Hr facer: aren!t even familiar when they come by. They are the peopl~ 

J~at don't do anything good or do anything bad; they're just doing their 
.time to leave here. 

VOICE.: Yes, t.hat 10 percent is always doing things bad. When you keep a 
~n sitting around here who is supposed to be going to Portsmouth, he's. a 
bad ass, He shouldn't be here. But ins.:ead of sending that guy on to 

;I waiting for Eer"s and hels got two or three years to pull. He's sitting 
• .. 'here and go back to pull th~::'r duty, and get out with an Honorable Conduct 

'Discharge. !Jut you let him sit here with the other guys and he bf'qins to 
see what. it's really like here and he begins to chunge his attitude. You 
GeL: guys who come here straight out c)f boot camp, and they went Ui\ and they 

'9ct here and th~y've never done unything wrong before and they madE' some 
'fort of mistake somewhere along the line or something was wrong at home 

something is wrong in the company or they got an order tha t they didn' t 
u .. ~:.stand or something like that . 

.lin the guards tell them one thing to do and then they get upstairs right 
rfter their indoctrination into the bri.g where they are tau.ght that they' 

.are Btill in the l':arine Corps and they ure still under Farine Corps Regula
';ionsl or they are still in the l\avy and still under r-;avy Regulations. 

;.'IIe want you to go ahead and do your time here, we are not out to get you, 
:or harm you or to give you a bad time in any way. 

·:t~ just want to see you get out and get back into the l".arine Corps I ' d do your time when you leave. And so they get upstairs with all these 
:;f~Ol?le Sitting around, who are waiting for a Bcn and thE~y don't havE': any

j:) ing to lose, So you can never say, around here, that one prisoner j,B 

i?ooc] or one prisoner is bad, because when they are downstairs, they are 
l,:~retty squared away, but when they get upstai rs and get under the infl uence 
f. < 
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e of these other guys, wno don't ca re t t'ney go sour. When he gets 
of som i different person'. upstairs he s a 

VOICE, Another thing that I feel is hard on the prisoner population itself 
is that when we get new people in here, and after they have been here a 
couple of days they see the minimums. They ,3re a salty lot of people, 
t~y have pretty good treedoms. The door is always open there, so they 
influence these others and get to tht nJdng that if the minimums can do this 
and get away with it, they can too, And so, they try it und they try thE.' 
guards when they do and they get themselves in trouble. 

VOICE, 1 don't know that 1hat is necessarily so., but this is just a p<?rsona: 
opinion. As a counselor, when I gi VB. my class dm.,nstairs. 1 stress thci t 
the system here is very similar to the Marine Corps Promotion System. 
You come in here and you are a maximum, you are not allowed to do certain 
things. Eut, you finally make medium and then you are allowed a few more 
liberUes and a few more bf:::nefits, so·-called, and then the ultimate i1ere. 

,well.not the ·ultimate now since we ha'·!e Base Parolee, but then they can 
"make minimum. 1\ow you've really got Jorrie freedoms. You can do your job 
with very little supervision, and then if you are really squared aVlay, you 
can rr:ake Base Paru.~ee. I use this to try to give them a little bit of 
incenti ve. 

Who's the Post 3 here? Ask him -.1bout the new man when he comes on. He 
comes in the first day and he is scared to death. lIve done some-

. thing wrong, l've really screwed up, he is nervous, he is worried. What.'f; 
going to happen Sarge, he asks. Are they going to kick me out, am I going 
to go to jail? Four days la':er, you see the same man and he I s not worried 
any more. He came in here \-,'orried about getting a BCD and now he wants a 
UD. 

'IDler:, Mr. X, that's a very good point he brought up here. This;s 
supposed to be a Corrections Facility, but it is far from being one because 
of the building and the guards have to supervise these people just, to keep 

, thElmfrom doing anything wrong. The guards don't seem to have any kind of 
correctio.1S type work to do here. 

VOICE, ~\. whole point is that when I came here from Fort Gordon, J Has 
· taught tC-ings -- I was taught to do things a certain \yay down ther~. And 
'I came here, and found it was two entirely different .... ·ays. Down at Fort 
Gordon, I was taught that the minimums are not supposed to have any contact 
,with the maXimums. because it is a Jcnown fact that they will influence them. 
~t y~t, and still, the way this brig is set up, because it is so small, 
t~ert: is no way to keep the ma.xim't.lms out of contact with the minimum and 
~r,o: mediulTli .. There is just no way to get around it. TherE:"s just no "fay to 
:;~0;; it. J feel, myself. that being called a Corrections man is useless. 

I should be called is a guard, a plain out and out. guard. 

VO' . · r_J.Cr., Well, I think one of the problems is the facility, the building \O;e 
· t ve here. In a lot of instances, like Lance Corpora] ( ) said, we need 
. hO ~~ prisoners should be segregated. We I ve got peop] e coming in here, who 
:~ been here four or five times, they keep coming back, they keep coming 
ac.. And we have people here for the first time, when they're locked up 

some r~ scared and they are nervous, they think they m.1 ght get a 3CD or 
~ thlng and they are scared to death, they are just kids. These people 
o~d be segregated from these constant offenders. These people that keep 
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1 n baCK and back are influencing these first.. offE:l1ders in such a way 
lc:comi fhey get to where they care less. They come here afraid that they will 
1 thaY

a BCD and after they' ve b~en here a couple of weeks, they talk to a 
~~~soner who has been here before and then chey' re coming back and asking 
you to get a UD. 

ICE That's the. thing, Mr. X. We have some people here with 30 
. ,~~ s ~o do, BOmti'> people with years to do. And the guards or the supervisors 

"Y, .. have a ch£lnce to make any influence on them th.lt they should have. 
; ~~~ ;an who is around here with three years to do, seemS to have more 10f1u
. ence over the prisoners tha n we do. 

roral And after an hour of talking with one of these sea lawyers, you ask 
'him well, if he 1a so smart, why isn't he out. I've had them come in and 
" tell my, on their first morning, that they're really screwed uPI 1 don't 
'wa.nt a BCD; my parents would never talk to me aged n. I would he ashamed to 
. ~ee my friends. But, when we brina them up on the f1 fth day to have that 
:tinal talk before W(:" move them topside, its not the same man; lts the same 
.:body, but its r.t different manta1king. Fir~t thing he tells me is, hey, 
; prisoner 60 and so tells me that I can get a UD. He has got two years left 

to do and he is going to get a UD., can I request a UD? I try to explain 
. to him the difference between a UD and a BCD, and I said that they are So 
:close it is like splitting hairs. He doesn't care, he can get out two years 
, early with a VD, he thinks. 

'yOU can cite cases of people who have been here 10 times and still donit 
'have that UD, but he doesn't care, all he wants is to get out two years 
rearly, because he has seen that one !nao who got out. two years early. He 
~can tell you his name, his serial number c..nd the organization that he came 

from. You can give him 15 cases where the guys didn't make it, but he'll 
:atill hang on to the one that did. 

~cr, Okay, J feel that as a ~arine, when we were off, we have to go to 
: Eattalion training and c:l1 kind of off-the-wall traininq. And I feel that 
ito better us in our jOcs, we ought to have training that has to do \/lth the 
tCQrrectiona fleld. Yea. you need some on military, because we are Htill in 
}he military, but for a higher degree of profesdionalism we have to have 
',Some training on your job. YOll have to know how to cope with situations 
(and how to more or less understand these people. Like, I spent 13 t"lonths 
:at the Pendleton brig. When I was there I was a refil aHshole and ic still 
:.snolls here. I haven't qUite broken the habit of being an asshole. I go 
'~toomuch by the regulations, like I wouldn't have to break the regulations, 
;:but bE!nd it a little bit and use i.l. little bit more t.act. But I don't. its 
ian old carry-over from Pendleton. 

;r~~c,,;, . A corrections supervlsor should have the ability to deal wi t.h the 
\ iViaual, but he doesn l t have thnt authority. Unfortunately, we have 'ot/ea1 with groups and some of the groups that we deal with have fi rst 
: enders in them. 

Vorce; I 7are I thil1k that it is not that we don't hllve the ability. Its that we 
but ~Qt given the authority to use the ability. t-:ot by our Duty Ivardens, 
And y the people that run this facility. <,ve're told to do it this way. 
~(jra~e ar.e not interest.eo in you backsliding -- or not backsliding or the 
you I thing we could do -- would be to counsel these people., Tha \: is why 
, Ve got counselors. That if n man gets up nt 2,00 in the morning and 



1 got a problem I gotta talk to somebody. What do you say, 
'says, n~W~ee your counselor tomorrow. You got to talk to the guy, bec.:.use 
;w~i\:~t thing yO\\ know you got him h:mging ftom the bars up here and you 
j ~he hi in the suicide cell. 
;p~t m 
j' . 
f ' BI I have to disagree partially with what he said, because my Post 2 
. VQIC the time he gets on Post until the time he gets off he is busy. tJ,y 
fro~ 3 he'S got at least 15-20 min and he does not have time to deal with 

/9.S
h 
a~d every individual, because our main miss,ion here, as we all know, 

'~:CsecuritY of the prisotlers to keep t.hem from getting away. 

qOICEI 

VOICE I 

Then correctional Supervisor is .:'\ wrong word to use for us. 

Guards, that's all ye are. 

VOlCl~1 Well, it's a wrong word to ueefor us. Th-=y should just call us 
rtwn guardS or something. I mean, if we had a big enough guard force, 

P could do this. I mean, between 8 and 4, we've got a counselor for thell we 
" t talk to, but that'3 the reason why most of these people are here, ,litem 0 
;~~~e some Gunny or Some First Class or some Top Sergeant didn't have 
{time to talk'to them when they had a problem. They say, 1 don't have time 
;l6 talk to you right now, so tlley come back a few hours later and say t 
hive gol to tall< to you, Chief. Ah, 1 ca nIt see you, come back in a week 
land the quy says, well, go to it, and he goes. And the next thing you kno\,] , 
iJ~ey are letting him in the f.ront ga:te, because somebody didn' t take care 
tof his job aboard ship or on a station or in a company office. 
" 

~wreEI aut there we are going back to the problem again of not enough 
i~ople: If Sgt. ( ) had enough people to have four men in the dorm 
for if just two, he could have somebody Lo open the doors to let people up 
~~d~wn stairs and out for working parties and somebody else be walking 
~aiound Lioking for problems. I think it ... ·as Sgt. ( ) who told me thelt, 
!ar,out .1100 one morning he \o.'as walking around, r mean nobody Is up at th3t 
~hour, and ne saw this one guy sitting on his footlocker looking 1 ike he's 
~lost, you know, he was just really down in the dumps. That man needed SOll'e
~t6dy to talk to. Fortunately he went and talked to him, because he ha.;j a 
ttrttl~ slack and at 4100 in the morning nobody else is up but you, But if 
:it had beer, 3100 in the afternoon, and that roan \:as sitting there 1001<1ng 
~Hke he; had lost his last friend, he would have been just ignoreci or not 
~19nored, he would have just had to have bec!n It:!ft aL:me, !',ecause there was 
inobody to talk to him. Or. they might have sent hiP.'! down to me, but if T 
~iI~S in one of these classes or somethinq. he still wouldn l t haV8 anyhody to 
lt~lk to. So it is back to people, you need people to work people, machines 
tdpn't work with t:-eople" Buildin.,ls don't work with people, only people 
1~Ork;~lithpeople. It's people you need and we don't have them. 

~~crl If this place is going to be run like a guardhouse, then they ought 
,~to call it a guardhous(~ and if all you have to do here is to turn a key 
~ln a. door and lock a m'ln in or let. a man (Jut, I'lhy send a man to school? 
~tny tell him one thing and he gets up here and all of sudden he changes; 
~W o~ a sudden he is 'useless, as far as all the little things he is 
}a~ght to look for. If a 1.1 he's here for is to unlock doors and ke€!p 
~~ihsoners from harassing celch other or to let one go from one end to the 
l'ancter ,or he gets tire,d of t.his qrind and he says, here write out this chit 
~9i say, this man here displays an attitude thclt says he really doesn l t 
!!~h~te a damn and this man :lere has an outstand: nS1 attitude, because of 
;1 I have seen of him. 
~ 
.:~ 
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I,'; wants to volunteer for this and that. Other than that, that's the 
~~~\ he ontdct we have \1011 t "'I them. But after 4 100 after the counselor has 
i9n1r e .... e a;e the only ones that have 'any contact with them, we and the duty 
!J.f}'ns. Post 2 and P,ost 3 and. Post 4, we're the people with these prisoners 
!~~pe and day out. And after hours, when there is no offic(~r here, and 
Id~~!nare nome of these guys who might respect an officer, but they won't 
;t)l~r t somebody '-lith stripes. Or hu looks at that Sergeant E-6 or that 
t.r~'~P:~nt E-5 or that .Lance Corporal and they know it is not day time 
rs.e~~ the Colonel can come in here and throw them into the duece block. SO 
!\rI~:P ut out thei.!." Bcouts and say we are going to have a kangaroo court and 
;\r~i~hten out this one or that one and get this pink belly who has been 
jQ£n around for feur days -- how do you plead guilty or not guilty? And 
i.1Y , ~t to put up ,,11th all this trash that goes- on, because we are under
[~6~ed and we are not do.ing our job, because we are not allowed to do ~ur 
i~bt, We are not correctlons men, we are guards, in a sense, in this, brig 

!dght here. 
t':" f 
iCC~SULTANTI So one of the things that. you are saying maybe, is you feel a 
iH€tle pit had when they send you down to Fort Gordon and they t.ell you about 
\ the kind of role and then you come up here and you discover that that ain I t 
ltb~ role you are playing? '-"" 
l, 
IVOIChl Yea, Bir. When you come in here from Fort Gordon, it is like some-
lbcldykicl<eJ your feet right out from under you, that's the way r felt. 
i ' 
; 

;VOICEi Like this morning, I came up to a man on Post 4, and I asked him 
t~hy such and such was going on and he turned to me and said, quite correctly, 
!Sgt. ( ), 1 am only one man up here, and he had 35 or 40 prisoners a-t 
jone time. That's just too much for one man to handle. If you have been 
i up'topside, you kl"OW how things are, you got l..'ive or six dormitories. and 
[.'1 !YQU just can't watch everything at the same time. If if) just impossible 
! ~or one man to see everything. 

I I VQICEI We've got enough people to run this guard force real nice, btt. the 
IG~nny says that we gotta send two people out to Wet tch this stinking ammo 
igqinp in case sornebody wants to steal a bull et. And we.' ve got to send a 

, 
lI'~n over to mess duty •. I think if you put every swinging man who is aSSigned 
~re on guard duty -- and kept him here -- and he didn't have to ~0 out and 

I
. t~ke eare of duty l-:CO, mess cooking and rifle range ~nd all these extra-
, .••. n.1fUerary details, we would have -- we would have enough people so that every
,0,ge would have a job to do and he wouldn' t h~ve this about your off post 
.o,~e and you've got to go chase; this guy to the 'nospi tal J take a work party 
ro~t to Butler- Stadium because the General doesn't like how it looks. They've 
,.q~t a chaser, its his job for 24 hours, ch.::lse, but they don't have that now. 
R!ght now, it takes 11 men to run d section, .! I:; thCi t right Sgt. ( )? 

?C:CE, Thti tis right. 

YPCE, It takes 11 men: How may mcn are here from t.hat section? Only 
.~~t. There are eight, just count them, and it takes 11 ~nd that includes 
- t)16 duty wa rden. 

CO,' :-ISULTI', "r;- I 
. R. Where are the other three? 

Two at the a d mmo ,ump and one mess cooking. 
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eEl Okay, we are 1'arines and welve got all these responsibilities that 
VOilors don't have and you have to qualify every y~ar tit fl c.ertain time. 

,sa
iS 

isn't the Army or the t-:avy, we don't 1")ave civ~lian mess cooks, so 
c,ThmebOdyl9 got to stand mess duty. Ckay, we know they are going to pull 
,BO Ie out of here and put them on mess duty, or on th(! rifle range, why 
p~~~ If we are in a critical 1'OS where you are supposed to huve training 

,ft be able to do the job, why not have it manned So you can have men going :f to these different places and still let everybody do his job? Why let 
this place run on shifts for a couple of months dnd then have to go on 
runnir.g gUard, where everybody gets t,ired, mentally and physeally? Its 

. just the heck with you. 

I am just speaking Tor mysel f. You get So ti red, tha l when a prisoner comes 
up to you and says something and ordinarily YOIl cculd talk to this pri-
soner or listen to his problems and try to help hi;1" out, but all of a sudden 
he comes up to you one day, and you have had it up ~o r.l?re, 2:lnd allot a 
sudden you snap at him. Why does it have to be that way? If th.\,s.t; a 
critical 1".05 , and they don't gj.ve us any people? ~-lhen they got 20 !?eople 
in last month, 15 of them went to F/':C'. When somebody leaves here, they don't 
rotate them, they send us a man that's got 60 or 90 days ll?ft to do. And 
when his 90 days is up and h~ is gone, we arc still short-handed. 

VoICE I What 1 can'tunderstand is, as :;jCjt. ) said, we have a Ease 
Parolee program and they send them to the laundry, to buse maintenance,to 

. the crash boat house. 1 can't understand why they can I t put them on mess 
duty. Working down at the mess ahall would be very Simple and very easy. 
We could just have them check in to the mess man and then that would take 
~he strain off of us. 

·VoICE', Right. 1 asked this question a couple of months .'1go and I forgat 

.What: the answer was. But bused on the theory of the> EilS(~ iarolee, he is 
sepposed to be sent. out on a job t.hat will be Chill] cnqing ilnd mo::ivate him 
to b~ a good p.arine, and .80 forth. 

f • 

iVOICEI That makes sense, right? You runish tl1e gl.ldrclH by sendirlg t.hem 
:outonmess duty, but you donlt send t:1C £lasE' ParolE'As out. You donlt w':lnt 
';to give them anything that wouldn't he rrotivat.ing. You just do that to the 
, guards. 

:VOICl:.: Yeah, \>lelre the guards. I-Jelre the one~) thcJt never n"E:SS up. So they 
send us to mess duty. But the guys vlho haVf~ bf.'pn in here [or four C'r fi.ve 
rtimes , they wouldnlt sene them to mess duty. '(;hen thr>y are here, they ::ire 
~good boys, but then they go out, they go U:\. 
:~ 

~·~Kl(~c.1 'The theary is, thClt this i8 rry motiv<.tteJ buddy lIere, he doesn't 
i.(,eed any more- motivati()!1s • . ' 

~ '/C1CF.1 Mess duty wIll unn~t1vate ilnybody in a minute. 

~VCIC~ 
~ma' (,1 La you have any ta:)(.' left? 'lr,<;-rp is anoUw=r point that Ild U.ke to 
!:u. So~e of the people that ~e have here nre not even ~800 ~OS. We've 
'9ot 0 lite nE: ~.~n w~o 1s a wireman. He carne here ~o do a wireman l :;, job. out 
'h got sn"nghdied into this job and he doesn-t like it and you can't blame 
~ 1m for that. And that just goes t:o show you how short we are. 
~ , 
I, 
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And we have got motor transport drivers. 

And 105 men. 

And Inachine gunners. 

'E I was told in 1968, by the corrections people, that there was a 
YOle ~sh on correctio;1S. 'That they were really going to turn it :':-Jto a 
Wg P ion And we were g01ng to get all the people that we need. OF 
P'rofess • . hi' , '. live got ·enough ·c.ime in t e f/.ar ne CorpI') to rea,Li2'.e tha'C that 
course, t 1 r d , It the way it WilS goir.g 0 12ppen. In, noVi we are to the point we 
\/asn . ... 11 >tlhere it doesn't I.appen a .. a • 

VOICBI I came into corrections tt,.,·o years ago, they told me that 
'!woul d have to U\}(e courses to get the ::Jecondary job code. So, I took the 
Courses and I got the secondary job code, but in three months I MS.\ going 

iba<;k to the fleet. So, what was the use of the training? Gone -- its a 
'waste. 

;VO~CEI 1 went up to H<3adqua rters a couple of months ago to see my monitor 
'and they told me that, in this field, we were 20 pF;"cent below standard. 
iThlt we we:ce 20 percent deficient. But yet they took a variable rein-
ilfstment bonus away. I asked hirr. why? r ask~d my moni tor why? And you know 
~the answer that he told me? He just shrugged his shoulders. HE is the man 
jl/hoc is looking after my record bool~ up there and J doni t expect that kind 
;ofanswer from him or ar.ybody else. 

I 
lV91CE1 Well, according to an article in l\avy Times, H !3hows all of our 
r~8 as balanced, bal~nced, balanced. What this means is, welve got enough 

1
of every rank, but if we are so damned balance-d, why don't we get any 
prolfOtions? 'These people wunt to sti1y 1n here a'lj be professionals. 11m 
\notdoing too damn bad wit:' mine, but take this youncJ Lance Corporal hp.rc. 
!,flhr.r .... 'ants to be a profesB.!.onal corrl2ctions man. Ttlere I s no incentive [or 

lhim. If he does stay in he is not g01ng to get a variable reir.listment 
PonJls like people in some other fields and he will be extremely lucky 
if he gets pm-efficiency pay. So, his rank is not g()ing to come any fasler 
t~ar! if he ~ver.e a professional jock strapper playing footca:'l over here. 
r6Udon i t have anything to offer the people in the .field, t:nless you are a 
nut like me and I just happen to like it. 

~OICEI One other poiQt) t?r. X, nlC'ist of these people come out of Fort 
pordon after they have been screened, I guess,anc they really do \,'ant 
tonelp people, and it is a real let down for them when they get here and 
n~o~ that they arc not goinq to help anyb;dy, you are just going to be 
a guard. 

Qal You never get aWRY from it. That spems to be the gist of the whole 
hing. 

Okay, why don't ~~ wrap it up then? 

OICEl 0 

i 
ne other thi ng, w(> oon I t get the support tha t we ought tr. get 

corcmsome of the people ",.'he <Ire senior to us. When you ask questions of 
me of the ,-'hat ,)ergeants an r.~unnys around here. you get respons~s from them 

'om /~u r",ally wouldn I t ~xpect to get from this Lallce Corporal over here. 
~ e oay really ought to think about thn t. 

-193-

• 



, I 

I. , 
I,· 

t·· 
I; 
I 

r 

f ... ·".'. I,.: 
f 
~ .•.. : ..... '. 

~" 

f 

APPENi)IX C 

TE~~ BUILDING FEASIBILITY STUDY 

TRANSCRIPT OF CONSULTANT'S INTERVIEWS WITH ADMINISTRATIVE STAFF. 

ltlt!todudto»: ----
rh,u, pofvt).o:'1 06 the Append.<.x ~oH.ta'<'nh the tJtanhc.JUpt ofitlte tap(l,rt 

COtlVe!lMLUOIt6 06 the COnhuLtanJ: wLth the. Of fi,tc(I,It--<-n-ChaJrge. a.nd lUi> 

upon :the Ole by a. guaJtd ~OItc.e. opelta..ting at tJJJO-.tMltru ofi the. ructlwJU.zed 

6:t1teltg.t.h 601r. It 'CoMe.c;ti..ona.-t fiacU<.-ty lu.U:h dO(Lb.fe. w deh-<-glta-ted popU£a..ti..on. 

One 06 !.he majOlt .{;.,!.>Ue.6 M-6cLL6Hd ~ the pvUocUc. need to a.6.6,cgn the gtta/td 

fuC.Ml:!e.d Me. blbtal1C.e.6 t(}{t,lclt -6(Lgge/H :that the. Qua./1.ti,co Co![}[e.ctiona..t 

FacUU:lj lull., a. Jta.theJt .tOL\! pl!i..ol!i..ty -6ta.tLL6 '<'11 tile. a..U.OC.cttiOH 06 peMonne1. 

and oth ell Itel; O/llte. u.:. • 

(The following is :'.:1 unedi ted transcript of the audio tapes taken during 

inte:"!iews by tht! consultant with the Officer-in-Charge and irrroedi ate 

staff of the Narine Corps Correctional Facility in QlIantico, Virginia. 

For obvious re(lsons, the researcher has deleted names.) 
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! OFFICER-IN-CHARGE AND STJ\FF (Taped 27 October 1972) 

i 
t 
\ 
I 
! 

CONSULTANT: Okay, we mi';lht 3'; well roll. The purpose of making the tape 
this morning <Is to get some perceptions fro!'"1 you on the guard. You have 
had a chance to see what two gu;}rd sections hav€' said from my transcript. 
And to get. also, the perceptions of the kinds of pressur'es that you see 
in try in9 to I'un t'1is facility: tha~ would not be obvious to ~he guards 
in every case; and so, why don t I JUS t 1 et you have a go a t 'I t. 

[ OII.C.: I don't want to hog this. I am the one that ;s always dOing ~11 
the talking. I don't want to hog it - because I've got my own views. I 

I 
I 

X's got plenty of gripes. 

SGT. X: As I read the first transcripts with guard sectiors, I was surprised. 
I didn't realize that they \'o'ere really all that disenchanted. I think right 
now we've got the best group of guards that I have ever worked with in this 
facility. 

OIC.: I think the way we ought to look at it - at least there may have 
been one or two individuals hogging the show; I was amazed. But looking 
at what they said, thatverbatum transcript, like I said, I recognize some 
ot the guards - what they said and how they said it. From my point of view, 
I~nlprettywell pleased with the guard sections, in a general sense, th,i;t 
their morale seei:1S pretty high. I d0n't see a lot of long far::es when I 
walk around and tal k to them; they seem pretty cheerful. They are attempti ng 

I; to do their job as they understana it, I think to the b(st of their ability. 
~ And, they may not realize it, but I know wi~at they go through rJh2n they are 
f on pas t up there . 

[.. I see my job ;}S trying to give them simplified procedures, so that it is 
.. , easier for them to dothe·ir job, you know. If a guy qives them a ration, 

you know, I have explained to them hOH to give cl~ar-cut orders. If that 
doesn't work, you get hoH of the duty warden and tut'n this proble:n over 

, to him and get it off your ~ands. I !lave even t:Old them, I said: "If 
you feel that you are losing your temper - vlalk off. The prisoner isn't 
going anywhere - you come back and $obe it later when you ca'lm down. II 

I have had a coupl e of guards try thi s, and it wcrked pretty good for them. 
I guess the biggest problem for the guard is n'Jt to become emotionally 
involved with the prisoner getting into \\''1at we call "gr'ipe contests." 
Because they just waste time. And that is the toughest part. For the young 

. guards, the LCpl., t:-Ie. guy that is 20-21 or younger, he is in the same age 
bracket as the pr'j SO:1e r s - ha sal 0 t of the same experi ence, a corrmon back
gro~n? Of course, ~Ihat they havp to understcnd is that they made the right 
declS10ns and the prisoners made tne wrono one. I mean, m(lSC of them had 
the same pressures on ;~hem - the same prot) 1 ("0<; 3. thorne - a nd they di dn' t 
run off and solve them tha t l'lay. 

The guard's problem is that he is alonp. up there on post, so he's got:: lot 
;0 keep him busy. Sometim(,s the only yuy he can talk to i~ a prisoner, 
eca~se there is no other guard to talk to. And he's got to l'iorry about 

gettlng too familiar ~Iith them. That's why - the older the guard is, when 
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he gets up around Sergeant, he's older, he's almost in a different 
generation, alrnost. Especially if he is on his second hitch - if he 
is a career Marine. And. if he is a Sergeant, he t~ older and he doesn't 
associate with the prisoner - he looks at him differently. He doesn't 
look at them as an equal, so to speak, you know he's a young kid. And so 
h~ tends to have 1 ess prab 1 ems. because he automat; ca 11y makes that separa
tion between himself and the prisoner. The younger guard doesn't neces
SI.H'ily do that - unless he is very savvy and very smart. He \~ill go one 
way or the other. He will be like X, who has a hell of a lot of problems, 
giving orders to prisoners. I don't think he is scared of them. I just 
don't think he's got self-confidence in himself,in his own abilities, and 
~e gets flustered. Some of the prisoners really ping on this. You k~ow. 
just to see him get upset. you know. when it is not really necessary. Or 
you may go the other way - where he \'Ii 11 become too famil i ar wi th the 
prisoner and get involved in his problems. and he is not really in a 
position to do anything about it; because that is not what he is being 
paid for. He may be paid for just standing out in there, and open and close 
the gate and keep the count straight. 

I think we've discussed before. The schools ~hat they go to tend to 
~nphasize lhe counseling rehabilitation role that they are going to have. 
and they md.r rome here with ideas that they are going '(:0 be counseling 
the~e guys and sitting down and talking to them and trying to help them 
so)ve their problems. Whereas, the ones that they spend most of their 
time with are the rec~lcitrant type. And they get tied up with recalci
trant types - the ones that are always fighting their authority all the 
time - and that's the one that gripes them the most, and it is always on 
their mind. Sometimes they tend to judge all prisoners by this guy. So 
H is difficult for them to keep thr.>ir objectivity. if they have got any 
to begin with. And, I guess they've got their own prejudices too that 
they bl-ing in here, and that they really haven't resolved in their own 
minds. 

Just for the tape, and I won't mention names, but I was up on post talking 
to a guard last week and this shocked the hell out of me. I asked him, 
"HO'~IS it going'c"', And he said. "Well. al1 right." And then. as <1n aside. 
he said - and he said it very low and I don't think that he meant for me 
to hE!ar it; 1 think he was just thinkJng out loud and he slipped and said, 
uThese niggers got me worried. I thi nk they're - they talk enti rely too 
much to each other." And I didn't know I'lhat he meant by that, but I didn't 
say anything after that. r just kind of left him and I told the supervisor 
to keep an eye on it. But, I don't ~no\,i - but it showed a hidden attitude 
that hadn't come up previously from this guy, so this is something apparently 
he brought with him into this work or from his family. And. what I am just 
worried about with this guy is Hhen it comes to a crunch this may come out, 
you know. It may be adverse when it does. So we'll keep him outside for 
awhile. you know, so we can watch him a little bit more and get to kno~ 
him a little bit better. Unfortunately, sometim2s yotl don't have e'nough 
posts like this. Other brigs that I have had, you had a tower, and when 
a 5uy couldn't handl~ prisoners, he would be a tower guard. He couldn't 
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hurt anybody in there. you know. In the new place. you don't have quite 
that much. But that's enough of me talking - somebody else piel< up the 
ball. 

SGT X: You were talking about the guards coming down here from school. 
They tl11nk they are going to come here as a counselor, like down at Gordon; 
they get kind of deep with the problems of the prisoners. Some of the 
guards here happen to have a good outlook on t~is thin~. Take Sgt. X: he 
talks to the prisoners - he hears th~ prisoners. But Sgt X doesn't t,"y 
to get them solved. He "lill come and he talks. I know he has been in X's 
office several times. He'll say,"1 think you ought to talk to so and so. 
Something is going on and he's got a problem." This is good - 1 like that. 
Some of the guards just - they take it too serious - I don't want to talk 
about their problems or go see the counselor, so they think they can he1p. 
And. some of the prisoners can relate better to a younger guard than. say. 
me, or the Top. I'm bald-headed, i1 bunch of stripes and he's not aoing too 
well in the hair department either. And, they'll tell a guard part of it -
part of something that he wouldn't evr.n think of telling me - so, when a 
guard comes and,tel1s me about it and I bring him in and I' sal, "Well, look, 
I know so and so •.. " Well, he figures I a1 ready know some of it - so, he 
might as well tell me the rest." So, there is a degree of feedback. 
When they say something to the older sergeants, if they'll talk to them 
at all - other than to tell them ~hat to do. So. we've got three types. 
We've got this young guard who thinks he wants to be a counselor. and gets 
too involved and doesn't have any control over it; the sergeant that doesn't 
care. or is too removed to even work with them; and then that middle group -
he's mature, but he's not sepal"ated by the gap too far that the Captain 
was mentioning. 

GySGT X: The prisoners' are smart characters) are they not? Okay. And 
the Skipper, night here, taught me a lesson. I was doing a lot of your 
counselors' work at night. And the Captain said, "Wait a minute." And I 
saw the light. So I tell you, the guards, if they do relate and sort of 
counsel the prisoner, when the B.S. hits the fan, the prisoner is going 
to use - say, "Hey, you knov{ my troubl es Sarge - come on Corpora 1," right? 
"Hey, it's me and you - now we've ta1ked about this" (and he is questioning 
his authority. And the man says, "Get in the dorm." And he says, "You 
know my problem. I got this hang-up, right?" "No, we don't have no hang-up. 
Get in the door." Right? You guys are the"'professionals and I don't think 
they should be beyond that. I mean, you know, of course they've got to 
corrmunir.ate, and they've got to talk. But these prisoner's are smart charac
ters. And he uses it - and he does use it; and he has used it. This 
morni ng vp on the pas t, .~t a. man ; n the ce 11 thi s morn; n9, I haven't. 
even ~old the CaptaLU£!.. They were up there giving the ~lack Power, ok~y. 
The - whatever the hell you call it - Lance Corporal X, belng a black Marlne, 
says, "Knock it off," okay, So this guy says, "Say, I'm black and you're 
black, right? Come on." YOLI knol'l, words like, "I'm your brother, now, 
knock it off." So soon these two were arguing and the guy says, "I'm going 
to kick your ___ ," So, Sgt. X stepped in, and being Big X, it stopped right 
then. Okay. Now there you go. Now, there's a black saying me and you 
are tight now, right? Okay. What are you going to do? 
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II' O.I.C.: Who was that, X? 

m GySGT X: That was a real problem. Yes, sir. I ~las surprised, he reacted, 
I he just went off the deep end, because he said he was showing hir manhood, 
'lfB,.J so to speak. He says the prisoner said, "I'm going to beat your --- When 

I get out," and X said, "You don't have to wait until you get out." Okay, 
~,,' you kfjo~1 two wrongs don't make a right, but he did react well to the situa-
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O.I.C.: That is outstand'ing for X. This is an outstanding response in his 
particular case because. when I, camenere. Gunny X came to see me about him. 
Gunny X was a black Gunnery Sergeant and said that he didn't think this 
giJY can work in the Brig. because this guy's got a lot of problems in this 
area of black/white and. you know, making the proper associations. and he 
tends to feel negatively toward whites. And we were going to set up a 
psyc evaluation about it, remember? I don't think he ever got it, and we 
just kind of watched him. He's of - he's had his ups and downs. This is 
very - this really surprised me. This - . 

GySGT X: I came in to tell you about it. 

O.I.C.: Part of the problem may be that he - who was it. X? - that he may 
not perso~ally ltke the guy and ihat - that's good too, I'm glad a black 
man, 'you know, is mak1,ng -

GySGT X: That wasn't ~/hat I wanted - it was thr: black prisoners looking 
at you. If he did have a, you know, a hard on with this X, that wasn't 
personal to him, because there are other blacks who saw it, and the one 
who was giving the power too, you know, just shut up and knocked it'off, 
right? 

O.I.C.: That's good! The one thing that I like about the'troops that w~ 
get from Fort Gordon. and! think it ;s a positive - I think they have a 
much more positive approach toward c.orrections programs. I think since 
they are young and still impres5ionable, they believe that something can 
be done. and this way it reflect5 a lot in the vl.1Y they handle the ·prisoners. 
Now this is not every case, across the board, but I figure this is a general 
trend - you get this - since they don't have any bad experience to relate 
to. They also had boot camp training, school. and then they come to \lork. 
And for most ~f them this is the first brig that they get into the correc
tiona.l facility. What I like is that they do have a more positive approach 
to their work. Now, how long this is going to last, I don't know. 

MGySGT X: One of the problems too. that we got into, is we get (inaudible) 
- they are motivated all the time. They get here and what do they find? -
That their basic job is not just in the brig. They've got battalion 
training and they've got all this other stuff along with it, and all of a 
sudden they become disenchanted with the whol e damn mess. And, we've got 
to keep them moti va ted. 

D.I.C.: Let me just say this. I've been here since the beginning of March 
of this year. and there has not been one case of maltreatment; or one case 
of a guard losing his temper and using his hands when he shouldn't have. 
and no real case'of, c:'" proven case of. harassment. I'm sure a little bit 
of games going on here; but, if they are on a level with the prisoners, 
want to Le set with the way they are and they don't think too seriously 
of it. But, really, I see very little in this area now. Eit., 'f we get 
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prisoners that are easy to handle this year, or I think it's the general 
outlook from a lot of the gu~rds. It's got to be reflected down - I don't 
see where else it could be reflected. 

GySGT X: I don't knm'i. I'm not trying to be asinine, but the section 
leaders have a lot to do with it, and I think the Captain, Top X, all of 
you, including myself, we sit down, we talk, right? - ho~; many offsets have 
we had? How many Meritorious promotions? We sit back with the Captain, 
and wow~ five Meritorious promotions and we are dOing this. Even though 
guards • and they moan and groan about time off and what have you, 
they still know that they've got a lot of backing and they have a lot of 
respect for every man in this room. And I know they do. They told me and. 
you know, in a round ctoout way even the hard core. you know - gripe types. 
say - they look up to you. And I think that is outstanding. 

SGT X: What 1 think I was talking about was the fact that these guards 
. I cons"ider good. I came here originally in '66 and I have been here, 

except for 10 months, ever since. A lot of guards come and a lot of guards 
go. And what the Captain is saying, is sort of what I was basing it on. 
We haven't had the fights between the prisoners and the guards, which we 

'used to have. And I try to be ~traight with the guards. The guard that 
is sitting on his h1ney doing nothing and there is a guy on the other end 
of the hall when the fight is going to start. So these guards, pretty 
much. stay on their feet up there. They StdY on top of it. and if they 
see something going on they get there. Things calm down - the authority 
presence, actually, tends to cool them down a little bit. And, the office 
hours back there, we never, oh, what was his name - the one we finally sent 
up to be a police ganger? 

O.I.C.: X? 

SGr X: Yes, X. But. all ;.. .:11, the group of these guards are mature 
beyond their years. And even the ones that are discontented with the job, 
like you said, they realize that they've got people that are going to back 
them and all, and they sti'l1 do a good job - realizing, maybe, that they 
don't want to be in this job. 

GySGT X: ~~ad the other tapes, Mr. X. I got a kick out \)f some of the 
remarks, but every guard tht;t I talked to - that I have asked, "Hhat do 
you think about the guard roster? Can YOll make it any better, you know, 
time off wise?" And, I told them that the Captain doesn't care if you 
don't work one day out of the month, as long as you get the job done -
and he wants to see the results. And they know that. And you know what 
they are \'l'Orking - they are wOI"king 10 liays out of 30. It's not that bad. 
And they're doing their job, obviously. We haven't had a bit of trouble. 
And, that to me it.'s. you know - that's a very well dO,ne with the Captain. 
He wants to see them have the time off, and he wants to give it to them -
and they've still got time for the other crap - but still, when we got 
here, they had some horrible watches. Really bad - and wives \.;ere calling 
the Colonel, and they \'r'eren't seeing their husbands, and what have you. 
And it was - just before I got there - this is what I heard from the Top 
and a couple of Ql!:her people. But, I think they knOl1/ and reJlize that 

-199- ' 

·" 



; 
I 
I 

Ii 

I~ 
It. 

> • 

. fi 

what we are trying to do ;s to say thank you by giving them a day off, 
or two days off, or that three-day weekend that thE!y get once every 
third week. And I will be quite frank with you, I have never seen a 
better wa tch bi 11 tha t \>forks. you knov/. And, it does work. 

O.I.C.: The only way we can really compensate - we've got to give the 
guy some time to get out of here and let down his hair. And, when you 
come right down to it, working one day out of - or working 10 days out 
of 30 in a month - sounds gt'eat, but in effect the guy's here for that 
24 hours and you divide that by threr.. Three times 10 is 30 eight-hour 
~/atchel) he works in a month - and that is a lot more than anybody else 
works. Most people work five 8-hour days out of every seven. I mean, 
it's just the v/ay we can split the time. In effect, this is what I 
intend to do next Spri ng. They have a thi ng in the Marine Corps call ed 
Outstanding Effectiveness Pay. Well, this will only be the second year 
that they have had it, where a guy can get an extra $30 a month. What 
I intend on doing is - my policy next Spring is going to be that every
body automatically is gOing to be recommended for it, unless he hasn't 
been doing his job properly here. Rather than trying to take the cream 
off the top and only recorrrnending them, I am going to recommend every
body else. unless there is something against them. So, this way, we 
ought to have the vast majority of them bei ng put in for Outs tandi ng 
Effectiveness Pay. Whether they get it or not, that may be something 
else. But, that is the only other thing I can get for a guy. I get 
him pl"umotion, l1nd r can get him money, but that's - you know - yOIJ 
can't get that for everybody. 

CONSULTANT: . In another conversation you mentioned that in terms of per
formance they would do it wen, or th2Y don't do it well. and there were 
no shades of gray in it. Now, what does this do to you as a group in 
your supervisory roles? 

O.I.C.: As I discussed with you once before and I think it is a good 
point for the guard, who is up there supervising prisoners, since I can't 
be in his hip pocket to watch him 24 hours a day in order to make sure he 
is doing Ivhat 1 want him to do - sometimes there are pretty rigid rules. 
If he is following those rules and my procedures, then that ;s the 
accepted norm, so therefore that's average. If he is not doing it, well, 
then, he's not carrying out my orders - then he is kind of goofing off 
or fouling up, if you \>/ant to say it. And it's no gray area in betl'leen, 
which is difficult. And, either you are doing your job or you are not, 
in this kind of work. And, it's not like where you could be - well, he's 
an acceptable clerk with supervision, or the better man doesn't need 
supervision. Here, since you can't give him that amount of supervision, 
it's either he's great or he's lousy, if you want to see the lad benefit. 
It doesn't pose that much of a problem. ~Iost of the people make every 
effort to carry out every order that I give or put in writing. That is 
one of my pet peeves - I put everything in writing, so that they knDl'i it. 
And, they've got something to refer to and they don't have to ~/Orry about 
that, "Gee. what the hell did he say? Can we do this or can't we do this?" 
All they have to do is call down to the duty w~rden. He's got a copy of 
e~ery one of these memos that r have put out, at1d he can look it up for 
h1m. Now, we stres3 this in their training - that is, if you Gon't know 
the right answers, just ask. You know, don't go back and correct a mis
take - try and do it right the fir~t time. And it seems to payoff, even 
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though it is a bad point. you know. in this kind of work, in that since 
you are not there to supervise the man's every day of performance, you 
have to rely on indicators - what you hear from prisoners, how he writes 
up incident reports, how he writes up spot evaluations. So you've all 
got to get all of your information sort of second-hand rather than by 
first-hand observation. But, it is a built-in problem in this kind of 
work, and I can't see any other way you can solve it. We are greatly 
der.entralized. A guard is put in charge of a certain group of prisoners 
or a certain deck within this place, and as soon as I come up there he 
knows I am there, and I am watching him. So, therefore, I can't - and 
since 1 can't stay with him. he is going to be on his toes for that 
period of time and he better not screw up then. However, our rroblem 
is, what is he doing when I am not up there watching? Of his supervisor? 
$0, a 1ot. you I:now, is - in many ways he is performilog as a Corporal or 
a Sergeant in the way that you expect a Staff NCO to perforrn - doing his 
job without direct close supervision. On top of tilat, it':; not il job 
where he sits back and passes paper or puts skivvies in a stack, or anything·· 
of this nature. He's got to handle prisoners, who don't want to be here, 
obviously, nonvolunteers, and he has got to get results out of them. 
/tIaye it is pretty amazing that the system Vlorks at all. Something like that. 

SGT X: ~e have our indicator when a man is not doing his job. In some 
cases you \,li11 see a man - or maybe he is not doing his job, it's well ~ 
who springs on him. If a man does his job supposedly too well. he \';;11 
log a lot of bad spot evaluations because he is riding too hard. If he 
is going to do it well or not he is going to get a lot of bad spot evalua
tions. We'l. the one that is right here in the middle - you take a lot 
of times it doesnlt take the report chit, it just takes diplomacy or 
authority or maturity, I guess you Vlould say, to get the prisoners ,to go 
along with what you h~ve been told to do. And we've got a lot of guards 
here that when he writes up a report chit~ it was one that should have 

" been wdtten up. There is no ques.tion as to \'Ihether he is making a fallacy 
'or anything else. he knows when this man put in a chit. it was 'right. A 
couple of others, when 1 get a chi t from them, I want to know - - I knorl 
this man, and maybe what happened wasn't as bad as it seemed to him at the 
time. So, you've got the indi~ators. This is second-hand information. 

GySGT X: What happens when he cries wolf, and it comes out to be true? 
You know, all right, what you are going to do about that. 

SGT X: Well, you are going to have to check with ( ). 

GySGT X: What you are saying is that you've got a \'Ieak and a strong -
and you know better the ones that aren't as strong, right? 

D.I.e.: It is difficult to sense this to sup!;'rvise the man - you still have 
fndicato~s; is what he is saying. so that you can put these guys in some 
kind of chronological order from best to wovse, You can still do it with 
a fair amount of accuracy. And you do it. throug:l that pretty rigid chain 
of command, from me to the warden down to the duty warden, and this is 
where this watch system helps out. Because the duty warden is the section 
leader in charge of the people in his section. and unless there is il need 
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to shift personnei because of inequities in the amount of peopl~ in each 
section, you know. balancing up, -you might ''lark for the same staff NCO 
all the time he is here as a guard. So this good - so they all get to 
know each other in the section and, of course, you have natural competi
tiveness from section to section, and this is good. But IIlhat Sgt. X was 
saying that is part of the training. that; where I say, we try to simp11fy 
things. In other wo~ds. the guards are all trained that you are here (1) 
to carry out the daily routine; (2) enforce the prisoner regulations; (3) 
follow out your original orders for your post. I said, if you are issuing 
clpar~cut, simple, easily understood orders, the prisoner will obey. If 
the prisoner doesn't obey, you've got him. Then there is a clear-cut 
offense, and there is not a reason for argument or anything. You told 
the guy to do something and he didn't. The guy he's got to ask "why" is 
me, fiot the guard. And, by dOing it this way, noVl, I said about the only 
other offense that a man should have is disrespect. And 1 said, neither 
one is going to be tolerated, and over a period of the six or eight months 
that r have been here, we have been able to back this up. Just about 

-everybody who gets into any kind of serious trouble here. it is because of 
one of those two things. ' 

GySGT X: Now, I want to say one thing here, Skipper. You have been in 
the Marine Corps 20 years, and Gunner X has been in 26 years, and you guys 
are the most relaxed people I have ever seen,' I don't think I have ever 
seen you get excited. Okay. Because you say, dj it. Okay. Now, that 
guard, lance X, says, do it, and the guy says, "Drop dead!" We 11, it is 
natural - and he just reacts so far that he would probably say you drop 
dead too, you see? All right. Now, if he had your maturity and, you 
know. your learning about the brig that he is in, greatt But, on the 
whole, most of them do react in " right - in the right way. 

o.I.e.: I tell all of them, if I was a guard, the,best one is the one \\Iho 
can stand there when the spit's right off the end of his nose and calmly 
say, uYou are on report." And I tell them tha t' s the \<{ay you've got to 
be. I say, don't l'iorry'about it, the guy wi11 get his. I'll take car~ of 
it for you. And then, they just have to trust and have confidence in me. 
After reading the tape, where they are talking about wanting to have more 
respect from the prisoners, of course they want to have more respe~t. 
But, what they've got to remember is that I've got guys who do not even 
respect their own officers back in their company. And, I said, what you 
must first get is obedience to your orders and if you are fair, and firm. 
and all the other things about good leadership, you WIll gain the respect 
of most of the prisoners. You won't get it from all of them. I think 

that imO{-lrdly, the guards would like to see the outward signs of 
respect. The prisoner is rigid who stands there saying, "Yes, sir; no, sir." 
Well, this isn't authorized anymore, and it never really was. They relate 
back to their boot camp experience, where they \'/ere required to do this 
recruit thing themselves, so. therefore, they think it should be for 
prisoners. This is a deceptive kind of respect - it's surface ve~eer,and 
it doesn't even mean if the guy respects you or not; But. this is what 
a lot of them would like to ~ee. This, of COUI"Se, to me is ilTlTlature 
thinking - but. some of the guards think this way, because they are in the 
service. It just takes a while for them to grow out of it to realize that 
a guy can say, "Yes. sir" and be very respectful about it, and say the same 
two words in a different tone of voice and be extremely disrnspectlful. 
r mean, it takes a while for a guy to learn this - and this comes with age 
and experience. But, I am talking about within the parameters of their 
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abflity, :.:1d within the limits of the job they're assigned, I'm pretty 
well pleased. If I wasn't. I \'lOuld be working here nights, believe me. 
I may work late, but I go home and I don't worry about this place. And 
I leave on weekends too. If they call, fine. but I can only do this 
b~ause I fairly well have the confidence in the people who work here. 
Let's face it. I am personally responsible to the COrmlanding Officer. to 
the COiiinand in9 Genera 1. for everyth i n; good or bad tha t happens in thi s 
place. This place is her~ seven days a ·,:eek. 24 hours a day, <\nd I am 
only inhere roughly fi ve days a week for 5 to 1 C) hours a day. That 
leaves a lot Of empty time and a lot of thi ngs can ho.ppen. t. lot of 
"mickey mouslng" can go on, and a lot of problen:s arise. Tho~e are the 
times that I usually hc::ve to answer for - and. 1 'm not worried abou\' it. 

CONSULTANT: How much of a pressure is this subject of interventicn by 
the company or the battal ion on your guards' time? 

o.I.e.: I think what it is. from my opinion. is a nit-picking kind of . 
problem - it is li ke spending money. You know that you've got to save -
you've got to j.J~y your rent for your house or your apartment once a 
month. Well. if you had to pay the rent every day. that would he just 
a pair. in the rear. That little nit-picking nagging problem. The big 
problem is the cOll'mitments made for us which rob us of staff. That's 
w~ I made that board. there. so you can see who's gone. 

CONSULTANT: They say empty slots there tlre the ~ -

VOICE: There is none. 

CO;,SULTANT: •••• missing peop'le? 

O.I.C.: But those are posts. So you see. a blank requirement in there -
but that shows up as a blank space on the guard roster. 

GySGT X: And I tell you where that blank is. 
man is - he is walking around the arrrno dump 
you know - or, \>/IOrking in the mess hall. 

{Severa 1 voi ces . } 

You know where that blank 
that's what he is doing. 

O.I.C.: Years ago. I had one Commanding Officer that said to me, "\~ell. 
the pm is short of people. and the brig is short of people. Well, since 
I am. sort of responsible for both, I'd rather not take the chances in the 
brig, so I am going to keep them up to strength - and leave them alone. 
so that I don't have problems there" - and he made that decision. Hhat 
is required is for somebody, beyond me, and usually beyond the Corrmanding 
Officer of the br'ig here (although h.e could make the decision since most 
of the requirements., . .originate at that level - or. at least he pro-rates 
them out from his level within the batt.olion. He could just say, the 
brig doesn't need these commitments. He could do it - and he could just 
put the levy on somebody el se). It is just a matter of where you want to 
take the Y'isk - and they are telling me that they don't c:!'"e that they 
take the ric;k here. That's just what it boils down to. They could say 
w~at they want. The General could stand out there in the brig for inspec
tlOn and say, "Gunny, tell your men in the brig that I know that they've 
gOt the hardest job on the base." But, those are empty I'lords if you don't 
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ta~e some positive action too. I mean, some of these kids aren't dumb. 
They say. "Well, sure. he says I I ve got a tough job, but here I am} 
breaking fllY back down here with no relief. And. people and money. and - -
I don I t need any morley. I need people. And I need tl)e people who can do 
the job. II And, that, is \ .. 1Jat it all boils dotm to. 

GySGT X: You know. Mr. X (consultant). ,Jhat was it - biO \1eeks ago, Colonel 
X came in here. I hope you understand your track, but I am still thinking 
about it ~ he wal ks in, full colonel, right. I guess about HI years. He 
walks in ,-,od he says, "Thatls got to gO.1I He ~las referring to the non
effectives. 11m a Gunnery Sergeant; I coul d have to 1 d him that a year ago 1 

or eight months ago when I got here. The brig shouldn't have non-
effective:; in it. right? But now it's been two weeks. llni thinking 
negative about it, and I can't help but think that way~ because live seen 
too many people say. well. you can't - you know. weill fix it so you don't 
have non-effectives here and you don't have to do that. And the next year, 
you are still doing this and still doing that. so nothing has really changed. 
How in the hell these people still got the morale that they've got dOing 
the other c0Tm11tments is beyond me. We had CG, October 13th. It was 
brought out by the Commanding General, and by the Inspection Parties that 
the brig's morale was very high. You know, it was a pat on their backs, 
and the General pats a guy on the back and says, "You look real good. II and 
talks to a couple of them and really praises them. How in the hell they've 
got morale is a ~ -

C.I.C.: And this nas based on how they lIen:: standing at the Genera"ll s 
Inspection - you know, the clothing. 

VOICE: It had nothing to do ... Iith their job. 

GySGT X; Of course, we can put up with that. That's part of being a 
Marine - this is going to go on forever. It has been since 1775. 

CONSULTANT: So the next good word that they heard from the General is 
report to the arrmo dump - not from the General, but from the cha i n? 

O.I.C.: In some cases for the guard - it"s not really that great, but at 
least he is getting out of the brig - and he can go home just about every 
night - so he works a long day. In some ways it's not bad. For him. 
having to go to the rifle range;s a change of pace for two weeks. In 
the wintertime it is a little cold, but at least he is out of the brig 
for two weeks. and he can rel ax a 1 ittl e bit. So. maybe some of the 
c0fm11tments aren't too bad on the individual person himself. Though every
body live talked to (and I don't know if they are trying to snow me. or not) 
when they come back here and I ask them, "How did you like it up there?" -
they say, liSa, SO,II or some such ans\,ler. IIbut I am glad t() be bock here." 
Now I don't know il: they are tl'ying to snow me or what, but that is what 
they tell me. They are g1ad to be back here. Maybe they feel that this 
is their primary job and this is what they are being paid for and, no 
matter how tough it is, they take a certa in poi nt of pride in the fact 
that they are doing a tough job. And so, that would be nice if you could 
pick them ou t from the res t of the Mar; nes here. If they wou 1 d '"lear name 
tags saying Correctional Facility on it. I dOI,'t know how many of them 
would weal" them or not in the brig. Maybe they would do that - maybe that 
is a POint in pride. 
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SGT x: I would just like - - - I'm 'a Marine. and I can gripe about it. 
But I don't want any civilian - I don't want any soldier telling me how 
cad my Corps is. They are Corrections Facility Guards - they can gripe 
nbout it. But, if you want to see some hot and heavy gOing together, 
~ou see them standing out in the hallway with PHO, you knOl'I, "You Harines 
don't do nothing! We got a job down here, you I.<now. 1t 

GySGT X: "Whatever YOll can't handl~ yoy brinq to US,II that's what they tell 
them. If YOll can't handle it, bring it over to us. 

SGT X: And 1 heard those exact words: 
over to us, 'rle'll take care of them." 
that you are do; ng someth i ng • 

"Hey, just send your fellows on 
So, there is a pride in the fact 

O.LC.: I said that to them. I'm gl ad that they picked that up, because 
I said that. I said that we are here to handle everybody else's leader
ship problems. If a guy can't make it in the company, all the Company 
COflIIlander can do is lock him up, and we've got to live \'lith them. I can't 
kill them or make them escape, or send him aI'iay to someone else. I said, 
IlHe is our problem; you are stucl: with him. So, you've got to learn to 
live with him." But, I think they must really take the vJint of fighting. 

GySGT X: The barracks - wl;!'ve got the reputation in the brig - the men do 
of having their awn squared away barracks. When the Colonel took over, the 
Guard Company was the best in his company - ;n his battal ion. ~!hy? r'm 
gOing to tell you why - the brig. When the Colonel carne in, and he wanted 
to sh'Jw off his barracks, his battalion, he went to the Brig Sec~ion. 
And that is a tr'ibute t(l thp. men. They do it. 

CONSULTANT: Let me cut ;n here with another issue you were mentioning, 
Sergeant X, that they don't want the soldier complaining. HoVi about a 
sailor? I know you've gut a mixed force here. 

SGT X: well, you know, its surprising but the sailors here. about the only 
gripe they have is when they have to stand duty because a Marine has this 
so-called commitment - which l.,re had during this IG or CG he was talking about. 

PHI X: No, we didn1t have that. (Inaudible) 

VOrCE: A sailor would standby, I want you to understand that. They don't 
standby for eG. But, they didn't do it. 

VOICE: No. 

(Several voices) 

SGT X: Maybe the Marine relationship here, r think, is probably better 
than I have ever seen anywhere. I knm'l, I went to school at Fort Belvoir 
with soldiers, and we fought 1 ike cats and dogs. r had 45 Marines and it 
was just, you had to look out every night. But here. I don't know" it 
~OOks like they are running with the Marines on liberty - they are back and 
t]t]h from each other's homes. Now, some of the Marines are a little harder. 
e ,I wouldn't say a little harder on Navy prisoners. but they have been 
~~own to call them "swabbies," you know. And I guess ~hey expect some of 
I e Navy to be down on the Milri ne pri soners. As far as staff personnel 

think we gHt along great. Better than you ~lOuld think. 
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L G SGT X: I think on the whole - well, wh.at, we strive for - especially 
IYKnow Captain X does - is un1fcrmity, right? Everybody doing the same 
job or carry1 ng on, so tha t the pri soner wi 11 say, "Well, the other sec
tion didnlt ... , .. but, you are not going to get uniformity with the Marine 
Corps and the Navy. I'm sorry, you're not gOing to do it. The majority 
of our NCO's are pro's. They are career men - career minde'J. They react 
well to almost any given situation. The young lance Corporal sees a First 
Class Petty Officer with long h.lir and a beard - I'm sorry - he doesn't 
like it. He doesn't say it. but he doesn't like it. Now I can accept 
this and any fi,an that has been in for a 1 ittle while, of course can. 
That is their tradition. Why knock it. We have ours. Our tradition is 
short hair. Okay, the sailors don't knock us. They might jokingly. 
But a sailor might react to something that happens in a cell block and 
he reacts to it probably in a cool, calm, collected way. Why'? Because 
he is older. He is much older than the Marine, and he has been around 
a bit more, because all of them are senior Navy men, you know. 

CAPTAIN X: Another prohlem is that the Navy will never I'lOrk in the brig 
again, right? 

PN1X: Correct. 

VOICE: And PN1X is a school trained counselor. He is a school trained 
PN, and if it's anybody's job in the Navy, it's his, to work in the brig 
again. And you tell me he will probably never see the inside of a brig 
again after this cruise, right? 

PNl X: I imagine so. 

CAPTAIN X: let me tell you, I have never met a Navy Counselor tha thad 
more than one tour in the bri q. 

GySGT X: When I went to school, Sir, they told us that they were going to 
give the sa; lors a primary MOS of corrections. Because they were doi'ng 
their own. That was in July. But they said they were going to give them 
their own pr<lmary MDS. 

CAPTAIN X: Then why didn't they do it? I don't know if they will or not. 
Most of these Navy guys are boiler tenders, or machiJist mates, and there 
are very few boatswain's mates coming here and so, essentially. they are 
used ro <.dndling machinery and not people, so I don't blame them. I 
think they've got a gripe with the CND fOr sending them here. That's 
the problem. I don't think you can run a small quard force. such as I'le 
have here, Itil th peapl e from two branches of the Armed Forces. Where the 
Navy has a', "ys excelled is when they are working in their primary job(s) _ 
~ersonn£'l'< •. working as counselors~ the yeoman working as my ch1ef clerk 
1S outstQ!/uin l

'. better than any Marine that I have had, because I can 
!\2ver get a Marine Staff Sergeant a rate. He is doing an outstandin9 job. 
I've got another one working out here in my supply - fantastic! He must be Jewish __ 

VOICE: He is Je'Hish. 

(Se'!eral ,·oices.) 
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VOICE: He is very, very good, and he is a machinist~ I guess, isn't he? 

VOICE: Yeah, he is a mad!''. 1st. 

CAPTAIN X: He's got the ~railling, and he is doing a very fine job. The 
difficulty is that they are not r"eally in competition with anybody, I 
can't relate their form~ of duty with the Marine that works side-by-side 
with him. On the Guard F,orce, it's nothing to do with bad jobs. It's 
just tha't 'they have different approache£':, to the problem. 

SGT X: Well, \~e have some cases - we have some cases where we have not 
ut'a person on a post because he is Navy. Post 3 indoctrination down 

~ere, All right. we have to put Marines down there, because most of the, 
Navy doesn't know that much about d,·ill. When are thp.y gOing to drill on 
a damn ship? They go over the sides. $8, -,.,e put a Marine or maybe a 
junior sailor on Post 2, which 1s our main supervisory post, so that we 
can cut a Marine loose to go down and give them drill and what. you know, 
general military subjects. 

GySGT X: What does this make the Marine think? He has 'lot to form an 
opinion. He says, "Probably because I am better." See? And in that par
ticular case, he is - only because he has had the training. 

CONSULTANT: As a Navy representative, do you want to respond to some of 
this? 

PNl X: Well: no: it's all true. 

CONSULTANT: And the Navy Personnel would just as Soon be someplace else? 

Pin X: Yes, Sir. They resent being sent here in the first place. Ninety 
percent of them are not volunteers. In fact, we have a few that are not 
qualified, according to our standards. And, they wait around, some of 
these machinist mates, and boiler technicians, might wa.it seven or eight 
years to get shore duty. They expect to be assi'lned to the job that gives 
them a little leisure time. 

(Several voices.) 

PIn X: And, they get slammed in here and they resent it. 

CONSULTANT: I guess that's understandable. 

CAPTAIN X: But unfortunately, ~hat this shows is that he r.an't hell) but 
show it here, you know, and it is natural for a man to take it out against 
the environment that is close at hand, and we fully sympathize with them, 
The thing is, in a small unit, just out of fairness, they've got to stand 
the same watches as the t1arines, otherwise the Marines I'/ouid start qriping, 
hOU knOl,/. And, in the long run they make out in some ways comparatively, 
ecause they don't have the off -duty corrrni tments as the Mari nes h,we, so 

therefore the system w()rks ,good for them, It gives them a lot of time off 
that the r1arine wouldn',lt'have because he's got these outside conrnitments 
throughout the week. 
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MGY SGT X: But we'd still be, by far, better off to get rid of them. (letting 
one or two of them is a crime. He i,s iI sour apple in the barrel t and he is 
going to turn the good apples bad if we don't get rid of him. 

GySr;r X: Not only that, 'tlhen h~! comes, he doesn't vlant to be here to begin 
with and it reflects. It reflects to the prisoner and it reflects to the 
duty man. And the prisoner .;ees it - and you can bet your bottom dollar 
~ey see it - because they have told me about ft. And, you know, these guys 
have it because - are they really to blC!me? So, like the Top says, I don't 
say get rid of them, but rrtOve them, you know. They rate this shere duty 
and rate the damn time off so, you know, that's right, but \'Ie 

VOICE: Thatls the rroblem with the Na\j:. 

GySGT X: Yes, but wait a minute now, \Ole had one coy here that the Captain 
and live got over here - the ambulance driver. But, if you take those five 
or six sailors that we've got in the guard now and take them away, you can't 
run a gua rd tha t way. 

CAPTAIN X: The Marine Corps, you know, would not make up the difference. 
Or, they WOUldn't reduce 'i,he pJpulation of this place within Nhat the t1arinec; 
could handle. Just for the record, this is a 52-man brig and w~ run an 
average of 95 to 100 all the time. Almost 100 percent overcrowded all the 
time, without the appropriate guard force of the 67 people it takes to run 
this place. And in man'y cases, our total effective - Navy and Narine - here 
for the job at any giVen time averages between 45 and 50. Sometimes it's 
le~s than that, and I believe al1 67 are needed to run the place. Th'is is 
ridiculous! It's poor economics, or whatever the hell you want to call it. 
And some day, you know, this poor planning has got to catch up with you and 
you are gOing to pay the price for it. So far we have been pretty lucky 
and haven I t had to. 

MGY SGT X: When you are running short of people, you will cut corners to 
keep that guy that is not doing his job that you really want him to do - like 
that sailor who is griping about shore duty that he's got. What we need is 
his body, and we've got to keep him. You are stuck with him. 

GySGT X: We probably have five or six people that I know th(\t the Skipper 
would love to have transferred. to another duty station - or get out of this 
brig - and we have to live with them. ~Je get that man and if we do get rid 
of him, we are just hurting ourselves. reallY. 

CONSULTANT: So. would it be reasonable to say t~at it is hard for your 
~ard sections to consider themselves as professional people, or professional 
correctiona 1 people? 

:: VOICE: Are you talking abOut the Marine!;? 
~: ,,;0, 

COIiSUlTAN1: Marines, riqht. 

GySGT X: I think the Marines cio consiuer themselves professionals. 

CONSULTANT: Professional Marines or professional co~,.p.ctions people? 



" 

GySGT X: A little bit of both. They are forced to be Marines that they 
are trained for here. They are obviously professionals - but the majority, 
the vast majori ty. 

HGY SGT X: ! would qualify I'lith the problem of the NCO's. They think the 
junior types are all shakey, but I think that woul d change through maturity 

CAPTAIN X: Don't misinterp: . the profEssional 

MGY SGT X: I'm not. I don't :hink he should be u professional _ unless 
he develops this s~lf-confic.i:, ·:e. 

CAPTAIN X: Okay, I see whilt you are thinking. All riqht, r don't want to 
get us involved in a battle. You know, when you ':let your answer. Maybe 
you had better say the question again so we can thi nk about it. 

CONSULTANT: Well, the' question is: Given the kinds of circumstances your 
guards have to work under, can they really perceive themselves as pro
fessional corrections people? 

CAPTAIN X: Well, I think they do by '''hat we stated before. At least the 
Marines take pride in what they do, espeCially outside of the brig. And 
thl~, to me, is the beginning of a professional, when you take pride in 
what you do, and you brag about \'/ha l you do, and take offense to anybody 
who is degrading your position or '''hat you are trying to accomplish. t 
think this is the first step to your becoming a professional. If you 
weren't a profess.ional and didn't care, anC: say. "Well, you're right an::: 
we are wasti ng time," or wha tev~r they say as a group, but they don 't. 
They right aw~y fight the outsider who tries to shoot them down, because 
they really think they are Qoing something. And so, I think, even ur.der 
the conditions, they can still try to act professional. Actually, under 
these cOYlditions you need more professionalism, not less. 

SGT X: I think they resent the outside things much more than they do \"hat's 
here. Let's say, for example; the male mess duty. He still goes home 
t:very night, whereas he might have to stay here. But, if you want t('l hear 
a man cry, wait until he has to stay on two extra days because we don't 
have a replacement for him, you h~ow. He would rather be back in here, 
with all the probl ems we've got, than to be up there with the hours and 
what have you. Even t:le alffilo dump people, they'll say, "I'm not doing. 
nothing - ('m walking around a build1ng." At least in here, tlley know 
t~at when they make a mistai--e it is gOing to show - and you get talkin(l 
wlth them and they will tell you pretty quick, you know. Well, say a 
~ro~lem arose and they \ ... il~ be talking about it. They will tell you, 
Thlngs could have gone a bi t different, if I would have done this or that." 

They know. I still think __ _ 

~YSGT X: To giVe you a for ins·tancp. r1r. Consultant, last Friday night a 
Hance.Corp,oral called me at my home - and he really started to ring here. 
/ sald., Gunny, I really got some problems. Can I see you?" And I said, 
Whe~ do you want to see me?" "Well," he said, "I would like to see you 

~ow. I asked, "What's the matter?" He said, "It's all persvnal," and 
e w~s jimmel'ing and jammering. And I said, "I will tall< to you in the 

mOrnlng.': And he said, "Okay." I came in in the morning and he says, 
·io~ I sald, ."Hhat's the matter?" He said, "Nothing. After I ~ave it a 

of thought, I really don't have a problem. I did when I came in 
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yesterday."he said. "but staying arour:td here - - the prisoners," he said, 
liMy problem isn't nearly as big as theirs." You know, and this was a young 
Lance Corpora 1 • 

CAPTAIN X: They are ma-ture or they are beginning to mature - sort of 
objectively, and maybe logically, with their problems and put them in their 
proper context. 

GySGT X: I think that is why our Marines and our sailors aren't that much 
©lder in their thinking than the ev~ry-day Lance Corporal, PFC, NCO that 
we have in the Marine Corps. And they see it, and they are confronted 
~1th it and they might come in with a problem. Perhaps they had a beef 
~,}1th their wife, or not enough grocery money that week. l3ills are catching 
up with them and they come in and see what they are surrounded wHh, and 
ho\'/ they reacted to it and they are in jail. So, the guy really stops 
and sits down and he thinks about it, you know. He finds out that his 
problems are not really that big, if he takes the right way to go about 
so 1 vi ng tl'4em. 

SGT X: I have never seen any statistics on the punitive problems wit~ 
5800 personnel. But, just speaking off the cuff, I think we probably have 
the lowest UA rates. or office hour rate, of any group of people this size 
you can class. It comes from the fact that they see what happens, you 
know. If I go UA, this is what happens. If 1 call that Staff Sergeant 
an SOB, this is what happens. If r don't pity my bills, or steal a car, 
this is what happens. And, you know, it is better to learn from somebody 
else's mistakes than to do it yourself. And, these kids - that's the wrong 
term - these young Mar1nes have learned from just seeing, and are getting 
along. 

CAPTAIN X: We have had this one guy who I'lent UA working here, and he was 
a 58, one of the young ones who went through school and came here. He 
was UA over 30 days, and he came back and got his court martial, so he 
now no longer meets the criteria to stay in this field. We have put in a 
letter to have his ~ns voided out and give him another MOS. What is kind 
of remarkable. considering all of this, he knows what the problems of the 
job are - he went UA; been in trouble hi mes If. and he. ,wants to keep the 
M0S. He wants to stay here and \~ork! 

GySGT X: He learned. He learned a lesson, and he thinks he can relate 
to the prisoners. 

MGY SGT X: Could he? Maybe with a hair cut. 

CAPTAIN X: That is my counsel - senior counsel over there. 

(Laughter. ) 

CONSUL TM/T: Okay, anybody got any part; ng shots that you want fired before 
~Je wrap this up? 
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CAPTAIN X: We have raked it over the coals quite a bit. X didn't have 
much to say (referring to PN1). 

PNl x; No. 

VOICE: He wasn't talking loud enough - is that it? 

VOICE: Yes. 

CAPTAIN X: Feel free to chime in at anytime if you think what I am saying, 
or anybody else ;s saying a lot of nonsense - just say it. 

MGY SGT X: I think we have to be careful with these youngsters to keep 
thefr perspective because a lot of times - I remember when I was working 
in Poy'tsmouth - 1 got to a point sometimes where I felt there \~eren' t any 
good Marines or good sailors or nothing. Everything that I touched was a 
piece of garbage. You've got to, stor and bad: off every once in a whi'je, 
and l~emember that these are a very small portion of things, whether the 
guy's in the service or not. 

GySGT X: We say, we can't wait until \'Ie get back in the Harine Corps, 
right? That is what every guy says, "Can't wait until I get back in the 
Marine Corps." 

MGY SGT X: Just let me back in the Corps. So, where do I go? I go to 
another brig! 

{Laughter. ) 

CONSULTANT: Okay, \,Ihy don't we calli t quits then. 

# # 
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APPENDIX 0 

TEAM BUILDING FEASIBILITY STUDY 

TASK REPORTS OF THREE GUARV SECTIONS AT 
THE MARINE CORPS CORRECTIONAL FACILITY, 

QUANTICO, VIRGINIA. 

(The following is a summary of resu~ts when three guard 
sections met at the third consultant meetings. The group 
was assigned a task to produce on newsprint flipchart a 
consensus answer to key questions about the role and 
functions of correctional staff.) 
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TASK REPORTS OF THRCE GUARD SECTIONS 

SECTION 

Pige 1 

I. FLIPCHART SHEETS, 10/30/72 

What are the Characteristics of an~ffective Guard? 

- Enoi.igh guards . 
- Attitude 
- Personal appearance 
- Military bear'ing 
- Self-dtscipline 
- Complete backing from seniors. 

~£ 

Attitude 

- Has to want the job. 
- The ability to control the need to express 'personal 

f,!elings when you 'get too much pressure - harassment 
from confinees. 

- Toward pr1soners/confinees 
- should be: unprejudiced, fair. 
- is: There's a reason he's here, 

Makes no difference. 
They're all the same. 

- My post - my responsibility. 

Page 3 

My Responsibility Begins When: 

- You Sign the book and take the keys. 
- You report to the Briq. 
- My responsibility to the Srig _ 

- Is to do the best job I can. 
- Is to enforce rules and regulations. 
- Is to maintain peace/order. 

- To the Capt/Col. to ensure safety and well-being of prisoners. 
- To keep my stripes and get more. 
- Not to stir up pri soners then turn them over to the next shift 

Morale 
~ 

- If my morale is poor. I can't do a job; if the pri.soners know your 
roorale is low, then they can harass you more easily. 

- It starts with the duty warden. 
- Thet'e are a couple of E-6'5 around here who blow up in 

, your face all the time. 
- The duty wardens ought to be more conslstent about what 

they let people get away with. 
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SECTION I, FLIPCHART SHEETS, 10/30/72 (contd} 

Page 5 

You know you have a TEAM when 

- Ev~rybody works together toward the same thing. 
- Other guards find seniors back you up. 
- A fellow guard \-1111 correct you when you do something I'/rong. 

In another section, one guy thinks he's the quarterback, halfback, 
and everything else. In that situation, you're afraid to make 
a move. If you can't work with the duty w~rden, you can't work 
w1th each other or the prisoners. . 

h ~e 6 
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Self~pisc12line: The hard thing is 

- To control your emotions when a prisoner spits at you or refuses 
an ol"der. Other prisoners ~/atch and try the same thing. 

- To keep from fraternizing with the long-time prisoners, especially 
when you've served with them elsewhere (like old buddiec;). 

- To behave the same way every day - regardless of how you feel. 
Page 7 

You DON'T have a team when 

- You dread to come to work. 
- You know you have to put up with a lot of griping allover again today. 
- You don't have enough guards and YOll know-you're gOinq to have to 

double-up - especially when you have to cover for somebody who's 
fouled up. This happens when another section fouls up. After a while, 
you develop a negative attitude from having to cover for another section 
all the time. You get to where you don't care. 

Page 8 

If r could chan 
WOuld be to the wa I feel about m 'ob here. it 

- I like my job - no change. 
- Once you foul up, it follows you. 
- When two men can' t ta 1k, there' s somethi ng wrong .~ even though 

he is senior to you, y~u're both still men. 
- Get :-id of some of the "Old Corps" ideas about "lists." 
- Jealousy over early promotions. 
- You expe~t some griping from the prisoners, but not from the staff. 
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SECTION II. SESSION 3. FLIPCHART SHEETS. 11/1/72 

~ 
An Effective Guard 

• Good results. 
- Knowledge of rules. 
- Finn w/rules. 
- Glood jud~ment. 
- ~llar1 nes ! 
- Able to m&ke decisions on his own . 
. Able to give clear and concise orders - verbal skill. 
- Appearance. 
- Able to recognize problems. 
- Wining to play the turnkey role. 

Page 2 

Able to Make Decisions 

_0 To put a guy on report or in the cellblock. 
- To put on report or take to duty warden right away. 
~ Job sup.ervision - standard~. 
- To know when to ask for help, when to handle a disturbance yourself. 

~e 3 

Willing to Accept Turnkey Role 

- No responsibility. 
- "I hav\<:! never seen so much authority and sli.1erv1sory ability not 

bet;;9 used: -1 ad of res pons i bil ity. " 
- An E-5 turns keys all day - and I:eep:-. a log. 
- "As an E-6, ! sit a 11 day and answer the phone, keep a 109 - Dorm to 

chow, rrred ca 11, etc." 
- Not much of a job 

~ack of ~<2mJ biJJ!i. 

- There's nothing to talk about - just be here at 0730'. 
- Somebody has to be there. 
- Keep those monkeys from kill i ng each other'. 
- Q. "How do you wri te a fi tness report on a sergeant 

when all he does is turn a. key?" 
-A. "He turns it good!" 
- A. "When the prisoners don't turn in a bad chit on you." 
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SECTION!I. SESSION 3, FLIPCHART'SHEETS (ccntd) 

~~-
Responsibility, contd 

- What I learned here is that resronsibil ity means worryinQ 
about keeping the new stripe. 

- There's no way you can get involved \'lith your work here. 
- If you talk to them, that's fraternizing. Too true! Anq wrong. 
- He's 17 - it's his 3rd time here - still in 3rd week of boot training. 

Page 6 

Responsibfl Hy, contd 

• I'd like to be an instructor - that's what I volunteered for . 
• Not even GED programs here. 
- The size of the building restricts opportunities. 
- This is a brig· a confinement facil ity - not a corrections facil ity. 
- How do you take irresponsible people and make responsible people 

out of them? By b~havior modification, not psychological changes. 
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SECTION III, FLIP CHART SHEETS, 11/5/72 

~ 

An Effective Guard is 

- Knowlerfgeable. well-schooled 
- Fair, just 
- Mature 
- Professional 
- Available for duty 
- Versatil e 
- Tactful 
- Interested 
- Has respect of Ifor pri SOners 
- Has SUppOI·t from superi ors 

Page 3 

How do you feel about Authoritx? 

- I think the prisoners expect you 
to be authoritarian. 

- It goes back to the Golden Rule. 
- You're always part of the system. 
- They could be your neighbors som~ day. 
- The stripes and the duty bel t 

are enough. 

-216-

Page 2 

Respect of/for Prisoners 

- They know you're dOing your job 
as it's supposed to be done. 

- He does not displace anger on other 
S-:'irds - doesn't come to work 
with a hard on. 

- I'm here to do my job, not to 
harass you. 

- Some prisoners who always try to 
screw things up. 

- Always some guards who do it, too. 
Some guards set it up, sneaking 
up on hands and knees. 

Page 4 

Responsil>Jil ity 

- To see that prisoners don't get 
screwed over. 

- Some guards are afraid to aSSume 
responsibility - like when the duty 
warden is asleep. 

- You' v'e got to be res pons i b 1 e for 
your actions. 
You've got to be able to depend on 
each other - loyalty in the section. 

- How do you deal with the tension, 
bitterfiess that builds up? 

- A~ytime yo~ go over the Gunny's 
head, you get on the bad list. 
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/ APPENDIX E 

SAMPLE: . TWO-WEEK CONTRACT FORM INTENDED 
FOR MEMBERS OF THE THREE GUARD SECTIONS 

A TWO-WEEK CONTRACT 

Being a conscientious Marine, and an adult, I recognize that I will frequently be 

frustrated by things beyond my control. There are some things that frustrate me 

which cannot be alleviated by my Duty Warden, the Gunny, the Top, the Gunner, nor 

the Captain. Consequently, I recognize my responsibility to tolerate these incon

veniences wi th Good HUmor and with Unders tandi ng . I have 1 is ted below three thi ngs 

which have been cons tant irritants, and along side each of them I have 1; s ted thi ngs 

I a,m going to try for a period of two weeks to overcome the irritation, aggravation, 

and frustration I feel when these irritants get in my way. I attest to my willing

ness to try these alternatives to aggravation by my signature, which appears below. 

THItISS WHICH IRRITATE ME ALTERNATIVE RESPONSES I WILL TRY 
11 

02 

rr __________________________ _ 

Signature 

Oate 
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ANNOTATED nIBLIOGRAPHY 

Note. While team-building 1s ar. implicit part of many organizational 
frlti:vention strategies: there is little in the literature about 
team-building, per~. Consequently, this portion of the Biblio-
raphy appears in annotated form since the titles do not always 

~uggeBt the relatio~ship to team-building as a discrete activity. 

1. Argyis, Chr:i.s. Interveution Theory and rv.ethod. ~ Behavioral 
Science View. Reading, Mass •• Addison-Wesley Publishing 
Co;.pallY, 19'70. 

--This text .)y a leader in the field of the behavioral sciences 
talks to the strategies he has employed successfully as a consultnnt 
to a variet.y of organizations. of particular relevonce to this re
search are Chaptar One, liThe Primary Tasks of Intervention Activities" 
and Chapter Five, 1I0rganic Research,' .. 

2. Beckhard, Richard. Organization Devp.lopmentl strategies ~ 
~~e18, Reading, Mass •• Addison-Wesley Publishing Company, 1969. 

--Chapter Three, Hstrategies, Tactics and Activities in organiza-
tion Development" talks directly to team-building. Beckhard states. 
liThe basiC building blocks of an or.ganization are groups (teams). 
Therefore the baSic units of change are groups, not individuals. (Pg.26) 

3. BEHAVIORAL SCIENCE, Concepts and Management Application. New 
York, The Conference Board. Inc., 1971. 

--This volume 1s a concise compilation of the major theoretical 
thrusts of the behavioral sciences, and includes 10 case studies 
describing the application of these theories to creating more 
effective work groups and organization. Written for business 
executives, it probnbly contains more information in fewer pages 
than any other Source available. 

4. BenniS, Warren, I'I.nd Slater, Phillip E. The Temporary Socie,!:y. 
Ilw Yorkl Harper and Row, Publishers, 1968. 

--In this text, the authors describe the socio-cultural forces 
dictating a greater reliance on the inter-dependent work group than 
u~n individual initiative. They talk of the team-building 
skills required of a leader which are unique to this highly 
technological ageJ a very readable text. 

5, Eddy, William B., et. al, Editors. Behavioral Science and the 
~nagerls Role. Washington, D.C.I ~TL Institute for Appliea-
Behavloral"SCIence» 1969. 

--This rea:3er contains 23 articles by leaders in the behavioral 
S?1.ences, covering philosophy of individual development to adapting 
Whole organization s for dealing with change. It contains many 
references to the development of more effective work groups or team. 
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House, Robert J. "Role Conflict and Mul tlple Authority in 
6. complex organization." Caliiornia Management Review, ?QL.. 

No.4 (summar, 1970), Pg. 53 

__ This article, cited in the report, outlines dilemmas for people 
in organizations which seem to parallel those of the Correctional 
FacUity guardo discussed in the report. 

7. Jones, John paul The Ties. That ~I Findings and Concepts 
About ~2.l?le and organize. tions. Ne"t York I t-ia tional Association 
OtManufa.cturers, 1971. 

--This small booklet, prepared for NAM lr,embers, talks specifically 
to converting behavioral theories into profitable applicc."Cion 
through increasing the p=oductivity of work grours. Highly readable, 
it is a small classic. 

B. Leavitt, Harol.d J. Managerial FS ychology (Third Edition). Chicago, 
The Univ'~rai ty of Chicago Pres", 1972. 

--An inexpensive (paperback) basic text which covers more than 
adequately what the title implies. Of special interest here is 
Part Three, NPeople in Threes to Twenties I Efficiency and Il1fluence 
in Groups. 1/ A good text for discuss ion groups. 

9. Llppi.t, Gordon L. Organ.tzatlon Renewal. New YorJ<, Appleton-century
Crofts, 1969. 

--A someWhat wordy and tedious text, but a useful compilation of 
team-building strategies and techniques for the serious reader 

10. Schein, Edgar H., and Bennis, Warren G. Personal and Organizational 
Change Through Groue Methods I The Laboratory Approach. New York I 
John Wiley & Sons, Inc., 1965. 

··Thls large volume of readings covers the funoamentals of small 
group theory and change Btrategie~, on whlch all team-building 
activities rest. The reader should be cautioned not to CO:1stru.,e 
the "laboratory approach" to mean T-group activities exclusively. 
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PREFACE 

111. :the adntiiUJ.J:t.M:t.oM C.oult4e. of! .the. PROFESSIOnAL VEVELOPHnrr 

INSTITUTES FOR m LTTARY CORRECTIO.I.JAL PERSONNEL, olle .rralln.{.llg 

ltIoduR.r. ilaci ber.n d e.vote.d to .the. ou/1 j e.c:t 0 ~ beluiv.tol[ modik{.ca.U.o n 

Tile. cOIUle.cUonai peMOl1l1e.e. a.t Camp Le.jrwle.. HOlltl! CMOC (Ha, I[C

I..]loncled 60 e.nJll[L~.ta6:tlC'.a.c1.lf :to .ti'ti6 .tec.llI10ion~{ plle.1>cn.ted dlLll.ttlCj 

PhMe. Two (197'2) Oj~ til.tO ll('.6eMcil (ilat a r>.ii'o.t P~oj('.c..t It'a.!> ulldC/l-

B. F. Sh,tnneJt' 6 .tlteolt.i..e-!> .tit tlt-i.6 He.W 0 e,t.un!!. 

The oVe-1la1.t PU}IPOoM welle.: (I);to 6U/[VC1{ e.x{.[,:ctnfj 6.ta~~ 

Jz.UI1~O/[ccme.n:t. o,~ deo.tllcd behav-i.ollj (2) .(0 ptrov.tdc C.OitJl.cc,uollat 

dv...tg 11 , -<mp.eeme.l1t, awl ruw('ljzc (l, poin.t-eC{IIlWl!( Ill(l t.{.V({ UOH 61/6.tcm 
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COM P 0 N E N T 0 

Chapter 1 

INTRODUCTION 

A. RLckgrOUnd 

In the spring of 1972, I:3ehavj.or Hamgement. ::-'ystell's, As~;()cjat.e~; 

submitt.ed a subproposal to Man"1gement Oreanization Vev0J~pment., In

corpora t.ed 1'01' t.he development of a conti ngency rrnll!.1gement research 

project at the Correctional Facility at Camp Le,leuno. Nort.h CaroJ i rJ.:l. 

Upon approval of M.O.D.':; i'lcluGive profX.)[;al, "l'I'of'(~s:;icm.l Up velop-

ment of Correction:ll Personnel, Phase 111" by the nj'f'jc:e of Nav.ll 

Hesearch, the program Was begun in the fall of 197~~. 

Preparations began with ;,a series of meet.i ngs between tt.e (;01'-

rectional Staff, B.H.S.A •• ;mj Carol.i.r.."! Co.:u-;taJ Corrununi t;y Conoge. 

The latter parLicipated in early attempts to eslab] ish a .1carnil1g 

lab .i n the fa,cility. These plans Were dropped dUl~ La rjj rricult.ies 

in finding a community college inst.ruclCJI'. It Wa:; det.crllLined that. 

the prvgram would fOC1..:3 in::;tearJ upon dorm r:onducl .,n:! work heha.vior. 

'I'hi:; report adds miJit.ary COITCcLion"'lJ l'aciJjtie~; Lo thi:; grow-

ing Jist. (;f environments in which behavior ha~l been chan'~lxJ t;pon <LI'-

p) jed bt:nav j oral analysis. 'I'hj:3 approach cfltai.l:; ~,Lr'i ct. adher~nl"e to 

empjri~a) r:lcthod. '1'he datil reported here arc the result 01' :;cjcnt.il'ic 

ob:;er'/ation:3 rather than :;peculation or gUCss-liOrk. ]1.. is this feature 

tha t r-o:>t di ::;linguisnc!.l contingl'nc.y I1nnagclllent programs from t.l'a'-l j t.i.onal 

Lre'itmcnL ;.11yj counsel ing Illcthouologie:.;. 
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B. ,~tement ££ 1h£ Problem 

, '. Mo:,t correctioml program:.; are currentJy nunlrealrnent orilmted. 

'l'reaLment :;taffo ffi.1.y be mure availabJe in miJ iLary corl'eelioml fadJ-

Hies than civilian, but boLh types exh.l.blt a hold ing strategy rather 

tlldn a treatment stra tegy. ''Time served II rather thun "performanc~ ae-

hieved" is Lhe domi.nant eoncept.ual framework. Itc~;ource Jimi tation~ 

appear to J.lr~cludc serious behaviora 1 r.:h'.lllge efrort::; in mo:.;l lid 1 itary 

correc L i anal facil j tj eo. 

This pr'uctical sltllation pose:.; Lhe fj csL dimen:;jnn of' t..ho prold.em 

addressed in this research. The pl'oblem is how Lo CilU3C tbe !'egular 

staff to provide a corrective environment since :;upportive staffs are 

in sue h short suppl;y. The; practical sHua Lion js tha t th~ JOrm ser-

geant spends far more ti.me influencing bC'havior simrly because he 

speros much more time interacting with prisoners than treat.ment per-

sonnel can spend. Unles::; the regular facility environmlmt.., Includ'inl: 

(jULy pcr:.;onnel, function Lo correct behavior', I>t~h:lvior' ,'prr'c(,t.ir'n {'all 

hardly CJccur. 1I1gh r-ec idivi:;m I'"uLe::; t..end t..o cr:nri ,-m Llll' IIY/IuLlwsi;; 

that correction b genera]]y not occul'rin/~. 

1'he second dimension of t..he problem to which this :'es()arrh is 

addressed is the question of whether poslLive reinforcement. GouJd be 

an effective alterm tive to the normal negati ve conl ingenry: ''If you 

do not cau:3C: trouble you wiJl not be di!.iciplincd." Pri:,oners receive 

most attention for- ml:;benavi or. Since atLcnU on, even negal ive att.en-

- .I 
twn, cun funcLion as a rc i.nforcel' that Increa:;c:; behavior, the pre::;ent 

approach may'actuaLly retard po:;ltivl.: behaviol' change. In t.he larger 

ricture of military life.posiLive rei.nforcement.. in the 1'0nn or promotionn, 
I 
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raises, commendations and medals is often used. Such relnforccmenL js 

seldom used inside a correctional fac illty. Since it apparent.:,1 has 

valu!! out!;ide, the pr-oblem is t.o determi.ne j t.s effect. in!;j(jc. 

Jo'in.:t1ly. the pr'ot;lem b not. ju:;t. 1.0 LieLerminr> ttl'.! ol'feeL or PO!;j-

tive I'cJ.nforcement by reguJar ~r::Jonnel; it i:; t.o det.cl1lflne i I.:; effect 

when delivered contingent.ly. lienee, Lhe full prot;lem is: c:an regul,1r 

pnrsonnel {non-trea.tment} cffectiveJ,y nurugc behavior !..n mi lit.r.iry C01'-

rect.iona.] fadlities through conLingent.;·'Jive:ry of positive reinforce-

ment for adapt.ive behavIors? Adapti ve bchavi or her:; refers to lhose 

achievement ob,iectives as outljned in behnv.ior work arrl study pro~rams 

currently approved for military faei li ties. 

C. Purposes!2!..!-..b.£ Stuur 

The purpose of Ltli~; !ltud,Y j:.; 1.0 :ldd rOn!l t.h(;: problem de~jcribeJ 

"luovr: u~ing the forll'dl empirical. rc:warch t.fJOl:.; ofapp.li('d b(!h:.I.vior:d 

analy"iso This research wiD specifically attempL t.o u:;rc:'Laln whcLh~.'r 

on Lask. in uniform, cleanliness. noneXGUSC rrnki'lt:, an.I {)ft' rack:, he-

havior can be rnaint.aj ned b,Y one regu 1ar sergeant. in :\ uorm or Lhj rL,Y 

men. It will determine the effecL of cont.! ngenL l.v delivcI'eu posi t. ive 

reinforcement in Lhis Lype of seiLing b,Y using r'cinfor"'crs Lhat Lire 

r,racLicaJ LirLI gcneraJly available. 

'the ptlrprlSe is Lo test t.he hypothe:.;i:; LhaL Jlo~.it.ive rclnf"of'cement. 

can cont.rol maladapLive hehaviors (Le. orr t.a:;k) whij(! Incre,"Lnlnlj nJap-

Li \'r~ tK'hav 10":; (i.e. nn I.a::;\-:). 'I'he ot.ud,v :li.m:; :'r. demonst.r-;lLp t.h."',.(. a 

:wrp,eant. with limited t.r-ainjn~~ C:lTI :111Cce:I:;t'uJl,Y I'p<'rat.l' a poinL '()conorn.v 

1)1' point s,vstem so as t.o jn~ure proper admini:llmt.ion or ('onLinr.'~rH'ics. 

All inc:'('ase in positive interaction beLh'cI'n st.a.fr <uri r"isonr:r:;, inc-I-~'a:;e 
-,~25-
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prisoner achievement in defined areas-including compliance with military 

regulationH ani work an::!. learning achievcmenL_ stan! a~ corollary purposes 

to the proper 'administration of such a point IJ,yst.c.>m. 

U. DelimiLation~ 

Since the dat.a reported here Shbws resulL::; wjth an intont.ional~.Y 

rcstricLctl set of behavior::;, it is uang.N·ous La generalize fr(lm t..his 

data t.o claims thaI. t.his is the path to reha.blJ.i 1.:lLion in miliLnry {,C'l'-

rectionl3. What t.his ::;tuuy \.ril] at.Lempt Lo 1.;hCIW iG that some or t,' 

beha.viors t.hat would nornnll,Y be inc)uded in r(:habi 1 i Lat...ion pr<)grams 

can indeed be improved Lhrouf,h t:.hk; Lechnol(J(!.:I. Horeover'
J 

one ex-

perimcnLal sergeant ha.n11y proyps Lha.L a11 3eI'I;0;;.nL::: can obL:lin simiJar 

results. It. does loat! u:. toward i'ut'Lher invf:'n1.lgatlons ard hopeful)," 

replications in other correcUomJ i'aci.liLies When I'esult.s with one 

s~rgcant arrl one dorm are go~xi hut it. docs not.. prove t.hat <l.ll will 5U-.:-

ceed • 

Ech:lbillt.:ltion in:;idc II cnrrectit)rl/.l.l riH'i.llt.v [5 dif/'iculL La de-

PQsC-rlJlf:a.se ar;hl(:vf'}lTIent w.i 1J be ~o()d. ~>ine(' pori L-re 1 e,:l5C cr)nf:.i nf,en-

C:f!:' }iJ.r·g(~ly cont..rul:. pout-rc.ll:llse bellavior' n!lmb.i li\.aLion inside a 
J 

mllj tur,.,. r;o('recllon:d far; lLit.y C,1.nllot properJ.v bl.' dfl1'in(.~:i a:; l'ulJ r'c-

nabiliLaU'm. This study is Lhec'ei'oL'f! llmitcld to nnnageme:nt. 01' beliavi.or 

inside a corrcctiorul fadJit.,Y :;0 th'lL the: nrllh.'lbi1iLy of rull rchabUita-

Lion in t.he larger sense i:; increased. 
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Contingency management programs have been widely used in mental 

hosp'itilJ~1 (Ayllon ayyj 1'7.rin. 1965, 1968) jn ~;chool:; (r~ad3en imJ Ihrj~;cn. 

1970). home:> (l'alter30n am (julJbn, ]968). irrllJ!;Lry (I.JrcUlower', .1 1)'/,'), 

and even in therapeau t.il: SU1mner camps (Hidl:l ni ar.-l II inoH, 1 'J'/l). .I n 

these relatively struct.ured enviroTUlients emphasis has con!:i:>tentJy ,[,een 

placed upon token or point economies which enhance careful mea!:t.:rement 

of da i,ly performance. Achievementi s d i rcc tly observed am immedii!.t,el v 

rewarded. 

1n less struct.1lred environment.s sc.! i' rerol'l,ing, in-Ill'eet. observa-

tion using third pa rties am week1.y conU O/~cn!'y contrac: t. ing have t.ended 

to appea r 1 n the methodolo~ies. These 5 tro"l. teg i ('S ha vc IMd c r:ontingency 

rr;>r"~gl,,!!ut:lIt J..i0ss1b}c with juveniie:; who rern,,dn within their n:.l.LuraJ 0n-

vircmment (Tharp arri vletzel, 1969) Or' wi I.h ch.ildrt .1 u:;ing the1 I' own 

m0thers as therapists {Guerney, J 969). A key fen Lure of both the le~1:3 

struct.ured am structured strat.egie3 is the ilf;sumption inLrim;ic mot:.iva-

Lion t.o seek tlssist.ilnce j 5 lacking and that C!xtrinJi,' mnti v:.ltion is ro-

quire<l in order to make services i.l.vai.L:>.LJle. Slack (J960), ~;chwLt=~ebel 

true of' hard-core delinquents. Using the :,ysLerr.atic ilpnlicat.ion of 

f:xtri.IJ:;ir; rr;lnIor.cr:ment, a horne styJe Loknn ceow)rn,y. fhU]jps (l')6H) 

Sf.:t up a hom!') for nre-u(;J incl'wnL boyu. OJd<:r 'Ld,iudicatcd delinquenL!.i 

were :;lrn:iJarJy tI'Catf;,j uy Cohen and i"i}i.pczaJ:.; (196'/). 

McKee and Clements (lc)71) [,ound that. pr:ovjt1ing cxtr,insic 'motivaLioll 

"2.th acLu:.d prison population:.; was necensary ;nu ciesjrable in oruer to 

provicl() ma.xlmum achievement in a learning pi ogram set. inside a prison .• 

(Uraper, Elmore, Ala) l.Iiller (l97~) and ,lame::; (972) extended Lhis 

.' '/ 
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principle to an entire inmate environment with a banking point ~~ono~ 

inside a 150 man unit. 
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Mr~'i'1I0LJ(JJ u; y 

A. 1 ntroduc tion 

1n oroer to avoid research confou.n:iment based upon t..he Dos!iibLliLy 

of the ex.periment.al dorm thinking of itself as a special group (Hawthorne 

'; l:ffecl.) and poter-Lial prob1c/llD associated wHh t..hc use of cflnl.ro J grflllps 

(bck of perfect 'n;ltch, et.c.) an A B A B research design Was uscd. This 

design has recently been p,aining wiele accept.ance because of it.::; ability 

t.o control experimenLal corrlitions (HaU, 1971). 1n thjs (''1.se, it. test-

cd the pl'edScLions. that cont.ingency marur.cmcnt cnrrl!tions would .iJr.prove 

perform1.T/ce of ::It<1tlo~ objectives in the docm over prior enndiLionc (I,). 

This (''1vjronrnent, IIIf 1 perform them I will eilrn a reward" (8) did, a,> 

the Vata AnalysLs cOIlr.ained in this report !;hows, produce the dC'sll'Ad 

:.rd expected chnnge i.n beh;wjor. Thut it W:lS contingent'.\' m .. "lP3.f'emcnt. 

instead of ot.her force::; that. cauGed the c:haT1[~t~ II:l:; ,jcmoP!;I,ralJ'd by 1'('-

in r-·(::-!''.JrT!':J.ncc. Conf'irrnaLion wu!J then obL:lincd 1'Ilwn hil;~h r~J'l\"l'Hnnet' 

rr:t'lril':'J upon re i n:llrj, tement of' Lhc contingcncy m.'l.fl.:J.gcmcnt pt'o~r<l.."1 (L'). 

;;po:'oxirrrd.cly eo/. of the :.uL.iect.s were Marine:; who had ;~one !,WnL. 'I'he 

size of t.h0. sampl(~ varied bet\-wcn 35 and 42 ::;ub.i(~\:t5. 'l'he dor'mi tf'r;.· IYnnrc 

the study was con:lur:tcd had :.i turnover rate (nur>ber of sub,j"cts }eil.ving 

the dormitory) or npproxim:ltcly 6.3 men per' [110Tlt.h. 

_ ";0'1_ -. 
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d i.tinn .ll~l 'J. "rew,u'l:l" cflrd iLion. IJnder Lho L.'J.:;eJ jne ('on-HUon, ,.m; L 

operat.i(lllR were hanned in a nunncr idenLical l.o t.he hilooling ('If unit. 

operations prior to Lhe introduction of Lh.i 5 pI'oject. !Juri nf~ t.he re-

ward conditions, vilrious items and events which were expected to .:let 

as !'rcinforcers" were made contingent upon c0mplction by the s:.Jbject.s 

of a number of unit maintenance operations. 

Hems which were made contingent upon succe:-;sfuJly completing the 

required behaviors dudng the reward conditions jnclurl~tl access tel Lhe 

tolcv I~ion, Ii br,~ ry am to variollS g:.unc!;, such ;w card s iHyj monopoJ.v. 

Ava"iJabilit.y of the above items was deperdent upon earning a specified 

.1umbcr of point.s within each behavioral category. J)urilll: the two base-

line con-1Hiom. some of the above items were il.v:l'ilabJe on a non-r.onLin-

gent basis. 

c. Criteria 

In arriving at conc1usions as Lo what the dnLa appears Lo sj gnl fy 

within any given count category, the following ('riLeda were r,onsiderec!: 

a. Were the re::;pon::;c rates or the l;ehavior:.; dinwlly 

c<in~equaLcd (a:3 oppo:.;ed Lo being lrlll ll'C!C; L iy 1'1"-

fecLed) dur'ing the reward r:orrliLions':' 

b. ~/ere the defi.nitions oj' the behavior's rp.asonubJy 

clear anl was reliabiJ j ty of measureMenL at an 

acceptabJe level (greater t~.n Bot)? 



.! , 

" 

I,.---~_._,~" 

c. Were there any i.dentlfiabJe contam.in:d,inp, va."i-

abIes? This refers to procedures or evenLs in 

the enviro~~ent which occurred during one Or 

more (but not all) of the experimental con:U-

tions.which mal ha.ve aff~cted the rnsults but 

were not specifically sttrted'd.s independent 

va.riable::; unier the orighlal des ir:n proposal. 

The secLion Criteria Jo'ulfllJmcnt. wtdch prcccdc~; ea"h oj' t.h,~ dl:3r.I.:"-

sions of the br:ha v lor counts compa res the (:ount.:.; Lr; t.lloGe c ri tel' ia. 

Omitt.ed from t.hjs report. i:J a disr;us:.;ion v/' the "bonu:J point. 

data." Thjs data reflects e<...;h suhject.I:; perforrrnnce on a number 

of counts during the evening hours (non-work t.ime). This data is 

omiLL~d from the report because it appears t.o he j pcompl.f!t.e • 

. ~ ProceJ~ 

All count.s wore conduct.ed ona daily basi::; tiy Lhe sergear .. , .i n c/largc 

of Lhc c1ormito~7 where the project. was jn operation.. /tl:Jiat.i I ity counL~i 
" 

·,..erc r.onrJllr::terj ·by Lhe sergeant and il ::Jer.onrl q[)S(!C'vC'r pot. d i T't~..:Lly ('(In-, 

nected .. j t.h the pr'ojec~. 

Ltljrinr~ bot.h Llle vaseline an.'! r'cward r.(JnULion:;, 1'.c'OUp C(\llnt,~; 

(counting Lhe number of jndividua1$'cngagr~d in 30mr: acl.i.vity fir who m0.L 

a specifi.ed !lappeilr'ance" code) on <i' number of behav:ior:; wer(~ Laken. 

Counts wec'e also done consjderlng the appearancp of the dorm.i Lory. Only 

during t.h0. rewaI'd corxLitions were rfJl>o:rds kept of 1TLiividual sub:je\~t. pcr-

form'.\ncc. flccausc only Lhe group c0unLr; .i n Lhi:; studv Cfln be utD lZed as 

,\ mcacur0. ()/" t.he alleces:; or failure of the eXlJerim('nLal rrunipulat.ions, 

( 

( 

t. 
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this report will focus on the data from theBe counts. 'rhe reeorus of 

irrlividual performance will be discussed only insofar as they relate to 

the group count. 

'l'he si/bjects of the experIment were reporLedly not. tolc! of any of 

t.he group counts. However, at the ueginrling of each reward condHion, 

approximately three hours were spent explaining 1,0 the sub.iects what. 

was expected of them if they Were to earn the points necessary for the 

various contingent rewards. 

The dates for the variou:; conditions are presented in 'I'able 1 below: 

Table 1 

Galerriar Periods for the ExperimenLil,l Cond i tions 

f 
Baseline 1: Nov. '/ Nov. 27 I 

Heward 1: Nov. 29 Dec. 1 ~ 
i 
I: 
C' 

" Ii BaseUne 2: Dec. JCj - .lan. l~ 

Heward ') . 
c... Jan. ]8 - Feh. ) 

D. Prorram H.:tnagemcnt. 

HeeoI'ds of in"' vidual ~rfOrln'lnCC t!ur; nr: the two reward conJi t.ions 

were pri.marily kepL as a means oj' d.:t.crmininc poi.nt. earnings per subject. 

Each !.:ubjcct hat! to ol,taln a spccl1'ic.,j numbcr' (,r point:; in ordCI' to obta:in 

the evening' 5 privi leges. Obscrva tj ons of suu,iec t. performancc to t!etcrmine 

point earni.ngs varied from contlnuous obsel'vation~ for prolonged periods to 

-232-
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A major problem which became obvious In the an;:LJy:Jis of the 1n-

divirJuaJ .data was the rathcr arbltrary method of cJetr::rmini nf..'. the quan-

tHy of poi.nts lo::;t, for inappropr;ate behavior. .1 t appearG that. ror '--' 

any gi vt!n j ndtlent <)1" an inappropriate response, the amount of point:: 

which the subject lost was not a constant quantity. For example, it, 

was reported that off task behavior resulted in .!l two PO'j nt 10S3 each 

lime an incident was observed. On some occasion~;, hrNever, it ap-

peared that the amount. of point!} lOGt was actual]y cither one or 

~:Irec [JOint!} per jncirient of off task behavior. The impJiC'at.ioD5 of 

ttl1::; with respect to th~ data wi]] be discussed in t.he seetion en-

~_: t.lcrj 1I;...jfj 1L i onal Observa t ion:; • II 

'.-'1 

. '"'-
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Chapter 3 

RESUI.'I'S 

A. Analysis £f. .!:.b£ ~ 

I nt rod u c.li.£.!1 

The data in this study was analyzed from the vlewpoillts of five 

behaviors of the subject!;: on task/off task, in unii'oI'm!out of unj-

fonn, dormitory cleanliness, excuse w':'King and on mck. For each 

behavlor the researcher has li:3ted criterja fulfilJJllcnt, definiti0ns, 

cour.L schc(:ulc. relia?ility of measurement, r.~:.;ult:.; and conc'ju:.;ions. 

Addi.tional ob:3ervations arc provided at thc; en.! of' thi:; :.;ed.ioll. 

Criteria fulfilJment 

The fol1owine Jist displays how wel1 the data mei1:3urc!' up to the 

evaluative criteda uti]j;"cd jn this pro,iect. (&'e secUon entitled 

Criteria). 

a. On task u!),j off task behaviors were directly consequaLed 

dur ing Lh(~ rl.;warvJ CO!),j j Lions. Subject:.; could earn po ints 

for bej n/~ c.dJser"V(:d "on L:lSk ll during ;l c()unL. 

tH Tiw rJefinition:; or'the b(:klvi.ors were: dc;u' and reliabiljty 

r;. NQ varinl>le::;' were idenLil'iC'd w:'ich rrny have l~ontamlnat.cd Uw 

experimental finlin~:3. 

lJef i.ni Lion::; 

On task: Number of men engaged in assigned ac ti v Hies. AssJgncd 

(;.;:tivit~.es varied [10m day to day. On some ua)s. ac-

tivities included uormHory cJean-up an:J working on 



pcrnonal Eear (uniform::>, heds, foot lockers). On 

dut.ic:; on the erounls or repai r work. 

Ofr l.ask: Anyone not engaged in assigned act.i v j Li es. l·.:x;iJllld.e:; 

of behaviors which were considered "off task" were 

reac!ing, writing letters, sleeping am 5i ttlng with 

a group of men engaged in conversation. 

~ Schedule 

Counts were corducted on the average once every half hour during 

the ... ork day. Table 2 present:; the average number of counts ccn:Juetcd 

per day within each' of the four conl j ti0l15. 

Taole 2 

hverage Number of Count.s per D;.y and Itanl;e 

No. lJays "1pun ~Ic. (;oU1'.t5 lunge 

-----
Baseline 1: 11 8.'1 6-12 

Heward l~ 12 12.0 C 

I~l:;eJ i ne /: 14 1J .J G-]:~ 

!((!wril'd ;~ : II J:> .0 0 

H(~.1 iabiJ itv: 2.£ r4easurp.mcnt. 

Th~ average reJiabili.ty of mea~·.lrement for the two counts if'. prest:nteci 

_ • .J .55-
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in Table 3 below. Reliability counts were conducted within two of the 

four experimental stages. 

Table J 

Mean Hc]iabilUy of Measurement 

On task: 

Off task: 

Hesul t.s 

Baseline 2 

85.7% 

97.7% 

lrewan! 2 

98.1% 

88.9% 

As can be sp.en from 'I'nble 4 and Fj gure 1 below. the pert.;entage of 

subjects who were recorded as on task .in the group counts increased 

durinr, the reward conditions. 

Table 

Mean % of Subjects On-'l'a.:;k ana Orr-'I'!l~·\.; 

Cn-'l'ask Off-Taok 

llasclinc 1: 59.1~ 40.0% 

Reward 1: 99.2% .8% 

IJase] inc ~: 26.1.:t: '13.6% 

Heward ;~ : 99.B'/. .2% 
-Hi/~ • 
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Implications 

Assuming that count accuracy is present throughout the study, the 

data presented clearly supports the hypothesis that a functional rela-

tionship exists between the contingencies operative during the reward 

conditions and the response rates of on-task behavior. 
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priteria Fulfillmeu1 

The following list displays how well the data measures up to the 

evaluative criteria utilized in this project. (See section entitled 

Criteria. ) 

a. During the reward. comitions, points were gained or lost con-

tingent upon dress. 

b. Definitions were highly specific ard reliability of measure-

ment was good. 

c. One possible contamim ting variable was presen~). During the 

two reward conditions, military inspections were held in 

order to dete~ine some of the point earnir~s for individual 

subjects. The existence of this type of L~~pection could 

have effected the "random counts" of subjectn in-uniform 

which were conducted throughout the day (Points were also 

earned or lont as a result of these group ~ounts.) 

Definiti0ns 

I n-un ~forn: A subject "In uniformfl has shocsw-hich have been 

cleaned and shined, his belt brass has been shined, 

all butLons on hi" dress are buLt.oned, shoe laces 

are tied and hi s heH is on and rockled, he is 

wearing a clean uniform (includill6 an 1.m.Jershirt), 

arrl his pant. legs are tucked into his shoes. J f 

a subject does not meet all of the requirements 

above, he is considered " out-of-uniform. 1f 
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Count Schedule 

Usually, this count Was conducted four times a day_ Approximate 

timen for the counts were 7:30 a.m., 9:30 a.m., 12:30 p.m., and 3:30 p.m. 

This schedule applied to "group counts" which were made without the sub-

jects being informed as to what Was being counted. Daring the two reward 

corrlitions, these counts were supplemented by apprmdnately thre" oti,er 

counts which were conducted in the form of official inspections. Sub-

jects were informed ten minutes in advance of the inspection. During 

the inspections, subjects were rated individually and earned points 

for their appearance.* During the reward conditions, subjects also 

lost points if t.hey were "out of uniform" during any of the unannounced 

inspections. 'fable 5 gives the average number of counts per day. 

Table 5 

Average NUmber of Counts aoo.Range 

No. Days No. CountS/Day Range 
-: - ~. 

-Baseline 1: 13 3.3 1-4 
Heward 1: 12 3.9 3-4 

. Baseline 2: lh J~.O 0 

Heward 2: 11 3.9 3-4 

~Ylithin these same inspections, the dormitory was checked for cleanliness 

(see Dormitory Cleanliness). 
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Reliability £! Measur~ment 

Reliability counts were conducted within two of the four experimen-

tal stages. The average reliability of measurement for the two counts is 

presented in Table 6 below • 

Table 6 

Mean Reliability of Measur~ffiRnl 

In-uniform: 

Out-of-uniform: 

Results 

&se.!.ine 2 

93.8 

86.9 

H.eward 2 

100.0 

100.0 

As can be seen in Table 7 am Figure 2, a sharp increase in the per-

centage of subjects in uniform during the group counts occurred during 

the first reward condition. During the baseline 2 condition, the response 

rate did not drop back to its original level; however, a downward trend 

does appear to have occurred. During the reward 2 condition; the percen-

tage of subjects in uniform returned to a level identical to that which 

occurred. in the reward 1 con:i1tion. 
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Tahle '( 

f-1.;/HI '/. ur ::IJI..i':r,L:; III alld Uut. of I)n i )"1/'11/ 

In UnIform Out or Uniform 

Baseline 1: '(3.9 26.1 

Reward 1: 100.0 0 

Baseline 2 : 911.5 5.5 

Reward 2 : 100.0 0 

(See foll()\~lng page for figure.) 

ll'lplir.ations 

Despite the failure of the rcspon~a rate to return to the baseline 1 

level during the baseline 2 condition, it seems that the contingencl()s 

operative during the two reward conditions di.d t~x(\rt some control oVt:'r 

dress behavior. IL is apparent, }JOHever, that t.he preucnc0 of inspC'c-

tions during the rc\omrd conditions (~ee Criteria Fulfillment) leaves 

open the question of which environmental variahl es actually controlled 

U.r; b(;hav j 'Jr. T nc:rea~w:~ 1.0 tilt': number of subject:; in uniform may have 

lrl:;poct j OIl:] in uoUt thf; Lasul i.llc lind reward condj t, .iOIlG would. oxporimlm-

tally control for the possible cff('c;ts the j.nspccLiolls may. have 'on dr~ss 
behavior. 



___ ._ ......... r. 

(~ 

rl 

r: 
'" r ,.-

r: 

L 

',j 

r; 

'" t, 

t) It I ( ) It, 
'r t (' l C'\ c!) .-

---- _._. __ .. _ ...... ""-.. _. -. __ . 

(j If\C) 1:\ fJ If, '" H, I: It 
(:J~~-r ... · ':) \I.·I!. I:."; .. J \1" 

f \( I: I ( I. II 
. 'I , I',' ',' 

-242A-

~I 
'i a 
'r: 

ClJ 
o . , 

,j' 

c, : 
o 

" 0" 

C) 
,-;l 
(j) 

,~' 
, , , 
t,) 

'(.J 

.;.j 
t! 

.jl \. 

U .: 
I.~\ 0 

.• ,1,,1 
'\ .1'" 

:: .;; 
: ~ I .... ; 

<'10 
C' (' 

I',' I , . 
t.) .j) 
\.).J 

~I 1..:.,' 

1.1' : 
'''I',-f 

i, 
'. (,.' 
\.t c: 
Co' :--~ 

c:> 
~1 
:.; 
"1 
·rl 
: I 

C> 



Q.ormi tor,t Cleanliness 

Criteria FUlfillment 

,Thr-' following Ibt displays how well the data meaoure::; up Lo tho 

uvalual. ivo eritcrla ui;j li~ed in thiH projoeL. (Sec section enU tIed 

Crlt.(~rill. ) 

h. IJ'JT"",it.nr':1 ';ll::ull i(J()::~; ~1L1:: dir'(:r:Lly (;(JfI::'''jllltI,''ej wiLli prdrd.:: 

rJ'H'ing I.h" ('1;WllI'rj f:lJrlfiiLiIJ/I; hv~lI:vl!r', 1.11" {P'I)I", r:I)urd. (:0-

compassed mor/; I;r)haviC)r~ 1.1111n dId tlJt; llldividual ';OUIII.. 'I'liu 

(iata collected under the group count trlan lntuml(:d to be a 

measure of "effort" exerted by the oubjccts in their dormitory 

maintenance behaviors. The individual count::; Hhich recorded 

actual point (~arnings reportedly did not include "effort." as 

Il det~!'minilJg factor of the values rer.n,rdod. 

t.. Hr:asuremont of the degree Qf' dormitory cleanliness and lIexertect 

c:l'fort" was accompli:3hed by a rating ::;y"tom undor which aJ] 

lLr(;as of I~hc dormitory wor(~ assignr:d a V(1l110 br'tw':I:n 0 and 10 

during oa(:h count period. An "all vallH' mr:anf. "LoLal Jy ufloRI,lt:-

factory" while a value of "lOll meant II vur,Y Dat;isl'actol"'y. 1I 'I'he 

definition of the degree of cleanlim;ss' \Olldch corrusponLi('d to 

a opecll'~c rating waD unc] uar. ReliabjJ.i try of mca:,,;ul'<'m~'nl 

thr;rd'orrJ t-;nded t.n be low particularly dUl'ilJ~ the i,'.:1:1t"111h' 

r.:r.md i Lion. !1uasuremen t reliability improved dm'lng the rel,'arn 

conditio/! partly as a function of the .my the statistic is 

computed. 

l 
.' 



c. As with the "in-uniform!out-of-unii'orm" count, the formal in-

spections held during the reward condition::; may have; effected 

the data ouLcome of Lhis count. 

D~d'j rli L Lon:; 

Itacks (Letln): A properly made bud inclu'.h,:: 11 mi Ul.lll'Y fulrJ 011 

over the b 1 allY.r; L a t Lire hCle;rj () f' the hud alltl no 

Hrlnkles due 1,0 a uJ.opPY ,nab: IH' tlue tu u l'0.:.:jdr:llL 

sitt:ing or ]yinE on Lho bed llf'/:,r)]' i.t \-1(1:; rnadl' , 

Dock (floor): A floor 1:; considerod c]ean :if jt haD been t:aref'ully 

mopped alld is free of dus L, the COl'nors do not con-

tain \-lads of dust, and thfJ floor js fruo of litter 

actual Hark done on the wa] 1:; anti (~('illllg:: all(: at 

tion of tho rat ing rnsuJ L:; ,of' a l1 0 LlroI' t:,:,.Lugnr i .':i . 

D<)causo the def lIll 1.. i or. '/arj "d from day L" day, Lhe 

data on t.hese LHO itom!) I'la" deJ oh'd fror'lthh; s :,uc1.'.-. 

Hf;ad (bath1'(,orn): The bathroom l-las concldcl'('d dl'all if Ule ~1.nks 

hnd dld I,O!:' cnnt.aill cigaret,Lu but.!.:; llf' p~qlt'I', t,hc: 

fl {)Ol'~; had ber:lr lrrl}PJl(.d and \-I"t'O 1'1"'(: or ] j I LeI" and 

1..1i(, mirror:; WI't'l' (:I(:HrI. 
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Windows: The windows \-lere considered clean if they were free 

of stains and dust and the windm·T sills had been 

brushed clean of dust and paper. 

As mentioned (larlier, a given rating not only reflecte:d actual c:leafJ-

liness of t.he dormitory but was abo intended to be! a measure of pc;rcei v()a 

j effort. For eXEiJllple, a dirty windoiT could. still be given a hlgh rating i.f 

there were brush marks evident on the sill. 

During a count, after each of the above items was given a nUllleric 

rating, thesu Va111(~!:l were addud togeLlwr to form a LoLal raLing fur tIlt' 

dormitory. Jt i:; Lhis toLa1 rating rrhich Hill ["Jr· (;/m~;lrlr:r'(:d ill the llP-

coming analysis of this COI.UlL. 

COU!lL Schedule 

Ratings of the dormi torios were usua:;'ly conductf.:d thrc"J times 

daily. Tho approximate times for these counts 'TCl'U 7: 30 a .:n., 

12:30 p.m., and 3:30 p.m. During trw re.rard cOlldition:;, the G(1Unt rro-

ccdures Here altered in that the three counts \oIt'r..; condut~ led undC'l' '-'f1'i-

cial inspection condition::> (sec Criteria Fulfillment). The awragl! mun-

ber of count::> per day i::> pre::>ented in Table 8 be] (lVi. 

Tab](! fl 

ll,1:an N1)Jfrbr:r of' Courd.:; Per !lay of Dorm C loanl j ncm:: 

110. Do.ya Moan No. Coun!":; J\lUl~t· 

Baseline 1: 13 2.7 2-3 

Heward 1: 12 2.8 1-3 

Baseline 2: 11 3.0 0 

Het-Tard 2: 11 3.0 0 

-2/15-
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Reliability ££ Measurement 

Table 9 presents the mean reliability of measurement for the com-

posit,e dormitory rating during the baseline 2 and reward 2 conditions. 

During tht; basollne 2 period, reliability of mea::;urement for individual 

items ranged from () (two of the four counts of IIracks ll and "deck") to 

100% (all .lour of the counts conducted in the "head") • During the re-

ward l! condiUon, measurement reliability for individual items ra.!1gcd 

from 55% (one of t,,'o count:; 01' cloanlincss in the.: "head") tr:> 100% 

(both eOU!lts of "ra(:ks"). 

TabJ.e 9 

Mean R".lliabili ty 01' lkasure.:ment for Compoo.i Lc Hat i lIg 

Haseline 2 Reward 2 

62.5% '93.7% 

As COl.(j br:: :~(;(m in Table 10 and fo'.iguI'e J bU](lw, tIll' dl11'mH,'l'Y l'sting.:; 

given dur j ng th(" tw) rcvrard condJ Liono were c'ont.lIdl'!'ab ly h i.glJer tJui!1 those 

issued during the tHO baseli ne conditions. Note the sudden dro~' in the 

rating on the last day cf the reward 2 condition (see arrow in Figure 3). 

A Similar "return" occurred on lhi:l same day in another category, "on-

rack" behavior. Although no (;xpJaflaLi()" lw.:.; Xc.:L beun l'uund 1'01' Lhe.:~;e 

, .. ~' 

(.I 

() 

:: 
u 

" , 



------------- .. , 

occu:rrenCC:3, a nwnbor of po!,sihLl' ('x1'1unaL\nn:; ar',· ~.1I1~~1':;1.('.! ill I.hl' 

discussion of "on-rack" behavior. 

'fabln 10 

Hearl Hatiflg:J 1'0r thE: Variou:, Cal,('gcl("i , ':: 

Undcr "Dnrml L()ry «aeanl i rlC:';::/I 

Baseline 1 Hc,lard 'I. Ba::Jel 1. m; ? jtl'Hard 2 

Racks: 2.0 10.0 1.7 9.6 
Deck: 1.6 10.0 1.4 9.5 
Head: 1.2 10.0 1.2 9.6 

ldindow~: 6.2 10.0 6.3 9.6 
Total Rating: 1.1.1. 40.0 10.6 3R.3 

. (8ec 1'0 L] uwing PE1C€! for' i'lgurc',) 

Implication!; 

The following list sU!flmarizes the problem:.; which arc apparent from 

the data analysis prencnted above. 

a. Th(~ "group ra.ting/l measurement dOE:s TlOt:. adequat.el:r ref1cct thr:; 

b(:;hav ior:: Hhich were cons equated du d lie thr) rIMaI'd r:C)ndi tions. 

'I'his is beeause t:.hc group rating Ha:J al so j TlL('llded to be a 

measure of /leffort/l \o/h ile pc-ints vl!'l'n only I'HI'llt'c! J\ll' acliial 

accompJ ishml-mt. 
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inspections during the tHO rCHard conditions. Group ratings 

were not conducted in the form of official inspections during 

the baseline conditions. Thus, the quer.ti on of \-lhethcr the 

IJrJin i , C!r.Jflt,j ngc:nc icc Qxeri.nd con LI'u] over dorrni tory (: 1,'an hlg . 

brJhavior alld the degree of th 1s cOlltrnl l:anno l proJll:l'l~1 hn' 

e. Th(! iflul,!'ulm:nL uLJlizod as a mCiJ.SUl'0. (Il' uorrniLoJ',V ~J0nlll iTII'::;:'; 

l'inf:cI. 'I'hiu cClfIc.LusirJt1 L:i evlUr;nt. ill !.h.! LIIIII'vullJ!':: r,ilL<.tint:d 

i'rrJm the rl: Liaull i Ly of ntoasuremurd, GourrL:.; (Ut'(J 'I'ab il1 '). 

The above problems exclude the po,~,siblli Ly of rouching a conc] u:; i on 

concerning the relationship botl ... een the point economy and dormi tor;,' cloan-

linoss. 
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Excuse f.1ald.l'lB 

Cri toria Fulfil1mnnt 

The following list displaYD hm·/ w)ll th~ dat,a measure:; up to th"! 

evaluatIve criteria utilized in this projecL. (r.r)c DccLj 011 r:IILLLlcd 

Criteria. ) 

a. Excur;n makinr, br:llaviol' Hn:..; dLc-c(:tly (·()/I:'I,II11nLed hy poiltl, '10::80:-; 

durine Lhr: C'1:\oIal'rJ r:IJlIUil.iIJII:I. 

rcliabiliLy HIi:J fairly hIGh (~c() lJCJI.v/). 

c., No variab]cs .reru indulJtLf'led Hhich fTlay have cOfiLaminaLI:d thn 

experlmenLal finding". 

Del'ini t'ion 

An "(~XCuSC" was rUGoruc'cl if a Gu1J.i(~cL Ut.LCC'I!d a vQrbal c!ampini Ill.. 

about any Lask Ul<; :mbj (:ct Has aSD If,1l1 -d. Exarnp I (~I' nf' uxcunos arc pro-

sented belo\ol. 

"Why :;lJc,uldl dc) it, Hila!. 1l1JUUI. ::eIl/II'oll" ,,1::1""" 

"I'm doing :;oltl';Ud.ng alr,;ady.1I 

Some non-verbal behaviors arc also irH: 1 Udl 'd \-:1 III i I! l!l L:, "a ll'~~C'r~·. I~' 

at. thr: time (Ji' the Or'dc'c' (ruadillg, ::iLI,illg, :;lur.!flillf. and :',(1 (111), [HI 

"exc:u:a.: 11 vru:: rr:col'dc:d. 



---------------
---"~ -. 

Count Schedule 

Counts of excuse making were continuous. throughout the day. 

1{,!l iubilj t,y of t4(Jasul'C~rnl!nL 

Il)Cllt:; HrJ'ich vl1r'il:d ill Jungth w(!!'u n!,t.ab·li::hod in wliic:lt tit!! i,wo o!J:;el'V(:l':: 

made iI1rjept:lldenL ,:rJtJllL:: ClI' uxcu::e mak,ing behav·iur'. 'I'ho avuraet: rcllar,Lll-

ty of mea:.;urf~lTl(~nt in pre!wntnd in 'PElb] c 1.1. lm1.ml. 1\:.; (:an bt: m::r:n from 

the table, lTlca:.;ur(~men t l'cl iabJ] .i.ty I-ra::: good. 

Table 11 

Hean Jlr~1.1ability oL' Hnanurc.monL 

liase.llne 2 Hnward 2 

F~? .21. JOO.07, 
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Tttble 12 

Hean Numher of' l'~x(!u.ses ULt,cred Per Day 

Ill). 1l11.Y:; Me :ILl I 1';i;"IJ::,,::/1 )I#J Il.Illl !~(; 

Ba:;r: 11 m: I : 13 n.7 j (J- 3'7 

R(:wo.rd I.: 1(' () 0 

Ba::;cline 2 : 1h 30.() lfl-Ul 

Reward 2 : 1] 0 0 

(See followIng page for figurn.) 

Cc .tle 1 U!J inn:: 

The data supp'Jr~,:; th,; h,y£JOLh'J::i:.: Lila!. a fUlidiolll:J.\ l'e'\a!.illli:dILp 

oxints bet"lf:t:rl Lh'1 polnl, ,;onLingew:lcn and ('X!.:tl:Je' lIIakillg h<'i1UviClI'. !':x-

cu:::e making Via:; hjf~h durin;.,: b:...ch ba:;e\ inr' pOI'ind:; and Hau l'c'('ell'(h!d t.l/ b<' 

:/,!'.-.-.xi:.;t(:r:t durir,g Lhe L1tlO rr~1t1ard conc!.i LlolI:" 
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On Hack ----
Criteria Fulfillment 

The fol101"ing list displays hOi-[ Hell the data measures up to the 

evaluative criteria utilized in this project. (See section entitled 

Criteria.) 

a. "On I'b.r;k" behavior (i.e., a 5ub,iect :.lit-ting OJ' lyillg on h1s' 

bunk during Hork time) waf; direc t.1y consequaLed hy a loss of 

pointe within Lho rowul'd GeJfKlition. 

b. On rac:k br:haviQr vlaS Hf:l.L defined Ilnd T'oll.abil it.y or ml:aDUli)-

ment war; aecuptablu. 

c. No variable.'3 Here iden Llfied Hhlch may have cuntamlnaLcd the 

experimental findjngs. 

Definit.ion 

On Rack: Lying, sitting, or leaning again;,t a bunk during work 

time. 

Count '~fche'dule 

CounL.'3 Here conducted usually LhrcC' timc:;, a day. Although the 

times variud, they Here conduc:tod around 7:JO a.m., 3:10 p.lII., alld 

3:30 p.m. Thn aveI'ae(~ rJUrnbeI' of counts pl~l' day Hi Chi n ('aeh lll' tho 

experimental period::; I:,; pre::;nn Led .i 1\ 'rable 13 un Llle next page. 

-254-
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Table 13 

Mean Number of Counts Per Day and Range 

No. Days No Counts Range 

Baseline 1: 13 2.6 2-3 

Reward 1: 12 2.8 1-3 
c. ,I. 

Baseline 2: 14 3.0 0 

Reward 2: 11 J.O 0 

Reliability of Measurement 

The average reliability of measurement for the two condItions under 

which reliability counts were conducted is pre~cnLed in 'J.'ablt~ 14 below. 

'J.'able 14 

i.la:;o) inc? 

83.4% 100.0% 
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Results 

As can be seen in Table 15 and Figure 5 on the next page, on 

rack behavior fell sharply during the two reward conditions. The 

one exception to the fairly stable response rates within each condi- l 

~ tion is the last day of the reward 2 condition (Figure 5, see arro'l). 

No explanation can be drawn from Lhe data for this sudden jump in the 

nu:nbcr of subjects "on rack ."* 

Table 15 

Mean Namber Subjects "On Rack" Per Day 

Baseline 1: 20.2 

Reward 1: .2 

Baseline 2: 24.0 

Re .. -ard 2: 1.7 

(SCrJ following page for figur().) 

*Substantial point losses Here recorded on this day both within this 

category and within the category of dOI'T.litOry cleanliness. 
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Implications 

Given that an explanation could be found for the one day jump 

which occurred at the end of the reward 2 condition (see Figure 5), 

the data generally tends to support the hypothesis that the point con-

l tingencies exercised considerable control over on rack behavior. It 
ii 

~,- seems that it would be important to know what events were occuring on 
t~ 

~ the last d~ of the reward 2 condition. Research into the events of 

this day could lead to one of three different conclusions about this 

recorded value: 

a. A recording error occurred. 

b. The point contingencies were not in effect at full strength. 

c. A number of lIincidental ll events (event.s occurring '!-!hich 1,'ere 

not under the control of the experimental contingencies) oc-

curred which affected the data. 

If any of the above three explanations were to be found to be correct, 

this day's data could possibly be deleted. If none of the above ex-

planations proved to be the c:ase, the l-ossibility arises that the point 

contingencies (in the manner in whj (:h they were being handled) would 

prove, in the long run, to be eithrn- only temporarily or partially ef-

fective, with rer;PE7ct to total cont "01 over the rosponse rates in any 

or all of the behavior categories. 

- , 
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B. Additional Observations 

The data generally indicates that the program contingencies exercised 

considerable control over the specified behaviors. There were, ho.<Tever, 

several problems which pro:;ented thelT1!:lelves in the process of l'evinwing 

and analyzing the daily records of behavior counts and point earnings. 

These problems are swnmar i.zed in the folli)rTlng list: 

a. As mentioned earlier, the point quantity lost for engaging 1n 

a.'1Y given inappropriate behavior appears not to have been a 

constant value at least for some of the r.,eha'Tiors. Thus, it 

is ditficult to specify exactly the procedures utilized which 

controlled the behaviors. This problem is made even more com-

plex by the fact that it .i:..; impoGsible to state with any cor-

tainty tho ochedulc under which the observer '<TOrked \<lith !")_ 

spect to observing and recording thp. point losoes for inap-

propriate responses. Both verbal reports and observations by 

an independent obse:rver Gu.ggests thlit behavior observat1c.Hlc, 

for the purpose of d6tel'mining earnings werc somctimc)s ac.:com-

pli::;hed by brief inspections at varying times (announced and 

unannounced) and at time:; by continuous observations over 

relatively larger temporal periods. 

b. The data made available by the brig staff does IUlt include the 

two days on which l'(:::llau i litJ counts were done. 'rh,: reason 

fol' the absence of th is data .is unknown Lo Llti.:; llb:..om'ver. Of 

int£::rest is the fact Lhal, Lhe response rates vI' I,he counted 

behaviors on days which r81iability of measurement Has deter

mined tended to be somewhat lower than the average rates both 
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during the baseline and reHard conditions.* The regular 

observer even com!nenLed on what he perceived to be a deterio-

ration in the subjectsl behavior during the reliability counts. 
u 

Although the data itself' offers no explanation for the drop in 

the response rates, it was the impression of both the regular 

ob:Jerver and the outside observer that the relatively lower 
o 

response rates were at least in parI, the result of Lhe prc-

sence of' the "nun-marine" outside observer. 

C. As disc"ssed earliur, re::;porlGe rates for two or the CO'.lnts . ) 
(dormitory cleanliness and on-rack behavior) changed abruptly 

on the last day of the reward 2 condition (sec Figure 3 and 5). 

The reason for these chang0s cannot be realized from the da't;::;." 

It is, however" suggested that an examination of the events or 

this day may produce a reasonable E:xplanation. Ir not, the 

duration of contrul over time exercised by the point contin-

I;'-mdes ,is brnught inL" que~;tion. Extens ion of the reI-lard 

c!onditior. for a lUllger l.im0 Ilt:r'i.od Houlc.1 be (jill: methud of 

te:;ting c:onl,rol duration following th(! ('Gcurre/1Ct' or 11 drama-

tic change in tho !'cspollse rate or onf- or more target behaviors. 

. ' 
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I!IIpl1cations 

The training in behavior management also had several 

interesting by-products •. The first serendipi tous effect 

was that meth.ods learned on'the 10b could be used to imD!"ove 

even the staff home environment on the hypothesis that a happy staff 
... 1", 

does a better job in creating the positive environment reqQired in a 

contingency mrulagement program. This program relies strongly upon positive 

reinforcement. The experimental sergeant reported that the tape program 

helped him achieve this objective. A marked increase in positive inter-

actions such as rewarding prboner::; with poi,nts for achievement and a 

marked decrease in negative inLerar;tions such as calling prisonerG dCllm 

confirmed the sergeant IS abj lity t",be positive even though he reported 

that he had been much more negativ(~ befo[,11 the: program. 'IhG rate pl ace-

ment in disciplinary see't':::5atir-m from the experimental dorm during the 

experimental phases of the J:rogram dropped over 80%. 

An unofficial program, not part of this r3search, Has also bee,"J.Jl in 

anothe:r dorm after result:; in the experim'3ntal dorm began to become ap-

parent. These results generally conformed Lo result.s in the experimental 

:] 
:!) 

dorm. This vias interesting because Lt shoHed that other ctaff couJd a.iso 

li 
:1 

get r(~::;ull,.s. It aj~so suggested that Lhetype of:pri:;(>nl~r invr)lvcu (d£l:;:;j-

ficatlon) Han not B. major factor' In getting re!;ul ts. ThE: p.xper iJ(ll!JlLal dl')rm 

.las (!ornpo:x:d entirely of' "detainees," men at,m i t..j ng trial. One rea:;o1J for 

this t:hoice uas that trds type of prisoner had generally been more diff'i-

cul~ ~o manage than pr.i.soners with more certair,ty in their status. The 

lU1offic:lal hut nevertheless similar1y offl'ctiv(! program in the additional 

dorm wa:; conduc ted by entlr(!ly Hi til lIaujuuged 1,0 duty" prisonerfj. 

J n buth derms the prj Goners report.'..~d that t,hey preferred e)"1.Jerimenta:J. 

!:(Jllc/ j I.lut!:,. Reversing thl! usual eond i ti on that lack of cooperation rrould 

rl:':niv., I"!I:I' reln.f'r)rr!f")merd" LIt(! ow: .~a:;.~ oj' phy::tcal Illlll[W o(:curi fig during 
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the experimental phase actuaLly r:sulted from pl!8r insistence'that co-

operation occur. PrisoneI'[; vieVT~d t;Ooj,cration as in their best interc!:>t 

and insisted that fellow pr'i[;onuI'::; not r;reai.e conditions U-:.t \~ould 1'0-

sult in their own or thu group':.; In:.;:: Qf privileges. 

Of special note in this research Has the high level of coopcratior: 

and support from the fEi.cHiLy command. Command staff bt:came famiUar 

with the technology thr:ough brief'i rte::, t.raining manuals and thr. 1.8J'u 

programs. Live staff coop(!rat i orl ·loTa:.: apparenl. ly rel nforced by I:')mmanol 

committment to the program. Final evidence of commanG. comInittment, not 
-) 

only to the goals of this research but to the correctness of its findil~:;S 

as useful :':o=- facility managemenL came Hith the c:lf1lIr.andcr's stat.ement 

that he intended use of the methodnJ.o&,r throughout the facHity., Im-

plementation of the program in the form of a point system for each dorn., 

contracts for special cases and self-managt::ment procedures for each 

prisoner is currently under \·lay. In self -manag',!Tnent, each priso ner is 

being a:.;ked to ... write dOlm his va'i ur.::;, goals and spr.clfic QbjccLive:, (;uGh 

week. 
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Chapter 4 

A. Project r·' i mUng:; 

~'!J(: specif j c.; r Lndings of Lh.j!i pro,ject are a:; 1'011 OWS: 

1) Prisoners in the Harine Corrr>ctional Facility at Camp LeJeune 

perform at a higher rate when contingently roinforced l'or: 

a) Ileing on task 

LJ) Be~ng in uniform 

c) Keeping their dorm clean 

d) Not making excuses 

D) :jf,aying CJ fr rack/] at inappropr late times. 

2) 'r.v. tirol:, game:: and oLIi(!r simiJar read.il.;;' O,valJ.able iLulil/; 

can i'uncti(HJ a:: rluf'i'ici(!nLly strong reinforcerr; to cau::w 

apprr)pria tn [ll!rforrnarH:(! in areaD CIlumera tet! above. 

J) 'J'he cxper.imentaL sargeant remarked that !3Y!3temat-Lc usc of' 
.~ 

posHive reini'fJrcemant made his job casier. 

11) Results :,uch a:i these r:an be obtained "lith minimal t.raining . 

5) M~Lhods used in this project are practical for other facillti0s. 

6) In!3ofar as the cnrrectLona1 staff of Camp LeJeune may be said 

to be illu:;traUve of mjlit.ary correctional staff a high lev~'l 

of I!fwp':raLjnn r!an be (!xp"r:t,(!d. It". nl£1.y l)() not.ewort.hy thut., t.lll' 

Le.leune ::I.~J('I' had l'O)(:nlltJ.y !tad I,h(; advantage oj' N.O.D. Im~.':: 

Ple.~ ~UJg(! ,in .!::.b.£ Ml Li Lury ,fl1::: L.i (:0 liys Lnrn 'J'h.l;"'ou,£b. Prorl'u

sio~ Jevclol llllent of' Cot'I'('ctlonaJ Sl.al'r ~ Admin:i f) Lratlor!, 

program - Prof(1sHion.ll Ill'velopml'nt Institutl!H for Military 

Correctional Personnel. 
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B. Implications 

There are two general conclusions of special interest in this re-

search. One is tho foregoing data ::;hows, that cl~nt Lngcntly dolivE.l"!d 

positive! rr;ir.forcernent is an effective maf1b.gc~ment technique ill a r:Ui-

tary correctional facility. AparL from thu the fact that positive: r:£1118-

gemelJt Lends to be more humane than negat i ve manar,emenL tht) ruhablJ i tath'o 

potential of therJe techniques is c:lc:,al'. Whell r0.hab:i litaLive objectives 

are systematically reinforced, rehabilitation is clearly enhanced. '1'he 

vital task lying beyond the scope and authority of this research is the 

selection of behavioral objectives that are truely rehabilitating. i'fhen 

these objectives arc: present, contingently delivurcd positive reinfc.rcement 

can clearly increaslJ the like l:{hood or !;lgrd.ficant at:h:i r:vornent. 

'l'he ::;econd general conclusion l.s that this approach appears 1'1'om the 

data to be practical. It was after all a 'IOl'K Lllg ::3Crgeallt ill a regular 

correctional donn who ou_ta,ined the rC'sults domoll:1trated ill thu data. 

Further evidence of the practicality of thi:l appr'liac.;h accrue:: frn" [,111: 

fac.;t that comparatively little training '\-lan required of Lh'~ corr(;cti.onal 

staff. The correctione.l facility command readily understo~d the purpose 

and design of the program af:'er less than blO hours of briefing. Tho 

sergeant \o{ho ran the experimental dorm received only about eight hOlU'S 

nf forll/l11 train i,lIg ln contingenr.y management. 1'~ is wau f.JUPJ.l I emcntcd by 

a trainlllg manual, RchabilHatjoli ~ UI~linvlor ~laltnB,)ment, ~ Traininc 

r·januo.l and Stuff AI;h ievement Pro/p'llm 1'\11' Correc L 101la] Agcnr:y Perscnnt'l 

(James and Hiller, 1972) and tho j"anILLy Behavior Semi nar, 18 half -hour 

cassette::; lessons in behavior malillgemunt. The tapo program \-las used 

in conj unction Hi th a total 24-houl'-per-day approach to s barf development·, 
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C. Recommcndations 

Based upon the find.ings of this research He recommend that general 

use be made of conting(mt positive rciniorc:ement in military cornlcti o:1al 

. faci lit LCD. 'l'his usc should be6 i n with I.ho development of an .irnplcmentu-

tion p)£ilJ for each facili.ty. Thjl; plan l:hOtdd include: 1) at lea::;t ~'::t..-

tncrl hour:: of irl:;t.r'uctioci fol' all ::I.aff', 2) !JUf'fieienL maLerial resources 

such ail t.rairdllg manuals alld tap<.::;, J) Ilnd l'e:;(~lI.rch dU:1i.gns that gene-

rr..te on-going evaluation thrl)ugh data feedback:;. 

'£,}ds plan should be coordinated wilh has{>-widc reinforcing systems 

so that programs outside correctional facilities compliment inside pl'O-

grams. Follow up contingency management should occur on the unit level orf ' 

·t 

when prisoners \,ho are released return to duty. Preventive programs 
[ 

should utilize positive reinforcement in order to prevent initial in-

car(:eration. Further research should establish the exact nature cf 

outside programs but it is clear that the larger environment should 

make use of this technology Hhich has proven itslJl r in a more limi V'd 

enVironment. ExampleD of ccordination I-lould be baDe drug, alcohol ar:d 

correctional programs. 

Sp'wific recommendation for tho LeJeune correctional facUlty llrl.! 

outlined in the Correctional Hode] hi '10\, • 
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D. Correctional Mode] 

1. Positivo ruinforcement c!uIII,ingently drd ivnrlJd bY'llntlrcJ :;Larr 

tlu'oughout the facility. 

A. Award points immediately after and contingnnt upon appro-

~riate achievement bphaviors. 

B. Chart points and award bonu:,;es for highest achievement. 

C. Use praise for staff o.nd prisoner achievement. 

II. Design high feed back .so that prisoners knoH about behavioral 

consequences imm~~Jately and consistently. 

A. Specify daily task. 

B. Specify daily rewards. 

III. Arrange cooperative rehabilative effol'ts so that ins ide achieve-

ment earns earlier release and higher rel:onuncndations. 

A. Usc conditional relcfl~~c to units with regular pcrforJrll1ncc 

reports from unit.:;. 

B. Use contingency contracts for unit -based foll(II"-up lllid 

evaluation. 

IV. Develop on-going trainLng programs in contingancy manag01'1f'nt 

for both correctional and base persollnel. 
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COM P 0 N E N T 0 

APPENDIX A 

A CHECKLIST FOR CONTINGENCY CONTRACTING 

by 

Ralph E. Jamas, Jr. 

WHY' USE CONTINGENCY CONTRACTS? 
. '-Every relationship already entalls an unwrItten contract, therefore: 

• Written contingency contracts clarify hUman expectatior:s , 
responsibilities and consequences. 

• Written cor:Ungency contracts can be effective 1n the natural 
environmont. 

• Written contingency contracts Cdn bridge the gap between inst1tuUon~ 
and home. 

• Written contingency contracts can save time and money. 
• Written contJngency contracts-facilitate research and running ev~lua~bn4 

WHEN SHOULD CONTINGENCY CONTRACTS BE USED? 
-Only when contract behaviors are in the best interest of the contractor 

(person receiving the service). 
-Only when necessary, that 1s, ne\'er continue a contract when normal 

self-management has been achIeved. 
-When instituUonalization can be avoided. 
-When contract contingencIes hove a fair chance to compete with 

non-contract contingencies. 

HOW ARE CONTINGENCY CONTRACTS BEST USED? 
, -When the contract manager Is: 

• Consistent 
· Pos1tIve 
• Firm 
, Attentive to contingencies 
, Willing to change a non-functioning contract. 

-When the contract termt; are: 
· for specHlc behaviors. 
• clear. 
· easy at first. 
• includtng generoliS reInforces that really reinforce. 
• provldlnCj dully or weekly feedback. 
• written down an~ sJ,qned. 
· recorded as achieved. 
• reinforcing positive achievement rather than obedIence. 
• reclpr oca l1y JnhibIting problem behaviors. 
· providing Immediate reinforcement. 
• "catching him doing good." 
· focusing upon behaviors. 
• clvOlding labels. 
· providing tlpprOprIflte models. 
• wHhholding reinfoccement such tlS attention trontlmaladoptlve bohllvlor s. 
• provldlny effectlvo consequences. 
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NHAllv1E THB SIErs IN WRITING A CONTRACT? 
'I. fly a::;I:Ir.g and observing discover what reinforcers wBl pwbably work. 

List t~esp.. 
2. Negotiate a few specific target behaviors. List these. 
3. Set cor.t1r.gencies. This means pairing a low probability task with 

a high probability reInforcer. lLtask (a behavior on 11st) then 
reinforcer (8 reinforcer on 11st). Include.a bonus for high achievement. 
If necessary, Include a negative contingency. 

<1. Evaluate the contract daily, then weekly and finally monthly and 
yearly. Use criteria for contract management and terms listed above. 
Rewrite according to feedbflck on performance. Do not change 
contracts during its Ufe, but renegotiate term\:; at checkup sessions 
by looklng at performance graphs toge~her. 

HQW CAN A NON-FUNCTIONING CONTRACT BE CORRECTED? 
-Check to see if reinforcers are strong enough in relationship to 

competing reinforcers. 
-Check for unknown reinforcers. 
-Increase the number of reinforcers. 
-De<.:reane the number of tasks. 
-Check performance of contract manager, particularly his consistency. 

HOW CAN CONTRi\CT MANAGERS BE REINFORCED'? 
-Each week cacll contract manager reports the performance percentage 

of each contract on a summary data sheet. 
-Contract managers and supervisors negotiate a reasonable averoge 

performance expectation ba,:;ed upon experience ~,fth actual contracts. 
-Supervisors check summary data sheets with contract m!3nagersg'lvlng 
, verbal praise for gQod management and above average'contracts. 

-Ideas that work on good contracts are ,shared with other contract 
managers 'with credit to the originator of the idea. 

-Supervisors make constructive suggestions on problem contracts and 
staff meetings may be used to seek solutions. ' 

-The hignest wc€kly average receives an cxtra reinforcer from the 
supervltior .'3uch as extra time off. a certificate I a promotion point, 
a dinner; i;. donated movie pass or a bonus. 

-All weekly averages are posted on a staff performance chart with a 
sumn,ary graph. 
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(Sample for Mental Health) 

CONTMCT #~ 

Contractor: John Doe 

Time: From _~M~a.;..rc;;.;h~4:-.-_ to March 11 

Long Range GoaJ· Regain re~ar job . 
~ 

\ I I i , 
Specific Oehaviors I S 1M T W jTH I F S 

1. Self-uroomlng (teeth brushed I V' v- I '"-' I ./ 
.. _billu:omhc.d....-shilllp.dL_ 

~/ 

. 
2. Self-dressed (shirt, pilnts, V ,1/ /' 

shoesl v / ;/' 

L-J'),<;!lly work comQlete !V V /1"'--' --- /' 

I -$ , ( 
,/' 

4. Dall:t les son camp lete 
,/ !.,/. -I 

Not shouting vlv "P 
..... / V'" 

5. l-
I 

! 

TOTALS 
3 4 5 5 I 5 4 3 

i 

- \·VF;~~IX.IQT~U> ... __ ~ 

REINfORCERS: COSTS: BONUS: 
1. Desserts 2 checks If 27 or more checks 
2. Trips 10-15 checks are earned then one 
3. Movies 10 checks extra trip or movie 
4. Talk time 5 checks 
S. ·Checkers witn sister 8 checks 

/"'; !' ,y.-It. ,r.·' ~:... .. .){..~ 

. :rContractor) j, . 
k..~ l~c.-/ 

'7i i- .. J.' , .r...) .. 
(Paront) 
h),1 0,; -.;I," 

, .. ,-~(; ..... ~ 
--. 

(Contract Manager) 

-..... - .. - - -.-.. ... ,' .. -. . ... . - _. -_ ... -- - -- . - ---. 
Notes: 
I. Condition to use of contract in institution then have samoe contract 

llssumed by community based agency or relatives. 
2. GraduaUy lengthen time of contract untU complote release. Provide 

booster contracts if necessary, but avoid fostering agency dependence. 
:1. [J~e all oosslble community resources 1!'l providlnQ reinforcers and 
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PREFACE 

Th~ .th/UU,;t oa .the. IlUll1VtC..h now It.epoll:ted .L6 -tn ~e Mea. 06 lrULLtM.y 

a.duU educ.a..tion, wU"h po~ emph4.616 O~t .the Me 06 ;the a.ppUed be

ha.v.w1Utt ~Uenc.u. AWtough.the p.uo:t pltO j ec.:t IlU eaJtc.h on the PItO 6 u-

6.icM! Vevd.o~ent r~t:.U.u.:tu ~Oll ~Ij COMemona.t Pelr..bOr.net had 

been .6uc.c.u1l6ut (u.e ComponeJt.t6 A/B I, .theJr.e «.\U a. need nOll a. ~uppoJtt 

lltj.6:tem w ena.bte. .the MtvUne C01tp6 W un.delttake .the C.OU/t..6 U on .thWL Ou: 1. , 

a.nd wUhou;t ..the a..6.6i4.ta.nc.e 06 e.x..teJtna.t C.OMU.UitnU • 

• j 'OwUng PhMe III 06 the 066.£c.e 06 Na.val: RUeMc.1t .o:tLt.dy, a. thiJu1 c.ouMe 
t 
1, 
j wa..6 dU-tgned , :tu:ted, a.nd eva..tua.;ted. En.ti..t1.ed a. MILITARY TRAINING OFFICERS 

SEMINAR IMTOS), U «kt6 -tn;tended 601t. -tho6e mU.LtaJttj peJt60ltYLet who had .tJuu..n.

-Lng JtuPOn6,[b,[Utiu 601l hwna.n lluoUltc.e .6pe~u -tn .the /.Ia.JU.ne Coltp.6. 

F '<'6ty-one /.{a.Jt.tne COItp6 .6 eJ(.v-tc.emen, a.nd .thltee Na.va..t o66-tc.eM, a..ttended the 

.6 U6'<'0It6. 1 n a.ddJ..u.on, .the pltOgJtam ma.na.g eIt oMm .the 06 Mc.e 06 Nava.t Ru e.aJtC.h 

a.nd. :the c.a.p;ta.,[n. -tn c.htVLg e (] 6 .the Na.vtj '.6 COl!JI.emOn6 V-tV-t6.<.on. paJt.t<.upa.:te.d 

a.6 06 6-tci.tr1. 0 bHltv eJt.6 • The.:two a.tt -nnte. cta.o6 U which welte ;the .6 ub j e.w 06 

:tIU6 ILU ea.Jldt had a mean a.ve.lr.a.ge. 06 13.5 tjeaM ilt :the uJtv'<'c;.e a.nd '5.0 lje.aM 

06 e.dLs.c.a.t<.Ot1;. Atl:hough. ·71% 06 .the.. gltOu.p c.tcJ.n1ed -ttt6tJw.WOna.t expeJt.ienc.e , 

the. :tJr.tUneu pltuen;ted a. 1Lea..t c.ha.Uel1ge nOlL a.cW.U educ.a.:Uon - .the JLa.l1ge 06 

theht educ.a..ticna.t a.:tta-ttrmen;t «.\U 6Mm .the. Ph. V. de.gllee :to 6 tjeaM 06 60JurtaJ'.. 

6chooUng. f{OWc.veJ(., 50% 06 the glLOup pObOube..d c.oUege.. 0It p1L06u6'£01tlLt 

degMU. The. JLa.niu 06 .the.. M6ttj-60UIL paJt.t<.c.£pa.n:t6 ltaltged oltOm Lt. Co.tone£. 

to Gunnelty SVtge.a.n:t , a.Uhough 6oll:tiJ-.thILee 06 them weJl.e c.OI'rlt1i6l;-totted 066.£c.eM. 

They c.ame. o ... ..om eighteen cU.66eJr.en;t mi..Wa.JLtj -tn6.taUa:ti.oM, toc.a.:ted ta.JLgety 

.£n .:the $ou:th a.nd C a.U6 0ILtUa.. T he.tj IL e..pILU en:ted a. va.tLJ..ety 0 6 du.:ttj M 6-tg rrmen:t 

-277-
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· ~ 

.ill .the. genVtal. Mea. 06 hurna.lt developmenJ:. - ugh.te.en VAt.e.d a.& a ma.jolt Mea. 

06 didy w nceJUt, "eo.ltJte.ctio n6 • " Th e. £.aJtg ell t g/to up - 6 orne. t1IJen,ty - /) ix. men 

checked "lu.aMn/lUZ.C.e. lte.f..cLtLDr:6" M theM. pJUnupa1. oc.c.upa.tumal. c.onc.eJut. 

lEa.ch 6.i.ve. a.nd a httt6 M.!J 6 em.tna.1t we.nt. 6Mm Sun.day a.6.tetLnDon to F JUday 

a6teJwoon 6011. a tot.a1. 06 app/toxA.ma.tely 44 hoU/'t6. TfU.6 .i.nt.e.rt!J.i.ve. gltcup !ea.1tn-

..i.ng e.xpe.l!..i..e.nc.e. C.Ott~.iAt.ed 06 M6·teen .t1ta..i..n-<.ng moduJ,,: (day Se6hiOn6: en.ch 

modu.te - 3-'/'1. hO~i e.ve.n-<.ng ~e6o-<'o~ - 1-1/2 itOUJt.6). App'WxJ.ma.te.ttj 60ult 

melLe. hoU1t6 Welle. open.t. by the. otude.1'Lt6 ilt oCLt6ide Ilea.d,{.ng, c.cmmU.tee ph£palUl.

tiolt, and c.on6e1lenc.eo wUh b14t.JW.c.t.oM. Two educ.a.t..i..ottal. pll.Ogl!.am4 welle con-

tiel! 06 the. W~b(l)I-9 Foundatiotl in V.iJtgitt-<.a.; .the. othell a..t Ca.U601t.rUa. 

sta.te. Poiyte.c.hn.i.c UniVe.JL6Lty in PvmotW. (KeU.ogg-Wellt. Cent.elt 6011. Cotttiltu.-ing 

Edu.c.a.:tionl. (R~6e1l t.o the. Sc.he.du.!e [Ve6ign 11103] wfU.c.h 60tiow&.) 

to a.du.tt e.duc.a..t.i..on; Mve. demon.ot.Jt..!Uon !eA&ol1.h by the. C.Orthu..Ua.nt.o a.nd one 

pJr.a.c.tic.e. .tea.c.h.i..n.g oe66ion br ::he hubjec..to iba..5e.d upon the 6tJl66 C.OU1t6e. 06 

.the PI!.06e66.i.otta1. Vevelopment. IrthtUutu Olt Htarta.1l Ben.av-<'olL); .two ltepoJt.t 

6el!6.iorth about. on-going lLeJ.o..ted lteJ e.aJr.ch; and a glr.a.cfu.at.i.on ex.eIlc..iA e. 

The c.on6LL1.ting .team c.ono.iA.ted 06 Mve. behav-<.o!ta1. 6Uen.t.iAt.6 {a.U. weM. 

Ph.V. '6 and membe.M 06 M.O.V. Inc.. RelloUJtc.e Ne.twoltk. wlto had P(tltticJpa..te.d 

.i..tt the. 6.(Mt. .tJ»o yea.M 06 t.h.iA O. N. R. lteA eMch I. rite pIlO j ec..t M1tec..tOJt, 

VIL. Ph..<..Up R. Ha.1t1t.i..6, WM MIl.i.ht.ed by VM. WoodlLOw H. Sea.1th, JII..; Ra.!plJ 

t. Jame6, JII..; VOlI.othy L. f{a.Jt1t,{.o, and ChMlM L. Newnan. (hee. geneJta.t 

Append,£): E 6011. the COMu.!.tan:t6' b-<'ogtr.a.pfU.M). 

The m LITARV TRAINING OfFICERS SEMINAR tOM a.t6o the oc.c.Mion. ~Olt .the. 
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Chapter 1 

INTRODUCTION 

The developmen t of ne;.; methods for human interaction 

becomes particularly ciignifi~ant when an organization inten-

tionally attempts to i.lculcate these methods into thc 

repertoire of daily activities of its personnel. Further, 

the expansion of this effort to include the development of 

a cadre of. professionul adult educator.s who Clre competent 

in the dissemination of these techniques increases in 

importnnce in proportion to the size of the popUlation 

with which the; are to interact. Such un effort is cur-

rently being mnde within the United States Mnrine Corps. 

r~ an effort at altering s~ne of the trnditional leadership 

approaches to certain sensitive arens of human interchange. 

the Mnrine Corps has, through the auspices of the Office 

of HClvdl Heseilrch, commissioned the devcloprlCnt of a serles 

of institutes related to understanding human behavior and 

improving human relations skills. It is the purpose of 

this rescnrch to cX':ll:line the results of one of those 

seminars in the techniqucs of providin9 adult education 

in behnvioral science m8thodologies. 

[lnckqround 

The Professional Dcvcl<2J:)ment In!:ti.tlltc~; on lIuman 
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Behavior (PDIHE), which this reSAarch examined, was an 

outgrowth 0f a program created for the tr~ining of military 

Profe:·;~;_i.onill Dc;v()jufllnent In~;l:itutcs for :'1ilitary Cor.-

rectional Personnel (PDn1CP), was creilteu in the aftermath 

of the House of Representatives InvestigClting Suhcommittee 

report on disturbunce in mili tnry IIbri']s" und pr5.sons. 

The intent was to create a higher level of motivation und 

training in the personnel of these facilities. In par

ticular, it was desired that efforts be made to improve 

'the field of military corrections through t.he application 

of behavioral science insights and techniques. To this 

end, the PDIr';::::P conducted four courses designed for the 

staff personnel of military correctional institutions and 

two courses which were dl 1igned exclusively for the admin-

islrators of military correctional institutions. A total 

of 327 servicenen from six military correctional facilities 

had participated in the research pro~ect of the PDIMCP 

through the years 1971-1972. 

The success of this effort \i':;'S attested by the 

evaluative instruments whi.ch ~Jere reported in September 

1972 in Action 'Research Report No.2 by !>1ilnagement and 

Organization Devu1opment, Inc. of La Jolla, California, 

the contrnctor .. This reseilrch indicated that in e>:ccss 

of 84 percent of the participclIlts of Llw Staff ilnd l\dmin-

istrator' s coursc~; rated the experience liS "c>:celle:nl:! 

vcry goo/:" (M,OD, 1972). A follow-up sl.:udy of some 180 
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military who actually pa~ticipated in the testing of the 

original POIMCP Staff and Administrator's course has just 

been completed (Ehrentraut, 1973). In fact the assessment 

of the institutes waE 'so satisfactory that the experience 

which had previously been intended for military correctional 

personnel was expanded in DccClobcr 1972 to include other 

human resource specialists whose responsiJJilit.ies encompass 

counseling in Marine Corps drug or alcohol rehabilitation 

plograms, or c~nduct human relations programs for the 

military. 

The purpose of this expanded Professional Develop-

ment Institute is to permit the military persorinel whose 

prime duty involves humqn resources, to share in the 

philosophYr methodology h~d technology of the behavioral 

sciences through the medium of POllIB learning format. A 

complete statement of the objectives of the POlllB along 

with a syllabus for the 1973 Institutes is included as 

Appendix A.. In speaking of the successful t-rend towards 

humanistic treatment within the military, the project's 

director, Or. Philip R. Harris (1972) has said, 

The tou':J'h, sulletimes brutal conditions in Marine 
Corps brigs that existed two years ago have been 
replaced by a human response concept that many 
civilian penal institutions should copy. . . . 

The punitive model of military correctional insti

tutions gradu.ally fell into disfavor during the years 

fOllowing t'Vorld War II. A combination of the advent of 

morc> defi.nitive theories of human interaction and a change 
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in social.attitudes toward prisoners, have gradually caused 

the military to seek other means of prisoner rehabilitation. 

Richard Armstrong has stated; 

According to President Richard Nixon, the 1\.merican 
system for "correcting and rehabili~ating criminals 
presents a convincing case of failure" ... "\\'e have 
developed systems of correction," says Chicf Justice 
Warren E. Burger, "which do not correct." (1971: 14) • 

t A technique which is receivinq increasing application 

involves the development of confinee human assets through 

the increase of prison staff skills ia behavioral science 

* insights and skills. The contrdst engendered by this new 

approach is stark since the application of self actuali-

zation techniques to prisoner rehabilitation is antithE:tical 

f to t1.o denigrating m0thods of punitive incarceration. The \ 

new rehabilitation model seeks to improve pri~one~ self 

image by auto-transmission from custodians whose O\m role 

image has been enhanced through education in the human 

behavior. The increase ira self worth o:1gendcred in the 

correctional staff through an increase in professi0nalisnl 

is thought to be a means for the transmission of an actuali-

zation stimulus to the prisoners. Additionally, the in-

crease in staff level skills in the areas of behavioral 

science methodologies is expected to foster the more humane 

(and hence, more reinforcing of personal worth) treatment 

of the pri~oner~. 

Delineation and Stntement of the Problem 

To improve the humanistic treatment of military 

:-; 
" 

,) 

: J. 
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personnel wi Lh specL: .. l problems, two courses had been 

successfully developed and tested for the human resource 

spe~ialists who conduct programs on their behalf. AI~ho~gh 

these Professional Develorment Institutes h~d been f~vorably 

received when taught by professional behavioral scientists 

who conducted the pilot project for the Office of NCl.val 

Research, could the courses be replicated and expanded 

when undertaken by militaLY trainers? At issGe was thp. 

admission by the military that bnth the content and th& 

method(;logy of the behavioral sciences -,Jere beyond the 

ability of military personnel engaged in the training 

functions. The researchers were also aware of the l1mited 

training abilities, in the sense of professional 3dult 

education, of those military who had the title of "tr3ining 

officer." Therefore, in the third phase of this continuing 

research by Management and Organization Development, In~., 

~~e task proposed was to ~evelop an instructional system 

with the necessary lea~ning materials, and to design a 

seminar in which the professional development of ~ilitary 

trainers wouln be adva~ced. The subject of this investi-

gation was to ~scertain-the success of this endeavor. 

To reach a larger population of l1arine Corps prison 

staff and others within the field of hUman resource develc~-

manti an instruc',tors' seminar was designed for teaching the 

PDIHB dnd behavioral science methoonlogies. By this means, 

two groups of selected :'1arine and Navy personnel with 

~raining responsibilities were <:liven the o,,",portunity, in 
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1973, U} ell'jil<J(! in nl1 .:lct;i.(J!1 lC.:lJ~ninCJ expr.ric:nr.c:. 

'1'IIE IULI'l'l\HY 'I'Hl\lIHNC; OF1"]Clm r.ij,:tuNl\!( i.s tIll! 

instructors' course for the Professional Development 

Institutes on Human Behavior (staff). It is a five and 

one half day, intensive group learning experience consisting 

of a totnl of forty-four instructional hours. The program con-

tained fifteen training modules, nine of \-Ihich were three 

and one half hour'~ in' length. The materi<ll was presentE:!d 

by a faculty of five behavio:ral scientists, all of whom 

possessed the doctorate degree and were involved in the 

original research on the PDIUD. The instruction was 

offered at the level of a graduate seminar, and univGrsity 

credit is presently under negotiation for the benefit of 

the participants. The seminar components were as follows: 

(a) four theory sessions 011 adult education--action learni::-g 

and research; (b) eight demonstration lessons and media 

workshop by the training team on the subject matter of the 

PDIHD learning modules: (c) one module for practice teaching 

by the partioipants; and (d) three research reports on 

topics related to the PDIIlDjONR research--team building, 

behavior management, and military correction personnel 

follo\·/-uP study. 

The seminar was used as the mechanism for the 

presentation by ~he contractor (MOD INC.) of a learning 

system to be used by military trainers in the presentation 

of the PDH1CP and produced under contract to the United 

States Marine Corps. This consisted of (1) a 205 page 
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instructor's manual for human resource specialists entitled, 

Organizational Dynamics, with five sets of accompanying 

resource materials for use with students; (2) six sets of 

colored slides, two hundred in number, and six: cassettes 

professionally recordci with thirty to forty-five minutes 

of instructional materials; (3) Supplement No.1, The 

Professional Development of Correctional Spccialisti, a 

seventy paCJe guide for those training officers responsible 

for teaching two additional modules with correctional 

personnel; and (4) copies of Action Research Report No. 

1/2 on the developmental aspects of the original profes-

sional development institutes, and two \'Iorkbooks for the 

trainees--Volume I for Staff, and II for Administrators. 

All of these learning materials: plus a preview of other 

audio visual aids, were made available during the MTOS to 

upgrade the training potential of ehe participants. 

This project was to form the basis of the research 

reported here. The presentation of this behavioral science 

and adult education material tu a group of traininy officers 

mandates, if the underlying theory is valid, thitt these 

officers will themselves experience new feelings of self 

worth and professionalism and that these feelings -'Iill 

cause them to respond in such a way as to attempt to 

increase their own competence in the appropriate areas of 

professionalism. Consequently, it is the purpose of this 

research to evaluate the change in the feelings of self 

worth which occur in personnel attending the r-1ilitrtry 
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'fra ininq Of r icnr;, S_~E...-.0r ProfeE.~J. ::level ()pincr~.!:. 

lnsti tutes on Human B(~hu~ (I·1'l'OS). (Hefer to l'.ppend ix B . 

for the objectives and sChedule of this seminar.) This 

will be accomplished by investigating the changes in the 

attitudes of course participants with regard to their 

abilities as adult educators and in the areas of the 

behavioral science methodologien. Accordingly, this study 

will investigate the follo\·I.i.ng hypotheses: 

Ill: That a significant .i.ncrease in teaching confi

dence as adult educators ~ill Go exhibited by those 

undertaking the Course. 

H2 ~ Tha +-. a significant increase in the SCope of 

skill iq the ~reas of behavioral science methodologies 

will be perceived by personnel completing the Course. It 

should be noted that these hypotheses must be restated in 

the null form to facilitate statistical treatment. This 

subject is addressed in Chapter 3, Methodology, and the 

hypotheses are then appropriately restated. 

Importance 

The measurament of the effects of the seminars is 

necessary beCause of the requirement for asseSSing the cost 

effectiveness of government programs. It goes without 

saying that a program which docs not meet its goals is open 

to question. Consequently, a measure of the degree to which 

the HTOS attain their stated goals is required as a bench-

mark from which to determine program effectiveness. 
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Additionally, the thorough evaluation of a pilot project 

has ~ong been recognized as a primary tool in the further 

refinement,of such a program. Not only must program de-

signers know the impact, but thp.y must also gain a detailed 

insight into' its strengths and weaknesses since it is only 
,1,; 

througlJ a thorough analysis that a good program can be 

expanded into a truly outstu.nding one. Finally, if one 
, 

subscribes to a requirement for the professional prepa-

ration of all military human resource special~sts, then 

one must recognize the need for an evaluation of the 
\ 

effectiven,ess of the training of their "trainers. II 
I •• 

J 

In compliment to the quantitative evaluation of 

the cost effectiveness of the program there is, at present, 

a high amount of interest in the techniques of continuing 

education. Many of the ne\oJcr methods of u,1ult cducation 

have grown from the observations of behavioral researchers. 

It is ap?ropriate, therefore, that a course on the methods 

of behavioral sciences which includes the latest adult 

educational techniques, be strictly monitored and measured 

for the quality of its impact upon the participants. The 

differences in the educational techniques which are appro-

priate to the adult population requires that a control 

device be applied to new and developmental training 

methodologies in or~er to insure that these techniques 

continue to produce the extremely high quality results 

that have come to be expected of them. Additionally, 

without a measure of the effectiveness of the adult 
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education technillues 0 [ tlw illsti 7.U tc, it is no I: possible 

to dif'::erentiate between goal achievement and educational 

advancement. For this reason alone, a measuring instrument 

needed to be developed and applied since without such an 

ass~~sment, no certainty of results can be ascertained. 

Finally, inasmuch as the training seminar was 

intended to upgrade the skiLls of military adult edli.ca tors, 

it is mandatory that a measure of its ability to create 

the desired effect be clearly demonstrate~. This approncll 

is the natural precursor to a future evalu<ltion of the 

efforts of the trainers who have attended the seminar. 

The data base upon which to build a file of measurements 

of the educational skills imparted to military adult 

educators must begin with the measurement of the training 

instrument itself. 

Definitions 

The following meanings, which have been defined by 

Harris (1972), will apply to tll(') comlllonly-used terms of 

this thesis: 

Applied Behavioral Sciences--tlle application of 

research findings about human behavior in related social 

sciences, such as, psychology, soqiology, cultural anthro-
.. 

pology, communica tions, human relCl':tions, and penology. 

~ehavi6ral Science ~.1cthodologies--t.he presentation 

of content f.t'om the behavioral sciences througll an action 

learning Qxperience which utilizes data collection 
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instruments and analysis, a variety of gro~p dynamics, a 

systems approach to training, and evaluation research • 

Learning Module--a four-hour learning unit with a 

specific design for objectives and formal illPut. 'I'welve 

such modules were utilized for the staff course, while 

eleven modules were developed for the administrators' 

course (PDlBB) • Fifteen modules are presented during the 

training officer seminar (MTOS). 

Correctional Facility--a penal institution to which 

Navy or MQLine servicemen are assigned after sentencing for 

infractions of the Uniform Code of Military Justice. There 

are approximately thirty correctional facilities in the 

Naval System wi thin the continental United States. 'l'hirteen 

of these are directly under Marine Corps supervision (three 

large, five median and five small). The two facilities 

which have been the center of this research are the 

1argest--Camp Pendlet?n (446 average number of confinees 

for 1971) and Camp Lejeune (384 average number of confinees 

for 1971). Marines are also on the correctional staffs of 

a number of facilities under Navy jurisdiction, but there 

is a trend toward having the Navy staff its own penal 

institutions. Normally, the inmate in a militnry cor-

rectional facility usually spends no more than an average 

of three months there befOre he is returned to duty, 

discharged from the service, or transferred to a maximum 

security prison. The correctional facility is sometimes 

referred to as the "brig" which technically is the 
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designation for the shipboard facility of incarceration. 

Confinee--is the preferred designation for the 

serviceman \I.'no is an inmate of the correctional facility. 

Action Research--is a form of applied behaviorul 

science research that is undertaken in the course of the 

normal functioning of a system with a view to promoting 

some action for the improvement of an orgQnization's 

effectivcnes~ as a result of the study. 

ActiGn Learning--a form of training that emphasizes 

variety of methodology and maximum participation by the 

learner, usually by meanG of some form of group process. 

This approach is ~ost appropriate in adult education. 

Delimitations 

-The survey sample comprises the entire body of 

fifty-four participants for each of the two seminars given 

during the Spring of 1973, one on the East Coast and one 

on the vlest Coast of the United States. This factor 

prohibits the use of control subjects. 

There is no data available to the researcher re-

garding the size of the potential population of military 

training officers. 

The researcher was unable to personally administer 

the survey instruments. HO\vever, these instruments were 

distributed and supervised through the cooperation of the 

project di1ector, Dr. Philip ~. Harris. 

Sample selection procedures which \vere used in 
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determining course enrollment, were not .:lviJilable to the 

researcher. The Securities Law Enforceme~t Soation of 

Headquarters Marines made the final selection of partic-

ipants in the MTOS. The criteria were: (1) a Marine 

training officer of correctional or the human resource 

personnel; (2) a supervisor of those with training respon-

sibilitYi (3) l:epresentation from major l·larine Corps 

faciliti~s with geographical proximity to the two training 

sites. A total of fifty were estimated, twenty for the 

East Coast and thirty from the West Coast. In addition 

$everal official observers were incluclcd from the Office 

of Naval Research, the Department of the Navy, and the 

Army. (1'. copy of the rnemoranc.tu.m sent by the Commandant of 

the Marine Corps to Field Commanders concerning nominations 

of candidates to the ~lTOS is included in Appendix C.) 

summary 

In summary, this research assessed the degree to. 

which the professional development of military training 

officers was enhanced by the PDllin. It also investigated 

the degree of self confidence which these officers have 

gained as the direct result of the skills they developed 

during the course. Finally, chis study mea~ured the 

increased ability in behavioral science method~logies 

which the course participants feel they have attained 

through their participation in the PDIHD. 
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Chapter 2 

SURVEY OF SELECTED LITERATURE 

Military Penology 

The recent recognition by the military of the 

humanistic model of human behavior, coming at. a time when 

prison life within the m';'litary was under scrutiny, has led 

to an increased tempo in the search for an effective method 

of dealing with military offenders and military prisoneFs. 

This effort, \-lhich seeks not only to reduce the incidence 

of imprisonment of military personnel but also to optimize 

the number of rehabilitation recalcitrants, is hampered 

somewhat by the dearth of ~erious research on the subject. 

It becomes immediately apparent to the student of the 

literature dealing with military prisons that, in the 

past, insufficient effort has been devoted to this study, 

both by penal scholars vlho have been negligent in their 

duty to this aspect of their science and by the military 

who have failed to emphusize the importance of this vital 

area of their responsibility. 

In consequence, the researcher, in his quest of 

the historical evolution of military penology, must be 

content with a broader search of the marginally adequate 

literature dealing with penal institutions at large. 
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Nevertheless, in spite of the paucity of information, an 

ov~rriding impetus for such a study is created by rocently-

published statistical data wherein the Correctional Division 

of the Bur2au of Naval Personncl disclosed the rate of 

confinement of Naval personnel during t!w pcriod from July 

through December 1971. These data, as quotcd by Philip 

Harris (1972), indicate that, of the eight hundred sailors 

and sixteen hundred Marines confined during that period, 

over 41 percent were under the age of twenty-one and less 

than 68 percent had gr~duated fr~n high school. The 

majority of these personnel were below the rank of E-3 

when convicted and on the average they were sentenced to 

serve less than hlO months each. The highest proportion 

of these military offenders were sent to prison for thc 

three offenses of Unauthorized Absence, Disobedience or 

Contempt, and none of them received a Bad Conduct Discharge. 

With these data in mind, a survey of selected literature 

was conducted, the results of which are present.ed in terms 

of the Historical Origins, Contemporary Trends, IUli tary 

Applications of Penology and the Methods of Alleviating 

the Problem thr6ugh Adult Education Techniques. 

Historical Origins 

Historically, many approaches have been made tOHard 

the reform and reh~bilitation of the prison inmate. The 

quandary with which society has found itself faced has been 

one of ~lternately wishing to isolate and punish its 

-295-

." °i:' 

<'" .... 



I:' 
',. 

" , 

I; 
;'1: 

'1 
I 

, , 

H' 

miscreants and also of wanting to reform and reclaim them. 

One of the earliest evidences of societal concern with 

prisoner rehabilitation was an early attempt at penal 

reform which was conducted at Elmira Reformatory in th~ 

state of New York. This fledgling attempt at increasing 

prisoner self worth \'la.3 perhaps the unwitting fore-runner 

of the actualization model of prisoner treatment. Speaking 

of this experiment F.H. Wines (1870:8) said: 

The grC:.\at unyielding thought in that institution 
is that criminals can be reformed . . • [and] that 
no other form of rewar6s and punishments is so 
effective, in so many instances, as transfer from 
one class to another, with different privileges in 
each; but with the supreme agency for gaining the 
desired cooperation on his part is (the] power 
lodged in the administration of the prison to 
lengthen or shorten the duration of his term of 
incarceration .... The other great thought, here 
insisted upon, as nowhere else in the world, is that 
the whole process of reformation is education . 

. The recognition of the impetus given to the reorien-

tation of recalcitrants through the moderating factor of 

situation (class) mobility presents an exciting pr0spect 

which, when coupled with the self worth enhancing concept 

of priscner education, cannot but be expected to succeed. 

It is disappointing, therefore, to recognize that the 

application of these methods failed to reach the high 

expecta tion of I'lines and his compeers. t;. thorough analysis 

of the reasons behind this unfortunate failure has been 

presented by Walter M. Wallach who raised the question 

that the general failure in the application of the Elmira 

rehabilitation methods might be due primarily to the 
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incompetence of the prison personnel. In raising this 

important point, he offers a key to the latest insishts 
" '. 

in prisoner rehabilitatic I that of the necessity of 

complimenting the extensive expenditure of material and 

funds Eor prison facilities \vi th a conunensurate effort on 

~ehalf of the selectiun; 1 training of the prison staff. 

Wallach (1938:12) wrote: 

One wonders how ,Jcll of the failure is due to 
the last factor [inaJequacy of personnel). Is it 
not reasonable to believe, thQt with numerically 
adequate and properly trained personnel in the 
reformatory there would result the vision, energy, 
and leadership necessary to fUrnish impetus for 
providing for the material needs of the situation? 
Would not £:;'J.ch personnel r.onstitute insurance against 
the stupidity so manifestly present . • . in applying 
the Elmira methods. 

Contemeorary Trends 

The relevancy of the concept of self actualization 

and the inherent validity of the thesis that the custodians 

of prisoners must be highly equipped w8ntally, morally, 

and emotionally has found new application in modern penology. 

Certainly the appropriateness of the humane tre~tment of 

prisoners has come to the fore in recent years. There is 

little indication available to the modern rese~rcher that 

would show the existence of a widespread punitive model of 

prison management. The literature on penal reform which 

pre-dates the present era of prison reform; that is tc say, 

the period before the recent spate of activity generated 

in the wake of the Attica Riots, speaks quite adequately 

o~ a new recognition of the value which the indi'lidua: 
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prisoner must place upon himself if he :"s •. 0 become'! a 

responsible member of society. The concept uf instilling 

in the prison inmate a r~genprated ~elf image is read~ly 

acknowledged by such modern writers as Kenyon Scudder who, 

in the Foreward of his book, Priso'1ers Are People, lays 

the task of heightening the self irllage of v:isoners squarely 

on thc prison staff. In speaking of efforts in this 

dir.ection he alluJes to a cerealn prison where: 

•• the dignity of the individu.ll is recognized 
and each is treated as a person. The staff nersonnel 
are selected and care~ulJy imb~~d ~ith the philosophy 
that prisoners are people ~na that they must be re
turned to so,ciety 'tlith a :;rt.ter attitUde than when 
they entered prison (Scudder,1952:ii). 

Research on the subjec~ of ~he otficially sanctioned 

relationship between the prisoll~r ancl the prison staf:: has" 

shown a direct correlation between the attitude produced 

in the inmate population ;;nd the access \vhich the indi-

vidual prisoners have to th~~r k n 3pcrs. Evidence has also 

shown that even where the institutional management permits 

private conSUltation between prisoners and staff, the 

effects of peer group pressure among t!le prisoners is 

sufficient to minimize inter-group contact to the point 

where it is correct ~o consider it in~ffcctu~l. Thus, as . 
the impetus toward specialized staff training and guided 

enhancement of p.risoner self image moves penology tr.)vlard 

the current, post-Attica model of humanisti~ prisoner 

treatment, research writers and prison authorities have 

increasingly recognized the validity in associating 
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prisoner-staff -isolation VIi th decrease in prisoner per-

ceptions of self worth. One such researcher, Erving 

Goffman, has said: 

• • • There is a basic split between a large 
, class of individuals who live in and \1ho have rcsLrict2cJ 

contact with the world outside the \-mIls, conveniently 
called inmates, and the s~all ~lass that supervises 
them, conveniently called staff, \-,ho often operate on 
an eight-hour day and are socially integrated with the 
outside world. Each ~:roup tends to conceive of members 
of the other in terms of narrow hosti~e stereotypes, 
staff often seeing inmates as bitter, secrp.tive, and 
untrustworthy, while inmates often so..:! staff as con
de~cending, high-handed and mean. Staff tends to 
feel superior and righteous; inmates tend, in some 
ways at least, to feel inferior, weak, blame\'lu:-thy 
and guilty. (Cressy, 1961:57). 

Military Application 

The incorporation of these techniques, then, of 

enhancement of self worth, increased staff preparation and 

official sanction of prisoner-~eeper interaction has carried 

over into post-Attica pehology. Likewise, disturbances ~n 

military prisons at the' same time have. caused a h~ightenEj 

awareness of the needs for these techniques within t~e 

military penal system. Researchers of the military system 

of prisons have come to th2 general ccnclusion that, just 

as repressive, self denegrating tebhniqueshave no appli.-

cation in military prisons, so al~o must they be replaced 

in the military correctionnl sy5te~. One such researcher, 

Philip Harris (i972:3) states: 

A major issue . . • ~s the correctional model 
currently in use to "rch~bjlitate" the inmate. In 
the Armed Forces, there ~3 an implied concern f0r the 
restoration to military du~y of the offender . 
In terms of the four correctional models which have 
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been used historically--restraint, reform, rehabili
tation, and re-integration-Gonly the latter seems 
capable of aChieving the restoration to the military 
and/o:c society of more responsible "ex-convicts" or 
"ex-confinecs." Rpsearch indicates that punitive, 
revengeful "trentment" approaches fail. There are 
indications that progressive, re-integration treatment 
models are not yet the norm in Navy/!1arine correctional 
facilities. 

Thus, the evaluation of the call for a "non-ra-

pressive" military penal institution has roughl~ paralleiad 

the similar development within the civilian conununity. 

There is at the l~st, even a recognition that the military 

system may contain within itself certain structures and 

quasi-peer groupings which give it a marked advantage over 

its civilian counterparts in this regard. The necessity 

for intergroup communications and staff-prisoner association 

ma~ be enhanced by the apriori inclusion of both prisoners 

and staff within the structure of a common militi'lry system. 

This common bond is thought by some, to be the basis upon 

which a freer exchange of ideals could be based. Stanley 

Brodsky and Norman Eggleston (1970:48), in their book The 

Military Prison, state: 

The ~tatus ~f the military prisoner is an extra
ordinary one. H\~ nas very recently left the peer 
group of his guar~s and, in the case of over 'one 
fourth of the prisonh~s, will soon be rejoining 
this group without official bias . . . the status of 
"errant soldier" reduces the Bocial distance between 
staff and inmate. 

It ~ould seem, therefore, tHat the new horizon in 

military penology is the increased education of prison 

staff in order to enhance the re-integrative effect of 

humanistic m~thods. As further research into the effects 
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of prisoner-staff interaction becomes available it will 

be possible for the student of military prison practices 

to better evaluate the effects of this new trend in 

penology. 

Military Adult Education 

In view of the inc~eased emphasis on prisoh staff 

education, the currency of military adult educational 

techniques must also b~ scrutinized by the alert researcher. 

The field of adult education has, of course, a broader 

application than just the staff:; of military prisons. It 

is, in fact, the very kernel of the military effort at 

fostering better human response through active knowledge 

of interpersonal, interaction patterns .. Thus, for the 

military, the importance of the development of the human-

is tic model of penology is paralleled and amplified i~ the' 

broader implications it holds for the humanistic development 

of adult education activities among service personnel. That 

the old educational approach to education of lecture and 

drill is no longer the optimal solution for the services 

is recognized by Bergerin et al (1963:29) who state: 

It i~ often said that the key to successful adult 
education is the situation or proLlem centered appro<1ch. 
The adult tends to see life as a series of problems or 
obstacles he must overcor.1~ or \-li tn which he 10<11'ns to 
live,< He i~ usu~lly more likely to involve himself in 
a learning activity centered in problems than in 
organized subject matter like psychology, history, 
economics etc. Thus problems--undesirable conditions 
or obstacles--often provide a starting point in helping 
adults to identify their educational needs and 
interests. 
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This basic requirement for de<lling with the militilry adult 

has already been recognized in the current efforts made 

within the Marine Corps by training selected human resource 

specialists. In speaking of the cnncept of Action learning, 

Harris (1973:3) echoes the importance of tre<lting adults 

on a need oriented educational level when he states: 

Action learning is based on certain assumptions 
about the learner and educational methodology. As 
stated by Dr. Malcolm Knowl2s, the noted adult 
education specialist of Boston University, these 
assum~tions are: 

1. Adults enter a learning activity with an 
image of themselves as self-directing, responsible 
grO\'ln-ups, not as inun<lture, dependent leurners. 
Therefore, they resist situations in whibh they are 
treated with disrespect. Implication for methodoloqy: 
if adults help to plan and conduct their own learning 
experiences, they will learn more than if they are 
passive recipients. 

2. Adults enter a learning activity with more 
experience than youth. Therefore, they have more 
to contribute to the learning activity and have a 
broader basis of experience to relate to new learning. 
Implication for methodology: those methods which 
build on and make use of the experience of the 
learners will produce the greatest learning. 

3. Adults enter a learning activity with a 
different quality of experience and different develop
mental tasks than youth. Implication for methodology: 
the appropriate organizing principle for adult learning 
experiences is developmental sequence primarily and 
logical' subject developmer.t only secondarily. 

4. Adults enter a learning activity with more 
immediate intentions to apply learning to life problems 
than youth. Therefore, adults require practical results 
from learning. Implication for methodology: adults 
\lill perceive learning experiences that are organized 
around subject topics. 

Thus, it has been established that in training even the 

younger of its perso~nel, the military is still dealing 

with adult education and as such, requires the application 

of €:ducational techniques which develop the need oriented 
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basis of the adult level, educational motivation. 

Adult Educat:ional 'l'echni.(l\lC:.:."!. 

Perhaps the most crucinl phase of the adult educa-

tional encounter is the initial participatory phase wherein 

the planning of the encounter is performed. This p'anning 

can'be accomplished by those responsible for the encounter 

prior. to the beginning of the effort or it can be done as 

a joint effort with the students. The decision as to 

which method is most appropriate is inherent in the tech-

nique and style after which the course will be patterned. 

A thorou~h perusal of the following techniques of adult 

education will give the reader a keener insight into the 

latitude of the educational options which are available to 

him. Nevertheless, the planning phase must take full 

measure of the following six steps which were suggested 

by Bergerin et al (1973:10) in their work on adult edu-

cation: 

1.. Identify common interests or need of those 
who will-participate. 

2. Develop topics. 
3. Set goals for the learning activity. 
4. Select appropriate resources .. 
5. Select appropriate educational techniques 

and sub-techniques. 
6. Outline each session and the various respon

sibilities to be carried out. 

These planning steps, implemented to the fullest, provide 

a firm basis for the adult educational encounter which can 

be based upon any of the co~nonly recognized adult tech

niques. These techniques, to illustrate a few, include 
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nrldn!.;tormil~<J, Uuzz Groups, Colloqujes, Debates, FOr.UlllS, 

Group Discussions, Field Trips, Interviews, Pnnels J Role 

Playing, Symposia, Committees, Quiet Meetings. Demon

strations, Speeches, ana Seminars. Further, these tech-

niques can be used, by the educator, as the main organi

zational vehicle around which to organize the lesson mod

ules. The E'luucational process can then be implemented by 

means of sub-techniques. Six sub-techniques, which are 

unsuitable for use as a main procedure but which serve to 

facilitate the learning experience in larger groups (fifty 

to five hundred) of adults, have been suggested by Bergerin 

et al (1973:187). These techniques include: 

1. Audience Reaction Teams--A representative 
group of students who represent the entire audience 
in interaction with the speakers. 

2. Buzz Sessions--Entails fragmentation of the 
class into small sections, each section to be charged 
with responsibility to report a particular function. 

3. Idea Inventories--A brainstorming technique. 
where free interjection of ideas results in a list -
of proposals which can then be examined in detail. 

4. Question Period--The speaker responds to 
general audience comment. 

5. Screening Panel--A representative group 6f 
audience members discuss among themselves the general 
needs of the audience. The resource person (speaker) 
listens to this discussion in an effort to gain an 
insight into general audience requircmerits. . 

6. Listening and Observing Groups--Tlle audience 
is divided into groups which are assigned specific 
duties in viewing the material presented to them.' 

Finally, the adult program which has been planned and 

designed around ·these techniques and sub-techniques can 

then be packaged and present0d in an overall vehicle which 

is intended to facilitate the implementation of the adult 

education experience. 
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The major activity into which the adult learning 

experience is packaged has, in the past, been known as the 

"Course of Instruction." 1Iowever, for the reasons discussed 

previously~ it is no longer advisable to present the adult 

with such an uninspiring program. Additionally, several 

new and exciting new activities have been develoged within 

which the adult educationc:tl e~~perience can be categorized: 

i~he Clinic, the Workship and the Institute. The Clinic 

is a problem oriented expe~ience wherein a group of adults 

address a problem or nUMber of problems over aOn extended 

period of time. 'I'he Worksh'22. is commonly a single meeting 

at which adults \'lith ao common interest are able to interact 

with recognized experts in their field of mutual interest. 

The Institute is an extended period during ~hich authoii-

tative instruction is provided regarding specific areas 

of int~rest. This instruction extends over a series of 

meetings and is generally oriented towards a single broad 

t~pic. 

Regardless. of the techniques and learning activity 

select;6d t -the current technology. of adult education requireS 

that pr~fessional educators be cognizant of the different 

level at which the adult student operates in comparison to 

the adolescent. 0 This factor is aptly illustrated by Aker 

(1965:148) who said: 

• • • it must be pointed out that the methods o 

techniques and materials of adult education should 
be developed especially with their use \'lith adults 
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in mind. High school procedures were found inappro
priate again and again by both the Army and Navy. To 
teach adults successfully, methods and techniques 
undersfandingly adopted to their needs and their 
maturity must be employed. 

The advancemeht of military penology towards the 

humanistic model of behavior shaping and the increased 

necessity to apply adult educational techniques to the 

teaching of military personnel have increased the need 

for professionalism in the military training system. The 

discovery'of the effects that prison staff-prisoner in~er-

active patterns have upon the rehabilitative efforts of the 

military has focused the emphasis of penal reform on the 

education of the prison staff. This, in turn has led to 

the increased demand for the application of more advanced 

adult educational techniques within the military. The 

development of stich learnin<i activities as the "Institute" 

and of such learning techniques as the Buzz Group and the 

Idea Inventory, have immediate implications for the field 

of military training. It is this burgeoning application 

of this new adult educational technology which today 

challenges the military not only in penal reform but 

throughout all of its human response personnel training 

efforts. 
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Chapter 3 

METHODOLOGY 

Chapter 3 discusses the e'xperimental design of the 

stu::y and presents the data collection instruments which 

were employed to test the operational null hypotheses that; 

participants in the Military Traini~g Officers Seminar will 

not exhibit an increase in teaching confidence, nor will 

they recognize an increase in their skills in the area of 

beh::tvioral science methodologies. The chapter is presented 

in three parts dealing separately with data collection, 

research des~gn and data analysis. Data display and com-

putation was treated in the data 'analysis subsection. 

Meth6ds of Da~a C611ection 

The experimental sample was rlruwn from the popu-

lation of military personnel who have rcsp0nsi,bilities for 

training the staffs of military correctional tacilities, 

drug or alcoholic rehabilitation centers or human relations 

programs. The experimental sample was divided into two 

separate groups, each of whose representation was determined 

by the geographi,c location of the course a ttendl~d. ~':hile 

it is reasonable to assume that course participants in the 

California group presented a spectrum similar to those in 
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the Virginia group, th~re is no reason to suspect that 

either group represented a random sample of the population 

of milita~y training officers within the armed services. 

Since the majprity of the participants were drbwn from the 

United states Harine Corps, two elements which affected 

the sample should be considered: (1) human resource 

specializations are new and developing in this military 

organization; and (2) professional trainers within the 

Corps to train such emerging specialists are in short 

supply. The training function is often one of several 

assignments given to military personnel who have such 

designated responsibility. Factors operating to cause this 

condition could include both a tendency toward specifir. 

selection of attendees, which might exist because the 

course presented is the pilot effort in the program, and 

a non-random factor of assignment based on personnel avai1-

ability during the specified period of the course. The 

probable operation of these systematic determinants pre-

sented the investigator with the need to collect meaningful 

data ;~hat can be successfull'y analyzed on a basis which 

does not depend upon the assumption of a random sample. 

Accordingly, the analysis of responses to the survey 

vehicles was performed with mathematical tools that are 

appropriate for non~parametric statistics. 
',' 

The survey vehicles utilized in the study and 

described below were designed to be administered on a "pre" 

and "post" course basis. Appropriate questionnaires were 
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disbursed to the students en mass and the students were 

then given class time to complete and return the instrument. 

Students were instructed not to interact with each other in 

formulating their responses. Likewise, all intergroup 

discussion of personal responses to the "pre-course" in-

strument was discouraged. It was assumed that because of 

physical and time constraints no effort at intergroup 

communication was successful. 

Research Design 

The functional design of the research lent itself 

most readily to discussion of the vehicles as a dichotomy 

of questionnaires designed to assess self-perception of 

abilities and skills, and those designed to elicit eval-

uation of the entire program and of individual modules 

within the program. Examples of these veh:cles are included 

in Appendix D. 

Evaluative Vehicles for Testing Self-Perceptions 

Vehicles were designed which tested the individual 

self-perceptions of course lttendees on a "pre" and "post" 

basis. 

Self-confidence as military trainers in the field 

~dult education. Survey Instruments number E9 and EIO, 

questions number 1, 6, and 7; 7, 10 and 11 respectively, 

have been designed to elicit rosponsQs regarding the self 

confidence of each course attendee with regard to his own 
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capability to fur-ctian effectively as a military adult 

educaticn specialist. This is based Upon the proposition 

that reyardless of the quality of thE course or the import 

of the materials presented, the desired goals of the program 

could not be effected unless participants had or were able 

to reach a moderate level of cr.lllfidence in their abilities 

as adult educators. Accordingly, a "pre-course" assessment 

of self confidence was admillistered to each geographic 

group. A "post-course" vehicle was also administered which 

further analyzed participant levels of confidence. An 

analysis of the similarities or differences in individual 

responses was performed for all members or each geographic 

group. The results vf this analysis \oJere correlated between 

the two participant groups. 

The change in scope of skills in the areas of 

behavioral science methodologies. Survey Instruments E9 

and ElO, questions number 4, 5, 8 and 9 dealt with personal 

assessment of skills in the area of behavioral sciences 

methodologies. The Hpre-course" questionnaire enabled the 

re30'nd~nt to record his ability to provide training in 

areas such as Conflict Re~olution, Feedback Utilization, 

etc. Likewise, the respondent was called upon to make a 

concise judgment of his O\oJl1 preparation to provide training 

in these areas after he has ~ompleted the course. Thus, the 

"post-course" instrument elicited data regarding these 

SUbjects which will be used for a differential analysis of 
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skill areas. This differentiul analysis will, in turn, be 

cox'rclatt)d between the two independent group~; undertuking 

the course of instruction. This comparison and correlation 

of the individual perceptions of changes in the level of 

skills in behavioral science methodology will present a 

measure of the effectiveness of the course in imparti~g a 

\"orking knowledge of these methoc1010g':' es to mili.tary 

training officers. 

Evaluative vehicle for assessment of program and 

Erogram modules. Survey Instrument EIO, questions number 

I, 2, 3 and 5 presented an opportunity for course partic-

ipants to select descriptive statements regarding the 

course program in its entirety. Questions 9 and 10 of ElO 

delineated specific Course modulRs and elicited participant 

responses within categorized areas. These evaluation 

instruments were adlninistered to ... he individual trctining 

groups at the same time as the "post-course" vehicles were 

presented. ' Again, no intergroup participation was per

mitted, as was previously discussed. The individual 

responses were tabulated and a correlation was made between 

the two distinct class groups. 

The opportunity to compare the responses of these 
, 

separate class groups to the sume questionnaire has not been 

lost. Accordingly, as will be described in the anaiysis 

of data section, the responses of ~oth cluss groups to the 

.questions of the survey haw~ been compared and correluted. 
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The results of this corr~lation were a measure of the 

consistency with which the same survey instrument produced 

similar results when applied to two similar but isolated 

. groups. Thus, a correlation techniq'1p. \'lhich was appropriate 

for both parametric and non-parametric data was applied in 

order to suggest a measure of the degree of relationship 

between the two separate rankings. 

A number of open-ended questions were included in 

order to permit respondents the necessary latitude in 

expressing their fullest feelings regarding the program and 

its modules. 
The responses to these questions were reviewed 

and have been included in Chapter 4 to assist the reader in 

formulatiJ!g an independent jUdgment of the effects of the 

course. Further, a compendium of the Future Action Plans 

and Le~rning Experiences reported by the course participants 

on Instrument 5£5 have been included in Appendix F. 

Data Analysis 

The data analysis set forth a description of the 

methodologies by which the separate data gathered from the 

survey instruments wns studied. The descriptive material 

of this plan ha~ been subdivided into sections which deal 

with the treatment of the descriptive statistica~ analysis 

and another witH the inferential statistical analysis. 

These subsections have been further divided into the same 

topical areas of pre-post self perceptions and programj 

module evaluations that were presented previously. 
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~riptive Statif,tical ~nt.:1tion 

The descriptive statistical presentation was 

intended to make available to the reader a complete cata

logue of the results of the survey and serve as the vehicle 

whereby the reader could formulate his own analysis should 

he so desire. For this reason, the'raw data of the survey 

was presented in each table prior to statistical manipu-

laUon. These data are presented in as succinct a form 

as possibl~ in tne back of Cha~ter 4. 

Self confidence as military trainers in the field 

of ,adult education. Data were presented in Chapter 4 which 

showed the frequency of responses to the individual 

questions of the "pre" An~ "pOEt" course g~estionnalrcc 

for the two separate class groups. These data have been 

collected from questions 1, 6 and 7 of InstrumeDt E9 and 

questions 7, 10 and 11 of que;tionnairo ElO. They provid8d 

the basis for a comparison of the "pre" and "post" course 

responses regarding the respondent's ability as ari adult 

educator. The increase or decrease in self confidence was" 

indicated by the increase or decrease in the frequency of 

response and was displayed in the column headed f. The 

data were then coded using a scale extending from I for 

the least confident (e.g., "Inadequate") response to 4 fer 

the most conL.dent. A coded "alue of 0 was assigned to 

"non-responses" in order to normalize the data throughout. 

"The Mode a-1 Mean were computed and displayed as part of 
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the descriptive statistical presentatiQn whenever pertinCJ1~. 

Change in SCope of skills in areas of behavioral 

science methodologies. Data related to the self perception 

of scope of skills in behavioral science methodologies have 

been collected from questions 4, 5, 8 and 9 of Survey 

Instruments E9 and EIO. Questions 4 and 5 of the pre-

course Instrument E9 corresponded to questions 8 and. 9 on 

the post-course Instrument EIO. The frequency of occurrence 

of responses has been tabulated for "pre" and "post" 

responses of each separate group of course attendees. The 

Mode was identified and a weighted scale ... ,as then developed 

for each response. The arbitrary coding scale was indicated 

on the tabular presentation of data in Chapter 4. Gener-

ally, the coding scheme involved assigning a value of 1 

to the least confident response (e.g., "I do not have the 

necessary preparation . .") and increasing the coced 

value in equal increments. A coded value of 0 was assigned 

to "non-responses" in order to normalize the data. through-

out. From these descriptive data the Mode and Mean was 

computed for each course group. 

Program module evaluation. The frequency of 

responses to questions number I, 2, 3 and 5 of Survey 

Instrument EIO ~hich related to program evaluation, were 

tabulated [or each course group and the data were displayed 

in Chapter 4. Likewisa, a frequen~y table for program 

module eHaluations was constructed from rE'sponses t.o 



j. 

l 

questions 9 and 10 of the same Survey Instrument. These 

data were also expressed as a percentage of the whole for 

each separate responding group. 

Responses to questions 13 and 14 or Vehicle ElO 

assigned a usefulness rating to selected Demonstration 

Lessons, Reports and Workshops which were presented during 

the course. These data \..,ere displ.ayed in Chapter 4 in 

terms of the Mean Usefulness Rating assigned to each topic. 

These data were presented for each course group. The 

responses to open-ended questions relating to program and 

module evaluation (questions 1, 2, 3, 4, 6, 12 of Instrument 

EIO, and question 8 of £9 have been summarized in Chapter 

1). 

Inferential Statistical Presentation 

The inferential statistical presentation displa~~s 

the results of the statistical manipulation of the de scrip-

tive data. In general, whenever the chi-square manipulation 

produced "Expected" frequencies which 1t,rere less than five 

data was regrouped into blocs of positive and negative 

responses which increased the "Expected" frequencies to 

levels which are statistically more correct (Downie and 

Heath, 1970:207). 

Self confidence as military trainers in the field 

of adult education. The separate group responses to the 

self confidence questions related directly to the Null 

Hypothesis HOI: That no significant increase in teaching 
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confidence as adult educators will be exllibited by those 

undertnking the courae. Therefore, the "pre" and "post" 

weighted scores of these responses have been subjected to 

a chi-square test of significance. The results of these 

tests have been reported for each separate course group in 

tables in Chapter 4. Additionally, the comparison of 

response scores for aach separate course group gives a 

measure of the reliability of the survey instrumen~ so Iring 

as both Course groupS are monogenous and independent. 

Accordingly, a correlation of the "post-course" responses 

has been made bebleen the two groups, using the Spearman 

Rank-Order Correlation technique. The results of this 

correlation are set forth in the tables. 

Change in scope of skills in the areas of behavior<tl 

science methodologies. The group responses to questions 

relating to change in Scope of Skills in the areas of 

behavioral science methodologies related directly to the 

Null !Iypothesis H02: That no significant increase in the 

Scope of skill in the areas of behavioral science method-

ologies will be perceived by personnel completing the 

course. In order to analyze the significance' of these 

data a chi-square test of significance was applied to the 

weighted scores of the responses by the two groups. 

Further, the Spearman Rank-Order correlation procedure 

was performed on the responses of the two groups in order 

to provide a measure-of the validity of the instrument. 
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The results of these analyses are presented within the 

tabular format of Chapter 4. 

Program/module evaluation. In order to ascertain 

the validity of the instruments used to measure individual 

evaluation of the program and its modules, a correlation 

of the data collected wi thin the t:w~ separa te groups was 

performed. Again, the Spearman Rank-Order correlation 

technique was selected because of its applicability to 

both parametric and n6n-parametric data. The results of 

?~is analysis are presented in Chapter 4. 

Summary 

The descriptive and statistical treatment of the 

data collected in this resear~h is separated into four 

categories: self perceptions of confidence as adult 

educators, self rating of change in scope of skills in 

the areas of behavioral science methodologies, module 

evalua tion and program eval uat. )n. The statistical data 

have been manipulated by non-parametric techniques and 

chi-square tests of significance have been applied. 

Finally, the validity of the survey inst~ument design 

was assessed by the use of the Spearman Rank-Order tech-

nique of correlation. 
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Chapter 4 

ANALYSIS OF DATA 

Chapter 4 presents the data collected at the 

Mili tary Training Officers Semi-..'1ars which were condUcted ,A 

in Williamsburg, Virginia and Pomona, California for the 

Office of Naval Research by the Contractor, Management and 

Organization Development, Inc. The data are divided into 

six subsections for ease of presentation. These sections, 

composed of Demography of Participants, Perceptions of 

Ability as Military Trainees, Perceptions of Change in 

Skills, Module Evaluation, Program Evaluation and General 

Open~Ended statements, are presented in tabular form wherein 

the raw data have been collected to facilitate analysis. 

Demography of Seminar Participants 

The demographic data were recorded by seminar 

participants during the pre-course introductory phase. A 

sample copy of the participant Data Form, ES, is present8d 

in Appendix D. Data collected by analysis of these instru-

ments are presented herein. 

1. The .Rank Structure of the class varied between 

Lieuteriant Co16nel and Master Gunnery Sergeant. The com-

Position of the seminar cl,sses is apparent from the 
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following resuJ. t~;: 

Rank Vir2inia California 

Lt Col 1 2 

Maj/Lcdr (USN) 7 4 

v' Capt/Lt (USN) 6 3 

1 Lt 5 9 

WO 2 4 

Sgt Ha ", 
"p 0 1 

M Gy Sgt 2 1 

M Sgt 0 4 

Gy Sgt 0 3 

Total 23 31 

2. All major Marine Corps installations were 

; represented at the seminars. However, 'che geographic 

pr~ximity of the participant's place of duty to a seminar 

site and the size of the base \.,ras a determining factor in 

course attendance as can be seen from the following list of 

course attendees: 

Virginia Classl 

Marine Corps 
Installation 

MCB, Camp Lejeune, N.C. 

MCAS, Cherry Point, N.C. 

MCSC, Albany, Georgia 

MCS, Quantico, Va. 

Number of 
Attendees 

5 

4 

2 

3 

lOne course attendee was a United States Army 
observer stationed in t'Jashington, D.C. 'f\vO other observers 
from the Office of Naval Research and the Navy's Department 
of Corrections were not included in the analysis. 
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Virginia Class 

Mar ine Cr;rr>s 
Installation 

FMFLANT, Norfolk, Va. 

MCAS, Beaufort, S.C. 

-. --------,._-------

Number of 
Attendees 

1 

·2 

MCRD, Parris Island, S.C. 2 

HQMC, ivashington, D.C. 3 

Total 22 

California Class2 MCAS, Yuma, Arizona 2 

NAS, Miramar, Calif. 1 

MCB, Camp Pendleton, Calif. 9 

MCAS, El Toro, Calif. 8 

MCRD, San Diego, Calif. 3 

NTC, San Diego, Calif. 1 

NAVSTA, Long Beach, Calif. 1 

MCAS (n), Santa Ana, Calif. 2 

MCSC, Barstow, Calif. 2 

Mcn, Twenty-nine Palms, Calif. 2 

Total 31 

3. A broad spectrum of job categories was repre-

sented at both classes however, all were related to the 

field of "human development." Conversely, a compari.son 

of job categories with the Military occupational Specialty 

(MOS) designator which had been assigned by the Marine 

Corps, to each of the class participants indicated a 

20ne course attendee and observer was a Navy 
Lieutenant Commander who represented the Human Resource 
Development Centers of the Department of the Navy. 
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number of disparities between the duty performed and duty 

for which military preparation has been certified through 

the assignment of MOS. A tabular correlation between job 

cat~gory and appropriateness of MaS is presented in Table 1. 

Table 1 

Job Category and J\ppropr..iatcness of 
Military OccuP;lU,'Jlwl Special ties 

of Course Participants 

Job Category No. Attending Military Occupational 
Specialty 

Appropriate Inappro pr 1a te 

Va. Ca. Va. Ca. Va. Ca. 

Security Officer 2 0 2 0 0 0 

corrections Officer 8 5 7 5 1 0 

Drug Abuse Officer 1 3 0 0 1 3' 

Human Relations Officer 7 7 2 3 5 4 

Judge Advocate 1 0 1 0 0 0 

Chaplain 1 1 1 1 0 0 

Training Off/NCO 1 4 1 2 0 2 

Battalion Commanding Officer 1 0 1 0 0 0 

Provost H.J.rshal 1 6 1 4 0 2 

Personnel Leadership Instructor 0 2 0 0 0 2 

Company Exec/Bn apso 0 2 0 2 0 0 

Executive Assistant: lIuman 
Resource Development Center 0 1 0 1 0 0 - - - - - -

Total 12J 31 16 18 7 13 

-
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4. The composition of the two classes with regard 

to Educational Levels; Service Experience and Job Satis

faction; Teaching dnd Instructing Experience and Current 

Participation in Education was similar as is indicated by 

'X'able 2. The detailed data of educational levels is 

presented in Table 3. 

Serv ice and Eeluca tional Composit.ion 
of Seminar Group~ngs 

Group Composition Va. Class Ca. Class 

Service Experience 12.5 years 14.6 years 

Mean Job Satisfactionb 4.0 4.1 

F.duc.'J. tional L~velsc 15.2 years 14.8 years 

Hedian Education Level 15.9 years 15.0 years 

Teachi ]1<J Experience 34.01. 45.U 

Instructing Experience 74.0% 80.6'1, 

CUrrent Partie ipa tion 
in Educa tion 61.0'1, 74.1'1. 

Engaged in Degrec Oriented 
Bduc,·, tion 13.H 51.6% 

Mean for Both 
Classes 

1'3.5 

4.0 

'.5.0 

15.5 

39.9 

77.3 

67.5 

32.3 

ilPcrcentagcs shown represent the proporl:ion of the total 
participation within each course group wl~ have the indicated 
experience or are currently partic'.pating in educational programs. 

bJob Sa tisfaction I-.'as rilnkcd 011 a sCi'!le \~hich sLowed increasing 
sa tisfaction from 0 to 5. 

c rn computing the mean ror the California group' one resI:-">Ondcnt 
who c] aimed 30 YCilr.s and an Hil <\lid another \·,ho claimed 2~ years and a 
Eli \oJer,:! rt~corded as 18 ancl' 16 1 pnpcctivl'ly. 
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• Ye'ars Education 

20 

19 

18 

17 

16 

15 

14.5 

14 

13 

12.5 

12 

11 

6 

No Response 

Total 

Table 3 

Education Levels 

Va. CJ.2.SS Ca. Class 

1 
0 

1 2 

3 
2 

3 3 

6 7 

1 2 

0 2 

1 2 

1 1 

0 1 

5 7 

0 1 

1 0 

0 1 

23 31 
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5. The most frequent r.esponse related to academic 

achievement was, for both course groups, the Baccalaureate 

degree. Table 4 presents the specific data collected. 

Table 4 

Academic Achievement Level 

Academic Achievement Va. Ca. 

-
Ph.D. 

I I 
MAIMS 

I 5 

BA/BS/LLB 
12 8 

AAa 
2 6 

High School Diploma 7 9 

Non-High School Graduate 0 1 
No Response 

0 I 

Total 23 ':h 

aResIX>ndents who claimed two or more years of college level 
work have been included with the one person [rom the California group, 
who holds the degree of Associate in Arts. 
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6. Fourteen p~rticipants in the Virginia course 

and twenty-three from the California course indicated thu~ 

they are currently participating in continuing education 

programs. Table 5 presents a breakdown of the data 

collected. 

Table 5 

Current Participation in Contin:.ling 
Education Programsa 

--
Continuing Programs Va. 

lnservice Training 3 

Non-Degree Course \'lork 1 

Degree Course Work 3 

Military Correspondence Course 10 

Non-Military Correspondence 
Course 3 

Other 0 

Total 20 

Ca. 

2 

1 

17 

4 

2 

0 

26 

were permi tted to select mul tiple responses. 

o 

_ I 
l)' 

aRespondents 
Fourteen individuals 
the California class 

in the virginia clasc. ~nd twentY-th~'-ee from I 
• 'd' d U reportea as 1n 1cate . ~ 

~--: 
! 
! 
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7. Course participa~ts who were currently ,engaged 

in work which involved either training, instructing or 

counseling ""ere' asked to indicate the ilmuunt o[ lime pur 

day spent in such duties. The average daily allocation 

among the thirteen respondents in the Virginia group was 

3.38 hours. The average among the twenty-three California 

participants was 4.26. The specific response to the ques

t':on regarding the number of work hours devoted to edu-

cational counseling duties was as follows: 

Time Va. Ca. 

Full Day. 3 '6 

Three Quarter Day 0 2 

Half Day 2 5 

Quarter Day 6 9 

No Response 2 1 

Total 13 23 

8. Responses to questions regarding areas of 

concern relative to the training of military personnel 

exhibited a preponderance in the area of Human/Race 

Relations. Respondents I'Jere permitted to make more them 

one selection of an area of concern. Specific data col-
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Table 6 

Area of iluman Resource Concern 

Area of Concern Single Choice l1ultiple Chcice:a 

Va. Ca. Va. Ca. 

Corrections 5 7 5 1 

Alcohol Ed\'.cation 0 0 7 4 

Drug Abu,:;e 1 4 7 4 

Human/:1.ace Relations 5 9 8 4 

Other 1 7b 
0 0 

Total 12 27 27 13 

aResp:>ndents who selected I110re than one area of concern have 
not been grouped with those I-lho indicated a single area. Therefore, 
line one indicates a grand total of ten respondents in the Virginia 
group \'Iho reported that "correc tiol1r;" ~Ias an area wi th which they 
were concerned. 

bThree California respondenLs specified "Leadership" and two 
specified "Law EnforcemenL" when selecting "CltLcr" as their area of 
concern. 
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9. A comparison qf responses to question l4a, 

"Training area of application of Seminar techniques" and 

question 12, "Area of Behavioral Concern" revealed that 

most participants expected to apply the seminar techniques 

in areas closely related to their expected job. Grouped 

,comparison of responses produced the following results: 

Va. Ca. 

Responses Compared Favorable 14 25 

R;?SPOnSes Did Not Compare 
,(lvorably 3 3 

No Response 3 3 

Do !~ot Expect t.o Apply 
Techniques 3 0 

Total 23 31 

10. Most course participants expected to return 

to the same job they had before attending the seminar. 

Data grouped by course attended produced the following 

result.::: 

Va. Cn. , 

Same Job 13 23 

New Job 3 2 

Additional Duty 2 4 

Change in Previous Duty 0 1 

No Response 5 1 

Total 23 31 

-328-

' .. ' ,( 

" 



Self Perception of Ability as Military 
Trainers in the Field 

of Adult Education 

The self analysis of personal abilities as an adult 

educator were recorded by seminnr participants in three 

areas: Abilities as an Adult Educator, Abilities to utilize 

Selected Training Methodologies and Ability to Design, 

Conduct and Evaluate Training Programs. These perceptions 

relate directly to the null hypotheses: 

HOI: That no significant increase in teaching 

confidence as adult educators will be exhibited by those 

undertaking the course. The following dat~ are presented 

to facilitate analysis of the null hypothesis: 

Self rating of abilities as udult euucators. Pnr

ticipants rating their own abilities as adult educ~tors 

on a "pre"-"post" basis showed a decrease in the post 

course mean rating seleuLeu by the Virginia group and an 

increase in the California group. Applicntion of the 

Chi-Square test failed to achieve a sufficient level of 

significance to permit rejection of the null hypotheses. 

A positive "post" response correlation between the two 

seminar groups of .813 \Vas demonstrated by the Spearman 

Rank-Order technique. Table 7 displays a detailed com

pilation o~ the data collected. 
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Table 7 

Self Rating of Abilities as Adult Educator 

Rating Wt(x) Va. 

Pre-f post-fa M Pre-f 

More than Adeqtiate ,~ 11 11 14 

Adequate 3 12 7 -5 13 

Inadequate 2 0 0 3 

Does Not Apply 1 0 6 6 1 

No Response 0 0 0 0 - - -
Total - 23 24 31 

Mean (x) - 3.48 2.96 3.29 

X2 .015 3.53 

df 1 0 

Correlation .81.3 

"aOne respondent chose two answers. 
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Ca. 

Post-f I M 

7 -7 

18 5 

1 -2 

3 2 

2 2 -
31 

2.80 



Previous Attempts at Training 

The majority of respondents rated their previous 

attempts at training to have been adequate. Table 8 pre

sents a detailed breakdown of the data collected. 

Table 8 

Previous Attempts at Training 

Rating Va. %a Ca. 

More than Adequate 4 1~.4 7 22.6 

AdequatE: 12 52.3 13 41.9 

Inadequa teo 1 4.3 6 19..1 

Does Not Apply 6 26.0 4 12.9 

No Response 0 0 1 3.2 

Total 23 100.0% 31 100.0% 

apercent of individual class group participation is indic ... Led . 

Self rating of qualifications in use of training 

methodologies. Participants rating themselves in the use 

of Films, Slides, Audio Tapes/Cassettes, Video Tape, 

Resource Instruments, Resource Papers, Group Processes, 

Action Learning and Action Research exhibited a general 

increase in self perceptions from "pre" to "post" course 

ratings. However, in the case of the Virginia group only 

the increase in Abilities to use Action Learning was 

stat:~tically significant beyond the .05 level. The 

general increase in the data from the California group 
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reached an acceptable level of significance in all cases 

except lnstructional Films and Group Processes. It is 

therefore advisable to reject the null hypotheses on ~he 

6asis of these data only in the case of the California 

group. Table 9 presents a detailed compilation of the 

data only in the case of the California group. Table 9 

presents a detailed compilation of the data collected and 

Chart 1 illustrates the change in the mean ranking of 

Training Methodologies Qualifications. 

Qualified to Wt(x) 
Use Method-
ology 

Yes 3 

Somewhat 2 

No 1 

No Response 0 

Total 

X 

X2 

df 

Correlation .917 

Tabl,e 9 

Qualifications in the Use of 
Training Methodologiesa 

Instructional Films 

Va. 

Pre-f Post-f 6f Pre-f 

11 10 -1 12 

7 8 +1 10 

3 5 -2 7 

2 0 2 - - -
23 23 31 

2.18 2.22 2.03 

.0876 3.722 

1 2 

Ca. 

Post-f 

19 

8 

'2 

2 -
31 

2.42 

-

t.f 

7 

-2 

-5 

3 The correlation figure relates the two sets of "Post Course" 
responses. 
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Qualified to Wt(x) 
Use Method-
ology 

Yes 3 

Somewhat 2 

No 1 

No Response 0 

Total 

X 

X2 

df 

Correlation .950 

Yes 3 

Somewhat 2 

No 1 

No Resp::mse 0 

Total 

X 

X2 

df 

Correlation .750 

Table <) (continu(~d) 

.-.----------.--.-.~ ~.---.... ----

Instructional Slides 

Va. Ca. 

Pre-f Post-f M Pre-f postL 
12 10 -2 12 2] 9 

7 7 0 10 6 -·4 
, 

2 6 +4 7' 2 -5 

2 '0 2 2 - - - -
23 23 31 31 

2.26 2.44 2.03 2.4B, 

.349 5.2.5 , 

1 1 

--
Audio-Tapes/CassetteR 

8 8 0 9 18 9 

6 9 +3 11 10 -1 

6 5 -1 9 1 -8 

3 1 2 2 - - - -
23 23 31 31 

., 

1.82 2.04 l.87 2.10 

0 5.35 

1 '1 
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Table 9 (continued) 

Video Tape 

Qualified to Wt(x) Va. 
Use Method-
ology f-

Pre-f Post-f t!.r 

Yes 3 7 6 -1 

Somewhat 2 3 6 +3 

No 1 10 10 0 

No Response 0 3 1 - -
Total 23 23 

X 1.61 1. 74 

X2 .1089 

df 1 

I Correlation .350 

Group Process 

Yes 3 9 11 +2 

Somewhat 2 8 12 +4 

No 1 3 0 -3 

No Response 0 3 0 - -
Total 23 23 

X 2.00 2.48 

X2 .231 

df 1 
, 

Correlation .80 

Prc-f 

3 

9 

17 

2 -
31 

1.42 

8.43 

I 
2 

I 

10 

13 

7 

1 -
31 

2.03 

5.33 

2 

,. 

Ca. " 

Post-f 

13 

9 

7 

2 -
31 

2.06 

19 

8 

2 

2 -
31 

2.42 

-
M 

----
10 

-10 

I 

9 

-5 

-,5 
! 
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Table 9 (continued) 

Action Lt!arning 

Qua1ifieG to Wt(x) Va. c-u, 

Use Method-
ology 

Pre-f Post-f M Prc-f Po~;l-f M 

YeS 3 4 13 +9 5 19 14 

somewhat 2 10 10 0 10 10 

No 1 5 0 -5 14 0 -14 

No Response 0 4 0 2 2 - -
Total 23 23 31 31 

X 1.61 2.56 1.58 2.48 

X2 7.55 18,96 

I df 1 2 

Correlation I .95 I I 
Action Research 

Yes 3 4 8 +4 5 12 7 

Somewhat 2 11 11 0 8 13 5 

I 
No 1 

·1 
4 4 0 16 4 -12 

No Response 0 

I 
4 0 2 2 - - - -

. Total 23 23 31 31 

X I 1.65 2.18 1.52 2.13 

X2 1.802 10.07 

df 1 2 . 

Correlation .85 
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Table g (continued) 

Resource Instruments 

Qualified to Wt(x) Va. 
Use Method-
ology . 

Pre-f Post-f M Pre-f 

Yes 3 4 9 +5 6 

Somewhat 2 9 11 +2 9 

No 1 5 3 -2 14 

No Response 0 5 0 2 - - -
Total 23 23 31 

X 1.52 2.26 1.62 

X~ 2.679 16.177 

df 1 2 

Correlation .600 

Resource Papers 

Yes 3 5 8 +3 6 

Somewhat 2 9 12 +3 ]2 

No 1 5 3 -2 10 

No Response 0 4 0 3 - - -
, 

Total 23 23 31 

X 1.65 2.22 1.68 

.917 10.80 

df 1 2 

Correlation .600 
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13 4 
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31 

2.39 
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Action 
Learning 

Group 
Process 

Re~ourcE: 

Papers 

Resource 
Instruments 

Vid:.:o 'l'ape 

Audio Tapes/ 
Cassettes 

Instructional 
Slides 

Instructional 
Films 

o co . . ,..., N 

\0 

N 

\ .,\\ 
* 

* 

ft· 

I 
I 
I 
I 
I 

N 

N 
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Self rating of ability to design, conduct and 

evaluate training programs. The increelse in the self 

ratings of individual abilities to design, conduct, and 

evaluate training programs reached the .02 level of sigoif-

icance in the Virginia group delta and the .001 leve] in the 

California group. Based upon this statistic and the 

positive Spearman Rank-Order Correlation factor of 1 it is 

possible to reject the null hypothesis. Table]O presents 

the statistical data collected from both course groups. 

I 
Ability 
Rating 

Yes 

Somewhat 

No 

No Responsa 

. Total 

X 

X2 

df 

Correlation 

Table 10 

Ability to Desi9n, Conduct and Evaluate 
tra~ning programs 

I 
Wt(x) Va. Ca. 

Pre-f Post-f M Pre-f Post-I . 
3 4 12 +8 5 16 

.2 9 11 +2 8 11 

1 9 0 -9 16 2 

0 1 0 2 2 - - - --
23 23 31 31 

1. 70 2.52 1.52 2.32 

6.14 15.2 

1 2 

1.0 
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Self-perceetinns of Change in Scope of 
skills 1n the Areas of Behavioral 

Science Methodologies 

The self analysis of changes in scope of skilis in 

behavioral science methodologies was recorded in response 

to questions which assessed individual ability to provide 

training in selected behavioral areas and to teach a staff 

course'in those methodologies. These responses provided 

data which is directly rela te.d to the null hypothesis: 

Ho2 : That no significant increase in the scope of 

skill in the areas of behavioral science methodologies 

will be percei~ed by personnel completing the course. 

Pre-Course Self-Perceptions of 
Knowledge and Skill in the 
Applied Behavioral Science 

Participants were asked, in the pre course question-

naire, to rate their knowledge and skill in the Applied 

Behavioral Sciences. A majority of respondents expressed 

a lack of confidence in thei~ skills. Table 11 shows the 

detailed distribution of the data. 

Self-rating of qualifications to provide training 

in selecteu behavioral methodologies. The differential 

increase in self-perceptions of abilities to provide 

training in sel~cted behavioral mEthodologies failed to ~ 

reach a level of statistical significance in all bat three 

areas in the case of the -Virginia group. Conversely, 

application of x2 to the data from the California group 
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indicated a minimum .05 level of significance in all but 

two cases. Accordingly, it is generally possible to reject 

the null nypothesis in the case of the California gro~p 

for all but the Cul~ural Influence and Feedback Ut11ization 

methodologies. The Sp~arman Rank-Order Corr3lation co-

efficient for "post course" ratings of the two groupings 

, ... as a positive .95 and both groups exhibited an increase 

in the "pre"-"post" mean ratings. Table:2 shows the 

detailed distribution of the data and Chart displays the 

change in mean rating of aLilities. 

Table 11 

Pre-Course Self-Perceptions of Y~owledge 
and Skill in the Applied 

Behavioral Science 

Self Ratins: Va. ,a Ca. 

More Than Adequate 7 30.4 5 

Adequate 11 47.8 10 

Inadequate 5 21.8 14 

Does Not Apply 0 0.0 2 

No Response '0 0.0 0 

Total 23 100.0% 31 

apercent of individual course grouping is displayed. 
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Qualified 

Yes 

Somewhat 

No 

No Response 

Total 

X 

X2 

df 

Correlation 

.,t· 

Table 12 

QlAalification to Prvvi1e 'I'raininr] 
in Behavioral Methodologies 

Human Behavior 

Wt(x) Va. 

Pre-f Post-f M Pre-f 

3 8 13 5 9 

2 8 10 2 13 

1 6 0 -6 9 

0 1 0 0 - - -
23 23 31 

:2 2.56 2.00 

2.000 9.411 

1 2 

.95 I I 
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31 
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ill 

QUalified 

--
Yes 

Somewhat 

No 

No Response 

Total 

X 

X2 

df 

Correlation 

Yes 

Somewhat 

No 

No Response 

Total 
-

X 

X2 

df 

Correlation 

Wt(x) 

3 

2 

1 

0 

I 

I .95 

3 
I 

2 

1 

0 

.95 

Table 12 (continued) 

Communication 

Va. Ca. 

Pre-f Post-f M Pre-f Post-f M 

6 15 9 12 23 11 

9 8 -1 13 5 -8 

6 0 -6 6 1 -5 

2 0 9 2 2 -., -- - -
23 23 31 31 

1.82 2.65 1.87 2.58 

2.000 7.94 

1 1 

Conflict Resolution 

4 10 5 10 19 9 

9 9 0 6 8 2 

8 4 -4 14 2 -12 

2 0 1 2 1 - - - -
23 23 31 31 

1.65 2.26 1.81 2.42 

3.698 9.456 

1 2 
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Table 12 (co'ntinued) 

Feedback Utilization 

Qualified Wt(x) Va. 

Pre-f Post-f t::.f 

Yes 3 4 9 5 

Somewhat 2 7 12 5 

No 1 9 1 -8 

No Response 0 3 1 - -
Total 23 23 

X 1.52 3.12 

[ 

~I"~,·.·.·· " 

x2 2.67 

df 
, 
.Is 

Correlation .800 

Cultural Influence 

Yes 3 5 11 6 

Somewhat 2 10 11 1 

No 1 6 1 -5 

No Response· 0 2 0 - -
Total 23 23 

X 1. 78 2.44 

X
2 3.44 

df 1 

Correlation .95 

- . 

Ca. 

Prc-f Post-f 

10 15 

11 12 

9 2 

1 2 - -
31 31 

1.97 2.29 

3.61 

2 

8 17 

12 9 

10 3 

1 2 - -
31 31 

1.87 2.72 

5.54 

2 

M 

5 

1 

-7 

1 

9 

-3 

-7 
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Qualified Wt(x) 

Yes 3 

Somewhat 2 

No 1 

No Response 0 

Total 

X 

X2 

df 

Correlation .95 

Yes 3 

Somewhat 2 

No 1 

No Response 0 

Total 

X 

X2 

df 

Co.rrela tion .75 

Table 12 (continued) 

Group Behavior 

Va. 

Pre-f Post-f f:..f Pre-f 

6 16 10 9 

8 7 -1 10 

7 0 -7 11 

2 0 1 - - -
23 23 31 

1. 78 2.70 1.87 

8.71 10.20 

1 2 

Interpersonal Skills 

2 10 8 6 

7 12 5 10 

11 1 -10 14 

3 0 1 - - -
23 23 31 

1. 35 2.39 1.68 

7.22 9.96 

1 2 

Ca. 

Post-f 

18 

11 

0 

2 -
31 

2.13 

14 

13 

2 

2 -
31 

2.32 

,---
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Qualified 

Yes 

Sornewha,t 

No 

No Response 

Total 

-
X 

X2 

df 

Correlation 
I 

,.., 

Yes 

Somewhat 

No 

No Response 

Total 

X 

X2 

df 

CorreIa tion 

Table 12 (continued) 

Managing Change 

wt(x) Va. 

Prc-f Post-f 1M Pre-f 

3 2 9 7 5 

2 10 14 4 11 

1 t 7 0 -7 14 

0 4 0 1 - - -
jt3 23 31 

1. 43 2.39 1.65 

5.86 11.30 

1 2 

.95 
I I 

Behavioral Strategies with Clients 

3 2 7 5 6 

2 5 13 8 11 

1 13 3 -10 13 

0 3 0 1 - - -
23 23 31 

1.26 2.18 1.71 

3.451 7.83 

1 2 

.95 

Ca. 

Post-f 

11 

17 

1 

2 -
31 

1.87 

10 

17 

2 

2 -
31 

2.13 
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Self rating of ability to teach staff course. 

Analysis of the rating dat~ from the Virginia group dis-

closes an increase in confidence in ability to taach the 

staff course which is not significant Rt the .05 level. 

The California group data exhibited an inversion in the 

mean ratings f,rom "pre" to "post" response. Further, these 

data did not reach an acceptable level of significance, 

consequently, it is not possible to reject the null 

hypotheses on the basis of responses from either group. 

A positive correlation is ~xhibited between the "post" 

course responses of the two groups with a correlation 

coefficient of ,886. Table 13 displays the statistical 

data relating to this analysis. 

Module Evaluation 

The module evaluation responses, which provide 

evaluative data regarding participant ratings of the' 

separate cause modules have been subdivided into a Demon-

stra tion Lessons section and a tvor}~shop and Report section. 

Data from both these sections \.,rere fot'.nd to have a positive 

correlation between the two class groups. 

Demonstration Lessons 

When rating the value of th~ separate demonstration 

lessons, participants from both course grcupings responded 

f~vorably to all lessons with one exception. In all cases 

except the Military Correctional Trends lesson, at least 

., , 

I .' 

.... ' .. . . , 



50 percent of the respondents rated the demonstration 

lcason~ Good/Excellent. There is a positive correl~tion 

between all but one of the ratings assigned by the two 

participant groups. Table 14 presents the individual 

module ratings. 

Workshop and r~port evaluation. The Mean rating of 

the Hork-shop and Report Evaluation for the Virginia course 

was found to be 3.26 which corresponds to a verbal score 

of Average/Good. The Mean for the California group \"as 

3.37. A positive correlation was found in all cases using 

Spearman's'Rank-Order method to compare the responses of 

the two course groups. Table 15 presents the detailed 

data gathered from the two course groups. 

Program Evaluation 

The. evaluation of the overall program was accom-

plished on the basis of responses to four questions. The 

extent to which expectations of the course were fulfilled 

and the belief in the benefit of the course were reported 

favorably by t~e majority of both course groups. Effec

tiveness of speakers and a comparison of the program with 

other military training programs were generally rated "Very 

Good-Excellent. ': A positive correlation between the ratings 

assigned by the two course groupings was found in all cases. 

Table 16 displays the grouped responses to questions related 

to program evaluation. 
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Table 13 

Rating of Ability to 'reach Staff C:>urse 

Self. Rating 
I 

Wt(x) Va. Ca. 

Pre-fa Post-fb M Pre-fc Post-fd 
I 

Have I'repara tion 5 1 4 3 2 6 

Learning Resources 
Exist/Nell Provided 
by MTOSe 4 2 3 -1 3 S 

MTOS Will/Has Given 
Me Confidence 3 11 11 17 9 

Not Prepared 2 5 2 -3 8 4 

Not My Responsibi~ity 1 5 8 -3 4 12 

No Response 0 1 0 0 2 - - - -
Total - 25 28 34 41 

X 2.44 2.75 2.73 2.66 

X
2 .383 .509 

df 1 1 

CorreIa tion .89 
, 

aTwo respondents selected t~u answers. 

bThree re~pondents selected two answ.ors; one respondent 
selected three answers. 

CThree respondents selected two answers. 

Of 

4 

5 

-8 

-4 

8 

2 

dEight respondents chose t~u answers; one respondent selected 
three. 

eThis response related to the availability of resources before 
the MTOS and after. 
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Rating 

Excellent 

Good 

Average 

Fair 

Poor 

No Response 

Total 

-X 

Correlatiun 
\ 

Table 14 

Rating of Demonstration Lessons 

COI"muniGa tions 

Wt(x) Va. 

N % N 

5 8 34.8 17 

4 10 43.5 6 

3 <1 17.4 3 

2 1 4.3 0 

1 0 0 0 

0 0 0 5 - --- -
23 100.0% 31 

4.1 4.1 

6.7 

-350-
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Table 14 (continued) L 

Culture 

Rating Wt(x) Va. Ca. 

N % N 't 

Excellent S 5 21. 7 S 25.8 '-
, 

; 

Good 4 8 34.8 10 32.3 
1 
j 
I 

Average 3 6 26.1 G 19.4 i 

. i 
; 

Fair 2 4 17.4 1 3.2 I 

t 
Poor J 0 0 1 3.2 

No Response 0 0 5 16.1 - --- - ---
Total 23 100.0% 31 100.0% 

I 
\.J 1 

.1 

X 3.6 

I 
3.5 

Correlation .B1 

! , 
./ 
, ~ 

·1 
I .. ; , , 

f Team Building/Organizational Relations 
" 

I 

t 
1 , 

I 
t 
" j 

I 'n 
I I 

Excellent 5 3 13.1 9 29.0 

Good 4 9 39.1 12 38.8 , 
Average 3 10 43.5 5 16.1 

Fa,il" 2 0 0 0 0 ; 

I 
i , 
! 

·1 
., 

: ~ 
, l~ 

Poor 1 0 0 0 0 

No Response 0 1 4.3 I 5 16.1 - --- - ---
Totdl 23 100.0% 31 lOO.O'S 

\ 

1 

',: ~ :. , 
, ) 

I 

X 3.7 3.7 

Correlation .758 
~ ; 

t 
t 

." +,: 
't ~h 
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Table 14 (continued) 

Management of Change 

Rating Wt(x) Va. 

N % N 

-
Excellent 5 3 13.1 10 

Good 4 11 47.8 9 

Average 3 7 30.4 7 

Fair 2 2 8.7 0 

poor 1 0 0 0 

No Response 0 0 5 - -- -
Total 23 100.0% 31 

X 3.6 3.7 

Correlation .758 
i 

Practice Lessons by Participants 

Excellent 5 7 30.4 9 

Good 4 7 30.4 12 

Average 3 9 39.2 5 

Fair 2 0 0 0 

Poor 1 0 0 0 

No Response 0 0 0 5 - -- -
Total 23 100.0% 31 

, I 

X 3.5 3.7 

Correlation .671 

-352-

Cil. 

.. 

32.3 

29.0 

22.6 

0 

0 

16.1 ---
100.0\ 

-29.0 

38.8 

16.1 

0 
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16.1 ---
100.0% 

I 
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Table 14 (continued) 

Mi~itary Correct.ional Trends 

Rating Wt(x) Va. 

_. 
N % 

F..xcell~nt 5 2 8.7 

Good 4 1 4.3 

Average 3 8 34.8 

Fair 2 5 21. 7 

Poor 1 4 17.4 

t 
NO.Response 0 3 13.1 -

Total 23 100.0% 

X 2.6 

Correla tion -.541 
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Ca. 

N \ 

8 25.8 

6 19.4 

5 16'.1 

·5 16.1 

2 6.5 

5 16.1 -
31 100.0'6 
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Table 15 
" 

Workshop and Report Evaluation 

Adult Education Approaches 

Rating h't(x) I Va. Ca. 

N % N t 

I 
Excellent 5 0 I 0 6 19.4 

Good 4 4 17.4 11 35.5 

Average 3 15 65.2 8 25.8 

Fair 2 1 4.3 1 3.2 

Poor 1 3 13.1 0 0 

No Response 0 0 0 5 '.6.1 - --- - ---
Total' 23 100.0% 31 100.01. 

" 

X· 2.9 3.6 

-Correlation .285 
1 
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Table 15 (continued) 

Report on "Team Building" Project 

Ratir.g Wt(x) Va. Ca. 

-
N % N % 

Excellent 5 3 I 13.1 5 16.1 

Good I 4 6 ~6.1 17 54.9 

Average 3 9 39.1 4 I 12.9 

I Fair 2 4 17.4 0 0 

Poor 1 0 0 0 0 

No Response 0 1 4.3 5 16.1 - --- -
Total 23 100.0% I 31 100.0% 

X 3.4 3.2 

CorreIa tion .285 

--
" Philosophy and l1ethodology of Action Learning 

Exr:el1e'1t 5 0 0 7 22.6 

Good 4 10 43.5 12 38.7 
, . 

Average 3 8 34.8 6 19.4 

Fair 2 3 13.1 1 3.2 

Poor 1 1 4.3 0 0 . 
No Response 0 1 4.3 5 1"'.1 - --. 

Total 23 100.0% 31 100.0% 
I • 

X 3.2 3.6 

CorreIa tion .329 
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Rating 

Excellent 

Good 

Average 

Fair 

Poor 

No Response 

Total 

X 

COJ~re1ation 

Excellent 

Good 

A'verage 

Fair 

Poor 

No Response 

Total 

X 

Correlation 

Table 15 (continued) 

Media l-Iorkshop 

Wt(x) Va. 

N % 

5 1 4.3 

4 3 13.1 

3 12 52.1 

2 3 13.1 

1 2 8.7 

0 2 8.7 - ---
23 100.0% 

2.9 

.029 

"Behavior Management" Project 

5 7 30.4 

4 13 5G.5 

3 3 13.1 

2 0 0 

1 0 0 

0 0 0 - ---
23 100.0% 

--
4.2 

.843 
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N I 
7 

11 

5 

3 

0 

5 -
31 

3.5 

13 

11 

2 

0 

0 

5 -
31 

4.0 

Ca. 

% 

22.6 

35.5 

16.1 

9.7 

0 

16,1 ---
100.0% 

42.0 

35.5 

6.4 
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16.1 
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Table 15 (~ontinucd) 

Action Research on Training 

Rating Wt (x) Va. 

N % 

Excellent 5 2 8.7 

Good 4 4 17.4 

Average 3 12 52.2 

Fair 2 3 13.1 

Poor 1 1 4.3 

No Response 0 1 4.3 -- ---
Total 23 100.r% 

X 3.1 

Correlation .664 

Problem.Solving on POlllB 

Excellent 5 4 17.4 

Good 4 5 21.8 

Average .3 9 39.1 

Fair 2 1 4.3 

Poor 1 1 4.3 

No Response 0 3 13.1 - ---
Total 23 100.0% 

X 3.5 

Correlation .772 
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Ca. 

N % 

5 16.l 

14 45.2 

6 19.4 

0 0 

1 3.2 

5 16.1 - ---
31 100.0% 

2.9 

10 32.2 

8 25.8 

7 22.6 

0 0 

0 0 

6 19.4 - ---
31 100.0% 
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Table 15 (continueu) 

. Staff Training Needs and Hodels 

Rating wt(x) Va. 

N \ 

Excellent 5 1 4.3 

Good 4 6 26.2 

Average 3 9 39.1 

Fair 2 2 8.7 

Poor 1 1 4.3 

No Response 0 4 17.4 - ---
Total 23 100.0% 

X 3.2 

Correlation .757 

Seminar Review and Research 

Excellent 5 0 0 

Good 4 3 13.1 

Average 3 11 47.8 

Fair 2 2 8.7 

Poor 1 'J 4.3 , 

No Response 0 6 .~6.1 - ---
Total 23 100.0% 

X 2.9 

Correlation .643 

Ca. 

N % 

7 22.6 

8 25.8 

10 32.3 

1 3.2 

0 0 

5 16.1 - ---
31 100.0% 

3.2 

5 16.1 

11 35.5 

7 22.6 

1 3.2 

1 3.2 

6 ~. -
31 lOO.Ol 
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Table 16 

Program Evaluation 

To what extent were your expectations in coming to this program 
fulfilled this week? 

Evaluation Wt(x) Va. Ca. 

N % N % 

Very Well 3 5 21. 7 20 64.5 

To Some Extent 2 15 65.2 9 29.0 

Very Little 1 3 13.1 0 0 

No Res,lX>nse 0 0 0 2 6.4 - --- - ---
Total 23 100.D'!. 31 100.0% 

X 2.1 2.53 

Correlation I .600 

Do you believe that this week's program \~ill assist you in improving 
your work in human resource development? 

Very Well 3 7 30.4 23 74.2 

To Some Extent 2 14 60.9 6 19.4 

Very Little 1 2 8.7 0 0 

No Response 0 0 0 2 6.4 - --- - ---
Total 23 100.0't 31 100.0% 

X 2.2 2.fl 

Correlation .600 
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Table 16 (continued) 

How effective were the apcilkerH and cl i!)(;I'!:!:ion l()ild(:rr.? 

tval ua tion I Wt(x) I Va. Ca. 

I--

N .Ii; N % 

--' 
Excellent 5 4 12.4 16 51.5 

Very Good 4 11 47.0 10 32.2 

Good. 3 6 26.1 2 6.5 

Fair 2 2 8.7 0 0 
,', : 

Poor 1 0' 0 0 0 

No Response 0 0 0 3 9.8 - --- - ---
Total 23 100.0% 31 100.0% 

X 2.7 4.06 

Correlation .500 
:~ 

" .. 

In comparison to other military training programs rate the overall 
program. 

-
Excellent 5 4 17.4 14 45.1 

Very Geod 4 9 39.1 10 32.2 

Good 3 8 34.8 2 6.5 

Fair 2 2 8.7 2 6.5. 

Poor 1 0 0 0 0 

No Response 0 0 0 j 9.7 - --- - ---
Total 23 100.0't 31 100.0% 

X 3.7 3~9 

Correlation .31~1 
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Responses to Open-Ended Questions 

The following responses were made to the open-ended 

questions presented to each class group. Questions which 

were provided no response or responses \'lhich were repeti ti ve 

of closed-ended questions, general or ambiguous in nature 

or which were addressed to subjects other than those under 

study, have been omitted. 

Learning Analysis 

Course participants were asked to indicate on 

instrument 5E5, the major learning gained from the PDIHB 

experience. The most frequently selected learning experi-

ence was the impact of interpersonal communications. Table 

17 presents a list of the inost frequently selected learning 

experiences. 

Table 17' 

Learning Analysis 

Personal Learning Experience 

Interpersonal Communications 
Group Processes· 
Behavior Modification Techniques 
Personal Insight 
Patience 
Changed Self-Image 
Objectivity 
Problem Solving' 
Training Techniques 
Value of Research 
Trusting Relationship 
Consequences of Change 

Total 

, Number of Selections 

16 
13 
10 

6 
6 
6 
5 
4 
4' 
3 
3 
3 

79 

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

'.' I 

i" 

! 
\ 

.' 

. i 
! 
: 
I 
L 
" j '. " 

I 
t 
t 
! 

I 
1 
j' 

~ 
~. I 

l 
1 
j 

I " :::: 
I 
I 
.l 

,f 
J. 



Level of Instruction 

1. Most of the material is out of reach. (High 

School graduate, sevei1teen years service). 

2. Some instruction was too basic. (College 

graduate, thirteen years service). 

') ..,. I couldn't absorb all (the training modules)--

too much information, too fast. (Master Degree in School 

Administration; ni~(~een years service). 

4. There is a need for background, more study and 

more professional competence. The course made rne aware of 

my ignorance. (Master Degree, eighteen years service). 

5, I think I .. ;ould need more exposure to the ideas 

and conce?ts of human resources as well as the vocabulary 

used which is mostly alien to everyday military life and 

work. (College graduate, two years service). 

Length of Instruction 

1. (I would like to change program to) 8 a.m ~ to 

6 p.m. classes with no more than two evenings for late 

sessions instead of nightly. (High School graduate; 

thi~teen years of service). 

2, Participants should receive the printed matter 
.. 

prior to the actual. conduct of the program thereby allowing 

more time for each participant to practice using the 

modules. (High School ~raduate; twenty years service). 

3," Too much to cover in time allotted. 

grad\late; twenty-two years service). 
'I 
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4. Provide students advan~a copies of workbook so 

the~ can read material and have sarno basic iduns on the 

course content or expand length of program to allow time 

for· reading materials after that class. (High School 

grad~ate with two years of college; fourt:len years service). 

5. If the format was less 'compact, I would have 

retained and been able to utilize more of the traini~g. 

(College graduate. four years service). 

Evaluation of Abilities 

Pre course. After two years of indepth training 

and e~perience conducting five day seminars (peer group), 

I consider myself uniquely qualified in areas of inter/ 

intra group relations as well as personal counseling. 

Post course. 

1. I feel I am more qualified than most people in 

general as I am more creative and resourceful t~an most. 

That's what it takes. (High School graduate, twelve years 

service) • 

2. I feel this course has been most beneficial by 

providing materials f~r £uture us~. I don't think my 

skills have been modified at all. (College grad~ate; 

thirteen years ~ervice). 

3. I think I was qualified before but this course 

has brought back into perspective many fh~ngs I have 

learned in college. (College graduate; two years service). 

, 
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(Bd. Note: Respondent hael milrJ.:(~d [our. out of cight.uUll 

"abilities questions on the "pre" questjonnaire "Yes" to 

indicate qualification. All reGponses were marked "Y~s 
on the ·post" course instrun:'.:!nt.) 

4. (I] need further qualifications and kno\vledge 

[to judge). (College graduate; four years service). 

5. There are very many areaG I will have to 

explore. (High School graduate; b1enty-six years service). 

6. Much more qualified due to added familiarity 

with current terms, training aids, etc. 

fifteen years service). 

Post Course Statement of Action 
Plans to Use Skills 

(College graduate; 

1. I would like to see many of the ideas presented 

in this seminar utilized in the drug counseling program at 

my command. I therefore plan to explore means to accomplish 

this. However, as a realist I do not intenel to outline an 

idealistic program that my Commclnder vlOuld be forced to 

disapprove. (Coll~ge graduate; seven years service). 

2. Redo training programs by adding wtat was 

presented [andl retrain others involved in presenting 

programs. 
(College graduate; nineteen years of school, 

ten years service). 

!:1iscellaneous 

1. Course ignores the subject of punisl~ent for 

deviant behavior. 
The'role of punishmcn,: in the continuum 
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of society (leads to] Laws [lead to] Self Discipline. 

(College graduate; twenty-two years survice). 

2. I would like to see more unit commanders 

attending. (High School graduate, twenty-five years 

service) • 

3. After viewing the MOD I~structional System 

here at Camp Lejeune, I feel that it will be a valudble 

tool for academic development cf the Human Relations 

Instructions and Our Advanced Leadership Seminar Trainees. 

• • • As for my personal use of the MOD materials, I have 

used the system (tapes and ~lides only) in training my 

fellow seminar leaders. In addition, I am attempting to 

sell the idea of a Team Building experience to the staff 

of the .• Leadership School. As you well know, new 

ideas, especially \'lithin the Marine Corps, requi.:e a long, 

slow 3illy process. (from a communication received several 

weeks after the PDIHB). 

Action Plans 

Participants formulated action plans ",hich will 

be implemented at a future date. A summary of these plans 

is presented in Appendix F. 

Summary 

The correlation established between the statistical 

data recurded by both course sroups successfully establishes 

the validitj of the survey instruments used during the 
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investigation. The application of the Chi-Square test 

to the data collected during the research, reached a level 

of statistical significance in a majority of the case~ 

tested. Finally, the evaluation of module and program 

value by both course groups indicaled an unusually high 

degree of acceptance of the PDIHD. 
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Chapter 5 

CONCLUSIONS 

The results of the investigaticn did not pr.oviQ~ 

absolute verification of the validity of the hypotheses 

with certainty that can be ascribed to a complete consensus 

oiall the responses from both class groups. Hm\7ev-2r, Hhen 

the inconsistenc~es present in the Virginia testing which 

are discussed under criticism and limitations are discounted, 

there is clearly sufficient evidence for the acceptance of 

the hypotheses: 

Hl: That there will bea s~gnificanl increase in 

teaching confidence as adult educators will be exhibited 

by those undertaking the course. 

H2: Thfit there will be a significant increase in 

the scope of skill in the areas of behavioral science 

methodologies that will be perceived by pers~nnel completing 

the course. 

This chapter presents the specific conclusions 

drawn ~rom this research 'in the order of: Demographic, 

Perceptual, Module and prograni Summarins. Additionally, 

certain additional avenues of investigation are proposed 

which ha.ve become apparent during the conduct of the 

research and a compilation of reconunendations which have 

been derived from the study are presented. Finally, the 
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limitations of the study are discussed in terms of a 

critical analysis of the facto~s affecting the researcl1 

project itself. 

Demographic Summary 

The classes were similar in composition with a 

slight preponderance of enlisted personnel in the California 

group. Mean education levels, job satisfaction, overall 

areas of concern and academic achievement were comparative, 

but there was a ;narked preponderance in favor of the 

California group in present ~articipation in degree 

oriented education. Further, data from the California 

group indicated a 10 percent increase over that of the 

Virginia group in teaching experience. 

These statistics lead to the conclusion that the 

California group ~ad a broadc~ base in concepts and value 

of education, particularly in its more formalized aspects. 

A comparison of number of work hours devoted to teaching, 

area of human resource concern and job expectation upon 

completion cf the course lead to the conclusion that the 

California group hcd a more definite focus in specific 

areas of human resource~ than did the Virginia group which 

had more representution from the fie:d of militury criminal 

justice. 

Perceptual Conclusions 

The following conclusions have b~en reached based 
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upon a,n analysis of the Gta tis tical datil deilli ng wi th the 

nelf perceptions under study. 

Self Confidence as Militqry Trainers 
in the Field of Adult Education 

The level of Self Perceptions of Abilities as Adult 

Educators demonstrated by the responses to qt.~stion I of 

instrument E-9 indicate that an extremely high self per-

ceptjon of these abilities was prevalent pri?r to the 

cou,rse (Table 7). The data collected in response to 

question g of instrument E-8rega~ding teaching experience, 

does not justify so high a confidence level. Further, the 

inversion of IIPre" to "Post" responses wh:il;;:.h is exhibited 

by the m~an ratings (Se6 Table 7) indicates that the ex-

posure of Training' Officers to the stim\11us of the seminur 

had created an awareness of the complexi~y of adult edu-

cation and subsequently created a loss in the self 

confidence of these trainees. This conclusion would aiso 

appear to apply to the similarly high self evaluations of 

previous training attempts presented in Table n. The 

responses to open-ended question~ regarding Evaluatio~ of 

Abilities, pre and post course/ aFL~ars to support these 

conclusions. The faculty conducting the seminar were awar~ 

that Marines have a "can do' attitude and generally te.1o.ec.. 

to rate themselves high in behavioral science meth0dol,.:lS'Y 

and adult education skills betore they were fully ir.forrnpo 

of what such tasks involved hy their experience in the 

seminar. 
l 
!" 

~l I' I.' 
I , . 

, .' 

I 
i 

I 
'j 

1 
,I 

j 
j 

~ 
1 
~ 

1 
"] 

:1 
3 

1 , 
j 
\ 

I 
1 
4 

I 

J 

.. . ' 

,. 

,; !~' 
I 

. ~ 

, 
• ~ I 

I" . , 

.; I 



An inciease in the mean of the Self Perceptions of 

Qualification to use Selected Adult Training Methodologies 

is, consistent through the study. However, the Virginia 

group exhibited a "low frequency of statistical significance 

which has been attributed to an inordinately high self 

rega~d displayed by that group in the areas of ~eaching 

and training and in the knowledge of Applied Behavioral 

Science (See Table 11). Additionally, the administration 

of the "pre" course questionnaire to this group was per-

formed automatically and group members were left to their 

own devices in completing the form. Course participnnts 

were also permitted to co!:",plete the "post:' course question-

naires in their rooms the last night of th~ course. 

Analysis,of the responses led to the conclusion that 

there had been an incorrect interpretation of the items 

in the research instruments, and possibly some group 

conclusion regarding "post" responses by the Virginia 

group. Therefore, the subsequent application of this 

self assessment instrument to the California group included 

a detailed set of verbal definitions and inst1Jctions, as 

well as administration of the "post" instruments in class 

after the last sessio~. An analysis of the resultant data 

proved to be statistically sufficient in the case of the 

California group to warrant the rejection of the null 

hypotheses and the identification of the PDII1P technique 

as the stimulus which altered the self perceptions of the 

Training Officers betHeen the "pJ:e" and "post" course 
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responses. Similarly~ the diffc~cntial in individual 

perceptions of aLility to dcsi(JII, c.:o:1duc.:L .. mel (!V'IJll'-l Ll.! 

training programs produced overwhelming evidc~ce of the 
l 

ability of the PDIHB course to increase sJ!lf evaluation. 

Consequently, {~is concluded that: There was a ~ignificant 

increase in the teac~ confidence as Adult Educators 

exhibited by those unde:::'taking th~;;...course. 

Change in Scope of Skills in 
the Areas of Behavioral 
Science Methodologies 

The general perceptual increase in qualifications 

in the areas of behavioral science methodologies and the 

statistical significance of the increase in perceptions in 

the Californi~ group, evaluated in the light of the initial 

high evaluations of skills in behavioral science (Table 11) 

are considered sufficient criteria to warrant the rejection 

of the null hypotheses in the case of the California group. 

Further, as has been discussed, the unusually high self 

perceptions of the Virginia group cause the researcher to 

conclude that factors ot,her than the pure application of 

the MTOS stimulus enter into the differential analysis of 

the perceptions of this group. Accordingly, it is concluded 

that: ~ significant increase in the scope of the skills in 

!;he areas of behaviortl science methodologies was.perceived 

~y personnel completing the course. 

Module Evaluation Summary 
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Both course groups responded favorably by assigning 

a rating of Good/Excellent to all Demonstration modules 

with the exception of the demonstration of "Military 

Correctional Trends." Data regarding this module is 

inconclusive because of a high negative correlation between 

data collected from the two course groups. The scattered 

response to the ~'lorkshop and Report modules showed no 

preponderance nor did it disclose causative factors. An 

overall response of Average/Good leads to the conclusion 

that the "participation" exercises of the Demonstration 

modules ~~re better received. 

Program Evaluation Summary 

Program evaluation was favorable in all cases. Of 

particular note was the report that this program was "Very 

Good-Excellent" when compared to other milicary programs 

(Table 16). A study of open-ended responses lead to the 

conclusion that: There is a decided resistance to the· 

"immersion" nature of the seminar as }?resently constructed. 

Marines, it would seem are unfamiliar with such intensive 

group resident learning experiences. It is possible that 

the geographic dislocation of the course participants, 

coupled with the abrupt shifting of their accustomed 

working hours of 7:30 a.m. to 4:30p.m. (with a gO-minute 

lunch), to the seminar schedule of 8:30 a.m. to 9:30 p.m. 

(with a gO-minute lunch, l20-~inute supper) I created a 

"time shock" ... ,hich made the seminar ddy appear to be 
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longer than it actu~lly was in r~la~ion to the work-day to 

which they were accustomed. 

Further, the nwilier and general nature of open-ended 

responses lead to the conclusion that the attendees did not 

recognize the basic nature and intent of the course as an 

overview of the techniques of presenting behavioral science 

methodologies. Additionally, conversations with trainees 

have indicated that not only had many not been apprised 

of the course content before arrival, but also they had 

not been briefed as to the level of, and reason for, their 

participation. Although t'he contractor provided such 

'information for distribution, the organizational communi-

cation system of the Marine Corps did not function ade-

quately. Thus, it took at least two days for some 

participants to catch on to what the program ~as all about! 

Recommendations 

1. That a stud~ be made to evaluate the qualifi-

cations and effectiveness of th~ general military training 

officer as an adult education specialist. 

2. That a follow-up study be conducted of the 

10ng-tenG effects the MilH.:ary 'fraining Officers Seminar 

has had on the participants in this pilot study and the 

students they instruct in the Professional Development 

Institutes on Human Behavior (PDIHB). This post seminar 

investigation should study the continued self perceptions 

of course participants, their use of the learning "materials 

, 
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provided, and the impact of the PDIIIB upon their students. 

Specifically, it is suggested that both a three-month and 

six-mont.h c.:heck be made of the fifty-four MTOS subjects 

relative to the implementation of action plans which they 

set forth at the end of the Virginia and California 

semina~s. 

3. That future training seminars be restructured 

'I I to more nearly conform to the 7:30 a.m. to 4:30 p.m. 

schedule to which participants are accustomed r or that 

the duration of the orientation phase be extended to permit 

participants sufficient time t , normalize to the work 

schedule of the cou~se. 

4. That prior to the conduct of further seminars, 

prospective participants be provided with course infor-

mation by a direct mailing from the agency conducting 

the program. 

5. That an attempt be made to group future seminar 

attendants-according to the academic level of the pros-

pective participants. 

6. That the material provided to the participants 

in the PDIHB seminar be expanded and used to provide 

commonality of content to such independent United States 

Marine Corps efforts as: 

TQe Personal Response Programs (Fl1F PAC) 

The Marine Corps Human Relations Institute (t-1CRD, 

San Diego 

The Advanced Leadership Seminars (Second Marine 
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Division, Camp Lejeune, North CarolinR. 

Limitations 

No data were specifically requested with regard to 

the primacy of 'the duty performed in the }1UTi1an relations 

field. Subsequ~nt guestionnaires should ask directly if 

the area of concern is a primary duty which is performed 

exclusive of all other jobs. 

The deviation in the administration of the "pre" 

course questionnaires between the two course groupings 

raises the question of the validity of the inter-group 

correlation. Indeed, the detailed presentation of the 

questionnaire to the California group may have had the 

effect of downgrading the responses through reaction to 

the presentation. 

The application of the "post" course questionnaire 

to the Virginia group as a "take horne" assignment raises 

the possibility of collusion on the part of the respondents. 

Comments to that effect, which were reported to the re-

searcher, present a valid argument against the validity 

of the results of the instrument.insofar as independence 

of response remains a requirement. 

The research instruments applied in the instance 

of this study we"re constructed specifically for the research 

intended, consequently there was 1[10 prior validation of the 

survey vehicles. However, the high frequency of positive 

correlation between the responses of the two course groups 
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gives An indication of a high degree of validity of the 

instrument. 

The lack of definition, within the Marine Cor~s, 

of the, spectrum of the human resource specialist, ma.kes it 

impossible that the personnel attending the two courses 

investigaged by this research are a representative sample 

of Marine human resource training officers. This, as 

noted in Chapter 1, has constrained the statistical tech-

niques which could be applied to the data collected. 

The availability of training officer personnel 

within the Marine Corps is unknowr., primarily since each 

operational unit has a "training officer" of sorts; as no 

Military Occupational Specialty designator is available, 

there is no definition of the proficjency level to be 

expected of a course participant. This, in turn, presents 

the problem of evaluating a course which has been designed 

to cater to a broad spectrum of proficiency and education 

levels. The statistical analysis of the learning experience 

of a group which is composed of non-high schooi graduates 

and also of persons holding the Ph.D. degree presents a 

challenge for which no mathematical filtering device e~ists. 

The general difficul ty in matching the differently-

worded responses to questions 4, E9 and 8, E10, compounded 

by the inconsisiency in the respondents' selection of 

multiple answers, necessitated the rejection of these 

questions in the formulation of the conclusi0ns. 
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General Comments 

It is apparent that the human resource specialists 

in both class groups differed markedly in their previous 

training, abilities, duty and attitude t0ward thej,r [unction 

in this field. The conduct of this research has led to the 

general conclusion that there is no precise definition 

within the Marine Corps of the training and qualifications 

required of a human relations speciali st. Common sense 

suggests that the concep~,: "Every Marine officer a leader r 

every 1eac1er a counselor" dOE!S not necessarily apply to the 

duties of thp. human n~source specialist. In view of this, 

it is finally recommended that studif!s be con9ucted through 

the Marine Corps which will attempt to: 

1. Isolate potential areas of application of 

human resource methodologies. 

2. Define the requirements and duties of human 

resource specialist in terms which wi~l enable the Marine 

Corps to fulfill its goals of impro~~d human relations 

management, and consolidate these duties under a new M.O.S. 

3. Separate the human resource functions of drug 

and alcohol rehabilitatidn from the Security and Law 

Enforcement Section of Headquarters Marine Corps. 

4. Describe and design a universal training 

program which c~n form the nucleus of the training of 

human resource specialist. 

5. Coordinate the human service effort at a 
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single level in the command structure \1hich will administer 

the selection, training and assignment of all human re

lations specialists within the Marine Corps. 

6. Consider the applicability of the behavioral 

science material developed for the staff and aJministrators 

course (PD~HB), as well as for the instructors' seminar 

(MTOS), to the leadership preparation of all commis~ioned 

and non-commissioned military officers. 

S U1Th'na r:y 

The conclusion of this research is that, with rare 

~xceptions, the MTOS did alter the perceptions of Course 

participants with regard to their abilities as adult 

educators and the scope of their skills in behavioral 

science methodologies. The personn~l who attended the 

MTOS . exhibite.d either an increase in their self evaluation 

of these areas or else they d~nonstrated a pronounced 

a\'lareness of an unjustified overconfidence before tlle 

course and, hence a downward turn in their self perception 

as a result of their exposure to the depth of the techniques 

involved. Additionally, course participants demonstrated 

a high degree of satisfaction with the presentation of the 

program and its individu~l modules. In comparison with 

other r:.ilitary programs a clear majority of participants 

rated the FDIHB as "Very Good-Excellent." 

Finally, it is apparent to the researcher that a 

massive general effort at humal, resources training is 
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being conducted within the Marine Corps. However, it is 

equally apparent that this effort, though prodigious, is 

fragmented and highly sectional. Consequently, it is the 

recommendation of this researcher that a centrally located 

agency pe created within the Marine Corps to administer a 

service wide human resources ~rogram and that this agency 

be cha~ged not only with the procurement, training and 

assignment of personnel but also with a thorough analysis 

and definition of those within the Marine Corps areas to 

which human resourc'es tr:..ining is particularly applicable. 
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APPENDIX l\ 

PDIHB SEMINAR OBJECTIVES AND SYLLl\BUS 

GENERAL OBJECTIVES 

PROFESSIONAL DEVELOP;,1ENT INSTITUTES 
ON HU!1AN BEHAVIOR 

To provide h/o courses for human resource specialist.5 which 
,."i11 increase their organizational effectivel,ess by appli
cation of behavioral science insights and ~ethodologies. 

A. The primary focus of the introdu~tory Staff Course 
is upon understanding human behavior and iu:proving 
human relations skills. 

B. The prinbipal emphasis of the advanced adminis
trator's course is upon the understanding and 
utilization of the behavioral science approach 
to management and staff development. 

Specifically, the STAFF Course ai~s are: 

1. To offer insight .Ln-to human dyno::.nlics in terms 
of client needs and motives, in relation to 
staff leadership styles. 

2. To, improve human service personnel's skills in 
conununications and interpersonal relatlons 
with clients. 

To increase organizational effectiveness of 
staff through (a) imprnved utilizatioi of feed
back and conflict energYi (b) greater cultural 
sensitivity and awareness of .Lts influe~ce on 
decision making; (c) understanding of group 
behavipt a~d pro~esses. 

4. To enhance staff cap~bilities for planni~g and 
contro.lling change in the aevelopnlent of human 
potential, as well as the need for continuing 
role changes. 

s. To humanize the trec:.tment of the client by 
more innovative strategies and ~rograms in 
centers staffed by these specialists. 
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S C H E D U L E 

PROFESSIONAL DEVELOPHEN'r INSTlrUTES O~ 
BUHAN BEHAVIOR - STAFF COURSE: 

HUMAN RESOURCE SPECIALIS'rS 

FIRST DAY, 8:00 A.M.-12:00 Noon. Learning Module I. 
DYNAMICS OF !lUMAN BEHAVIOR. Input: hwnan motivation. 
Learning aids: A.V.* Set "E"; "Hotivation of Human Re
sources," (#RP4DI) ; "Management' Motivation Inventory," 
(#RI4D4). Group process. 

1:00 P.M.-5:00 P.M. Learning Module II. UNDERSTANDING 
DEVIANT BEl~VIOR. Group Process: critical incidents. 
Film. Learning aids: "Motivation & Human Resource Inven
tory," (#RI4D3). 

SECOND Dl·.Y, 8:00 A.M.-12:0G Noon. Learning Hodule III. 
iMPROVING COMl1UNICATION SKILLS. Input~ a behavioral 
co;nrnunication theory; perception and communication model. 
Learning Aids: A.V. Set "D"; "Communication As a People 
Process," (#RP2BI); "Communication Inventory, ,! (#RI2B3). 
Film. 

1:00 P.M.-5:00 P.M. Learning Module IV. OVERCOMING 
COMro1UNICATION OBSTACLES. Group process: communications 
laboratory. Learning aids: A.V. Set tIC"; "Organization 
Communications Analysis (#RI2i34) ; "Communication Bibliog
raphy," (#RB2B2). 

*A.V. Set refers to a sight/sound presentation in 
MOD's "Increasing Organizational Effectiveness Serles." 
Each set consists of 34 colored animated slides and audio
.cassete ..•• R.p.refers to a printed resource paper on the 
topic, which may peused in the session or for outside 
reading .... R.I. refers to a resource instrument used 
for data gathering on the topic, and individual or group 
analysis .•.. P.A. signifies a program aid for instructional 
use .... R.B. stands for a resource bibliography available 
on the subject. 

Increasing or,anizationalEffectiven~ss S~ries 
(A.V. sight sound) 

Set A - "Management of Change" 
Set B "Improving Organizat:ional communications" 
Set C "Overcoming Communication Obstacles" 
Set D "Increasing cultural Awareness" 
Set E "Understanding Human Behavior" 
Set F "Improving Organizational Relations" 



.-----.,.~ ---,--" .. -

THIRD DAY, 8:00 A.M.-12:00 Noon. Learning Module V. 
CREATIVE APPROACHES TO CONFLICT RESOLU'rrON IN ORGANIZATIONS. 
Input: conflict utilization theory. Group process: anec
dotal reports. Learning aids: A.V. Set "F"; "Organizational 
Roles & Relationship Inventory," (#RK5E4). Film. 

1:00 P.M.-5:00 P.M. Learning Module VI. INSIGHTS FRQt.1 
CLIENT FEEDBACK. Input: utilizing fe~3back. Learning 
aids: audio or videotape playback; administration of 
client profile - "The Helping Relaticnship & Feedback in 
Organizations," (#RP5E2). 

FOURTH DAY, 8:00 A.M.-12:00 Noon. Learning ~~odule VII. 
CULTURAL INFLUENCES ON CLIENT/STAFF BEHAVIOR. Input: 
concept of culture. Learning aids: A.V. Set "D"; Group 
process: "Understanding Culture," (#RP3Cl). 

1:00 P.M.-5:QO P.M. Learning t--10dule VIII. CULTURAL 
INFIJUENCES ON DECISION l1AKING. k Management game - !-100n 
Twenty or Hollow Squ3.re. Group process: "Intercultural 
Relations Inventory," (#RI3C2) or "Supervisor/hTorker 
Relations," (#RI3C3). 

FIFTH DAY, 8:00 A.M.-l2:00 Noon. Learning Module IX. 
UNDERSTAND!NC GROUP BEHAVIOR IN ORGANIZATIONS. Input: 
group dynamics and organization relations. Learni~g aids: 
A. V. Set "F"; "Systems 'Approach to Groups and Organizations" 
(#RP5El). Group process: task assignment. 

1:00 P.M.-5:00 P.M. Learning Module X. INTERPERSONAL 
SKILLS FOR HUMAN RESOURCE PERSONNEL. Simulation exercise: 
Kerner Commission Report. Learning aid: "Behavioral Science 
Management Bibliography," (1!RB5E3). Film. 

SIX[TH) DAY, 8:00 A.M.-12:00 Noon. Learning Module XI. 
MANAGING CHANGE AND CHANGING ROLES. Input: why and how to 
plan change. Learning 'aids: A.V. Set "A"; Film; "t-lanage
ment of Change," (#RPIAI); "Change Bibliography," (IRBIA3); 
"Change Inventory," (RIIA4). Group process: "Force Field 
Analysis," (#RIlA5). 

1:00 P.M.-5:00 P.M. Learning 1>10dule XII. BEHAVIORAL 
STRATEGIES \'1ITHIU ORGANIZATIONS AND iHTH CLIENTS. * Learning 
aids: Optional ~rograms {e.g. staffs of correctional cen
ters or drug education/rehabilitation centers. Closing 

*15 an optional module in case the program is to be 
a ten module or five-d~y session. 

" 

, 

I ,! 



" 

ceremony. Distribution of certificates. Evaluations. 

Note: This design can be expanded into it two-week CCJurllu 
with each module consisting of a full day's instr.uction -
or; it can be scheduled for half-days - Learning Modules 
I-VI in the first week, and Learning Modules VII-XII in 
the second week. 



APPENDIX B 

PDIBB REVISED SEMINAR OBJECTIVES 
AND SYLLl\BUS 

MILITARY TRAINING OFFICERS SEMINAR 

REVISED OBJECTiVES 

The seminar is for selected members of the U.S. 
Marine Corps and other members of the Armed Forces who have 
training responsibilities for those staff assigned to 
military correctional facilities, drug or alcoholic rehabil
itation centers, or human relations prodrams. Specifically, 
it is directed to commissioned and non-conunissioned officers 
who might teach one of the Professional Development Insti
tutes on Human Behavior (PDIHB), as part of inservice 
training for newly appointed human resource specialists 
within the Marine Corps. The staff and administrators' 
courses were originally developed for the Office of Naval 
Research (Contract NOU014-72-C-0165, Organizational 
Effect~veness Research Progralos) by MA"NAGEl'-lENT AND ORGANI
ZATION DEVELOPMENT, INC. (Dr. Philip R. Harris, project 
director). This seminar will concentrate on an adapted 
form of the Staff Course. 

T!,e 1973 seminar has the general purpose of sharing 
the philosophy, methodolog~'1 and technology of the PDIHB, 
te.,ted out. in prototype models, with those servicemen who 
are challenged to apply the findings to date. The specific 
aims are: 

(1) To provide an action-learning experience for 
military training officers. 

(2) To enhance the scope and skills of military 
trainers in the field of adult education. 

(3) To initiate a means for the dissemination of 
project findings, and follow-up on research 
results. 

(4) To review the action-research design and 
results of the ONR project, Professional 
Development Institutes for Military Cor
rectional Personnel. 

(5) To provide participants with an overvie~ of 
the two forty-eight-hour courses developed 
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(8) 

(9) 

(10 ) 

for military correctional staff and adminis
trators. 

To permit a representative sample of the 
original consulting team to demonstrate some 
of the learning mo~ules which they creat~d, 
and to offer counsel on the program \.,.i th 
military training officers. 

To provide an opportunity for practice in 
teaching segments of the Staff Course by the 
training officers in attendance. 

To present instructional materials which the 
trainees could use in conducting the PDIlII3, 
and to seek feedback on these learning uids. 

To foster the more humanistic treatment of 
military personnel with special problems by 
tipgrading the human relations skills of tho~e 
assigned to serve them in various human 
resource development programs. 

To p~Dmote planned, constructive change in 
the military system by improving thQ pro
fessional development of personnel. 

S C H 13 D U L 13 

MILITARY TRAINING OFFICERS SEMINAR 
FOR 

PROFESSIONAL DEV'ELOP:'1ENT INSTITUTES ON HUl'-lAN BEHAVIOR 

Williamsburg Foundation, Williamsburg, Va. 
(East Coast - February 18-23, 1973) 

Kellogg West Center for C. E., Pomona, Ca. 
(West Coast - ~arch 25-30, 1973) 

Morning Session 8:30 a.m.-12 noon. Lunch. 
Session 1:30 p.m.-5:00 p.m. Dinner 6-7 p.m. 
Session 7:30 p.m.-9:00 p.m. 

Aft6rnoon 
Evening 

Sunday - TRAVEL. 4-6 p.m. Registration and Distribution 
of Materials. Educational Coordinator, Dr. P.R. Harris; 
Hilitary Coordin"ator, Capt. D.T. Penman, USl'IC. Training 
Module 1. ORIENTATION. Introduction. Film: "Acceleration 
of the Seventies." Overview of this ONR Research Project 
& I.M. Review of Adult Educ. Team Assignmcnts* (Dr. P.R. 
Harris) 

Monday. T.M. 2. PHILOSOPIIY!I1ETllODOLOGY OF ACTION LEARNING. 



Review PDIMCP. Staff/Admin. courses & workboo~s (P.R.II.) 

T.M. 3. 
III/IV. 

Demonstration Lesson on COMMUNICATION, L.M. 
Slides/Cal settes: Sets BIC (P.R.H.) 

T.M. 4. Report on TEAM BUILDING Project. Film: "Team 
~lilding." Consultant: Dr. W.H. Sears, Jr. 

Tuesday. 
VII/VIII. 

T.M. 5. Demonstration Lesson on CULTURE, L.M. 
Slides/Cassette: Set 0 (W.H.S.) 

T.M. 6. Demonstration Lesson on TEAM BUILDING & ORGAN. 
RELATIONS, L.M. XVII/XVIII. Slides/Cassette: Set F (W.H.S.) 

T"M. 7. MEDIA WORKSHOP. Audiovisual Review: "The Art of 
Motivation"; "Human Nature & Org. Realities"; possibly 
video-t.ape (P.R.H.) 

Wed11esday. T.M. 8. Demonstration Lesson on HAl1AGEMENT OF 
,'.,- CHANGE IN HUMAN RESOURCE DEVELOPMENT, L.M. XI, XIII. 

Slides/Cassette~ Set A (P.R.H.) 

T.M. 9. Report on Behavior MGT. Project at Camp Lejeune, 
L.M. XIV. Film: "Bus., Behav. & the Bottom Line." . Con
su,ltant: Dr. R. James, Jr. 

T.M. 10. ACTION RESEARCH ON TRAINING. Dev. a Training 
Research Design. Data Collection & Analysis. Follow-up. 
Study.,.Report (PDIMCP). Coordinator: Dr. D.L. Harris. 

Thursday. Practice Lessons by Participants.* A.V. Aids 
Demonstration - Slides/Cassette: Set A "Understanding 
Human Behavior." Film: "Hore Than Words"; "Is It Always 
Right To Be Right?" Cordinator (P.R.H.) 

T.M. 12. PROBLEM SOLVING ON PDIIlB, L.M. XVI. Brainstorm 
Session 'P.R.H.) 

T.M. 13. MILITARY CORRECTIONAL TRENDS, L.M. XI, XII, XXII. 
For trainers of correc. person~el. Consultant: Dr. C.L. 
Newman. 

Friday. 
XXIII. 

T.M. 14,. 
(C.L.N.) 

STAFF TRAINING NEEDS & HODELS, L.M. 

*Trainee teams to present segment of lesson from 
one of these L.M. - I, II, V, IX, X. 
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T.M. i5. Seminar Review ind Research (P.R.H.) 3 p.m. 
CLOSING CEREHONY. Distr'ibution of Certificates. 

NOTE: Staff members available for individual consult&tion 
before & after meals. 
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APPENDIX C 

OFFICE OF NAVAL RESEARCH SEl>1INAR DIRECTIVE 

AOlF-lmr-lB 

From: Commandant of the Marine Corps 
To: 

Subj: Office of Naval Research Sponsired Seminar for 
Military Training Officers 

Enci: (1) General Information on Military Training Officers 
Seminar 

1. During 1970 - 1972 the Office of Naval Research con
tracted the civilian research firm of Management and 
Organization Development, Incorporated (MOD, Inc.) to 
conduct a study directed at improving the abilities of 
personnel assigned to duties connected with supervision 
of prisoners and administration of correctional facilities. 
This study, hereafter referred to as the "Professional 
Development Institute for Human Resources Specialists 
(PDIHRP)", was conducted at major l1arine commands on the 
east and west coasts. The results of this study have 
been published and have subsequently been expanded so as 
to be applicable not only to corrections, but to all fields 
of human resource development including drug abuse edu
cation, human relations training, and other forms of 
leadership training. 

2. Funding has been approved by the Office of Naval 
Research to conduct two "Military Training Officers Seminars 
(MTOS)", one each at an east and west coast location. Each 
seminar will include a review of training designs and 
materials t~at have been rl~veloped as a result of the 
previous two year study noted above and will provide 
attendees with the opportunity to learn the techniques 
for effective utilization of these materials. Attendees 
will,participate in the evaluation of audio - visual 
learning material developed at the direction of this 
Headquarters and will be involved in demonstrating various 
techniques necessary in .administering training programs in 
human resource pevelopment. 

3. The east coast training seminar has been made available 
to the Marine Corps and nominations of attendees are 
requested from your command. Specific information is as 
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follo'v/s: 

a. Date and location. 18 - 23 February 1973. Berthing 
and training facilities will be located at the Motor Ilouse 
Inn, Williamsburg, Virginia. 

b. Personnel. Nominees should be limited to officers 
and staff NCO's in the grade of MSGT or above. Personnel 
should be assigned to duties relating to correctional 
administration, drug abuse education, human relations 
training, military police administration, and lead~rship 
training. A total of three primary nominations and three 
alternate nominations are requested from your command. 

c. Cost. Berthing and meals will be provided by MOD, 
Inc. at nocost to the ~1arine Corps or to the individual. 

d. General information. See enclosure (1). 
./ 

4. No later than 12 January 19~3 provide this Headquarters 
(Code A01F) with names of nominees from your command. 
Include grade, organization,/and duty assignment. Your 
command will subsequently be notified of the personnel 
Selected to attend the seminar. 

5. Point of contact at this Headquarters is Captain 
D. T. PENt-1AN I Security Branch (Code AOIF), telephone number 
OX4-4177 or OX4-l930. 

- / 

(Note~//A similar notification was transmitted for nominees 
t~,/t'ne ""est coast seminar, 25 - 30 Harch 1973.) 
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APPENDIX D 

QUESTIONNAIRES 

MILITARY TRAINING OFFICERS SEMINAR 

Participant Data Form 

E#8 
ONR/USr1C 

Dir0ctions: Please check the most appropriate answer 
or supply the information requested to 
the best of your ability 

1. Rank ________________ __ 2.a. Duty Station ________________ __ 

3. MOS / / 
------~------~------

2. b. Job Title ------------------
4. Length of Service yrs. mos. 5. Total years of 

---- schooling you have had ------
6. Indicate your ~ighest a~ademic achievement: 

a. High School Diploma (or equivalency) __________________ __ 

b. College Degree ____ (Major subject area 

c. Masters Degree ____ (Major subject area 

d. College level work (indicate number of years 
completed) 

e. Other educational credentials (certificates, etc.) 

7. Are you currently enrolled ill any of the fol.lowing 
continuing educational programs (excluding this course)? 

a. Inservice Training 

b. Non-degree Course Hork 

c. Degree Course Work 

-390 .. 

d. Military Cor~e~pondence 
Course () 

e. Non-military Corres
pondence Course () 

f. Other (specify ------
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8. Have you eVer had any formal teacher training? 

Yes ( ) No ( ) 

9. Have you ever had ahy "Instructor" training? 

Yes ( ) No ( ) 

10. Are you presently engaged in teaching, training, or 

instructing? Yes ( ) No ( ) 

If "yes," indicate the category below which best 

describes your work: 

Trainer () Instructor Counselor ( ) 

Other (specify) ________________________________________ ___ 

ll.A. If the arswer to # 10 was "yes," please estimate the 
portion of your workday which is normally devoted to 
teaching (or instructing) and related activities: 

Full Time ( ) I 3/4 ( ), 1/2 ( ), 1/4 ( ) 

11.B. If the answer to #10 is "no," do you supervise the 
training of personnel? Yes () Indicate the type 
of military personnel for which you have a super
visory training responsibility: 

12. In the field of human resource development for the 
military, what is your major area of concern relative 
to the training of personnel? 

Corrections Drug Abuse 

Alcohol Education Human/Race Relations 

Other (specify) ______________________________________ __ 

13. Please rate the assignment you now have in comparison 
to t~e othe~ duties you have had in the military: 

\'lorst () Fair () Good () Very Good () Best 

14. If you were required to develop a new title for your 
job what would you select? 
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15. Upon comp1etionof this course do you cxpect to bc able 
to apply what you have learned in some type of educa
tional work? 

Yes () No ( ) 

a. If the answer to the above was "yes," please specify 
the work you expect to do: 

b. If the answer to the above was "yes," will the 
assignment specified be: 

A new job? () An additional duty? Change 

in previous duty? () Same as before? () 

Other ----------------------------------------------------
16. What are your expectations Or hopes relative to partic

ipation in this Military Training Officers Seminar? 

(1) ____________________________________________ __ 

(2) __________________ --__________ ~--------------

(3) ____________________________________________ __ 

(4) ______________________________ ~~------------~ 

Ef9 

MILITARY TRAINING OFFICERS SEMINAR 

Pre-Instruction Stu:'Vey 

1. When I review my career history, I would rate my abil
ities as an adult educator (teaching, instructing, or 
training) as: (check one) () Inadequate () Adequate 

( ) More than adequate Does not apply 

··392-
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2. When I consider my knowledge and skill in the applied 
behavioral sciences, I would rate my background as: 
(check one) 

._,,: .. 

) Inadequate () Adequate () More than adequate 

) Does not apply 

3. Relative to my'. previous attempts at training in the 
field of human behavior, I would rate my efforts as: 
(check one) 

( ) Inadequate () Adequate () More than adequate 

Does not apply 

4. My present feelings concerning my capabilities t~ 
teach the staff course in the .Professional Development 
Insti tutes on Human Behavior \vi t:.h its emphasis on the 
behavioral sciences are: (check one or :nore) 

( ) I have the necessary preparation to teach this 
course. 

( ) I do not have the necessary prepdratiori to teach 
this CQUrs9< 

( ) I have a background which; with the additional 
training received in this course, should enable 
me to teach the BDIHB to tile degree required by 
the military. 

( ) I belie~e that sufficient learning resources 
presently exist in the military for me to teach 
effectively the new PDIHB. 

( ) I do not have direct training responsibilities 
and this question is not applicable to my present 
duty. 

5. I feel I am qualified now to provide training on the 
following behavioral science topics for military personnel: 

!!e~r!!i!!g_!'1~d~l~ Yes Somewhat No 

(a) Human Behavior 

(b) Communication 

(c) Conflict Resolution 

(d) Feedr'ck Utilization ---
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5. !!e~r!!.i!!9_ M~d~l~ (contd) Yes Somewhat No -

(e) Cultural Influences 

(f) Group Behavior 

(g) Interpersonal Skills 

(h) Manag ing C - mge 

(i) Behavioral ':rategies 
with clie -c 

-~ ---
6. I feel I am prescI .ly qualified to utilize the following 

behavioral science methodologies in military training: 

t!.e!:.h~d~l~g:L 

(a) Films for instructional 
purposes 

(b) Slides/Filmstrips in 
instruction 

(e) Audio~tapes/cassettes 

(d) Videotapes 

(e) Resource Instruments: 
inventorie3, check
lists, etc. 

(f) Resource Papers on 
subjects of instruction 

(g) Group process - small 
grouf exercises and 
problem solving 

(h) Actio~-learning 
techniques 

(i) Action research arid 
evaluation 

7. In generalt I ieel I am qualified 
to design, conduct, and evaluate 
training programs in the area of 
human behavior: 

Yes Somewhat No 

8. Other comments on my abilities as an instructor in the 
areas of human relations and group skills: 
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. 8. (contd) 

( 

Date 

HILITARY TRAINING G:'FICERS SEMINAR 

Post-Seminar Evaluation 

Code # ------------------

E#lO 
ONR/USMC 

--------
Your feedbc:;ck on the general reaction's to the 
M.T.O.S. learning experience would be appreciated. 
Please refer to the seminar schedule, and check 
the categories which most appropriately reflect 
your state of mind and feelings upon complet{on 
of this instructor's course: 

1. To' what extent werE your eXl!ectations in coming to this 
program fuli~lled thi~ week? 

( ) Very well ( ) To some extent () Very little 

Comments: __________________________ ~ ________ ~ ______ ~ __ _ 

2. Do you believe the program of this week will assist you 
in improving your work in human resource development? 

( ) Very well ( ) To some extent () Very little 

Which part was most helpful? ___________________ ~ ________ __ 
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.2. (contd) 

Which part this week ''las least helpful? (If not appli
cable, leave blank.) 

3. Generally, how effective were the speakers and discussion 
leaders this week? 

( ) Excellent () Very good () Good () Fair 

( ) Poor 

Comments: --------------------------------------------------

4. What changes would yeu like to see in this prograni (parts 
dropped, additions made, etc.)? 

Comments: ------------.--------------------------------------

5. In comparison to other military training programs in 
which you have participat.€!d, how ·\."ould you rate the 
overall program of this week from your point of view? 

( Excellent () Very good () Good () Fair 

( ) Poor 

6. What are your action plans to apply the learning and 
skills acquired in the M.T.D.S. for the development of 
military human resources? 
(a) ____________________________________________ ___ 

(b) __________________________________________ __ 

(c) ________________________________________________ __ 

(c) ________________ ~ ________ r-------------------
(e) ________ ~ __________________________________ ___ 

7. Relative to your abilities as an adult educator in 
teaching or training, would you ~ rate yourself as: 

.( ) Adequa·te !) More than adequa te () Inadequll to 

( ) Does not apply because I am not directly involved 

I 
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7. o(contd) 

in training. 

8. Relative to the Professional Development Institutes on 
oHuman Behavior I how would you no" .. rate your capabilities 
to teach the staff couJ:se to military personnel? (check 
one or more) 

( ) I have the "necessary preparation to teach the course 
adequately. 

(0) I do not have sufficient preparation to teach the 
course adequately. 

The M.T.O.S. has made me more confident that I can 
teach human behavoior subjects to the degree required 
by ~he military. 

I do not have direct training responsibilities, but 
the information and insight obtained in the M.T.O.S. 
will b~ helpful to me in my present duty. 

( ) I believe that sufficient learning resources were 
provided in the M.T.O.S. to enable me to do an 
effective job in teaching the PDIHD staff course. 

9. Do you believe that you are now more qualified to provide 
training on the following behavioral science topics for 
military personnel? 

!!e~r~i~g_M£d~l~ 

(a) Human Behavior 

(b) Communication 

(c) Conflict Resolution 

(d) Feedback Utilization 

(e) Cultural Influences 

(f) Group Behavior 

(g) Interpersonal Skills 

(h) Managing Change 

(i) Beha'Tioral Strategies 
wi th C.Lients 

Yes Somewhat No 

(j) Oth~r: _________________________________ ~ ______ __ 
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10. Do you believe that you are now more qualified to use 
the following behavioral science methodologies in 
military training? 

!:!e!.h£d£1~9~ 

(a) Ins~ructional films 

(b) Instructional slides/ 
filmstrips 

(c) Audio-tapes/cassettes 

(d). Videotape 

(e) Resource Instruments 

(f) Resource Papers 

(g) Group Process 

(h) Action learning 

(i) Action research 

(j)' Other: 

11. In general, do you now feel more 
gualified to design;-Conduct-;-arid 
evaluate training programs in the 
area of human behavior? 

12. Other comments on hO"'l you feel now 
about your abilities as a human 
relations instructor: 

Yes Somewhat 

13. Below are listed some of the demonstration l~ssons 
covered in this seminar. Please evaluate each in 
terms of their usefulness to you as a human resource 
practitioner in the military, Use the following 
scale: 
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13. (contd) 

14. 

5 = Rxce11ent 
4 = Good 
3 = Ave .. 7age 
2 = Fair 
1 = Poor 

No. Training Module Title 

3 Communication 
5 Culture 
6 Team Building/Organizational 

Relations 
8 Management of Change 

11 Practice Lessons by Participants 
13 Military Correctional Trends 

Usefulness 
Rating No. 

Below are listed some of the topics presented in 
special report and workshop sessions during the M.T.O.S. 
Please evaluate their usefulness in helping you to 
become a more effective trainer, or in understanding 
the process of adult education. Use the following 
scale for this purpose: 

1 

2 

4 
5 
9 

10 
11 
14 
15 

Orientation - Adult Edu~dtion 
Approachas' 

Philosophy and Methodology on 
Action Learning (PDIHB) 

Report on "'I'eam Building" Project 
Mediq \~orkshop 
"Behaviol: Hanagemcnt" Project 
"Action Re'search on 'l'raining" 
"Problem Solving on PDIHB" 
"Staff Traii'd.ng Needs and Hodels" 
"Seminar Review and Researc,h'.' 
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Resource Instrument #5E5 1973 

Learning Analysis Form* 

tjote: Please list 
below three learning 
experiences you had 
during this training 
program which made a 
difference in your 
thinking and behaving. 

Experience # 1: 

Experience # 2: 

F.xperience# 3: 
., 

What was the 
major learning 
you gained for 
yourself from 
this experience? 

In what categories 
would you place 
this new learning? 

(check one or more) 

New Knowledge 

Improved Skills 

Changed Attitudes 

Changed Behavior 

(check one or more) 

New Knowledge 

____ Improved Skills 

Changed Attitudes 

____ Changed Behavior 

(check one or more) 

Ne\v Knmvledge 

Improved Skills 

Changed Attitudes 

Changed Behavior 

by Philip R. Harris, Ph.D. C MOD Inc., 1973 
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INTRODUCTION 

As America moves into the post-industrial period of 
human developmen.t, society is in the m{(lst of a profound 
transition. Technological and scientific advances have 
frequently outstripped cultural practices 'and traditions. 
Social institutions suffer from cultural lag, contemporary 
policies and procedures rapidly become archaic and obsolete. 
To avoicl "organization shock," human systems mus~ lear~ to 
manage c:',ange more effectively and build mechanisms for ., 
renewal into their associations, agencies er corporations. 
This challenge a~plies whether one is a part of an:~duca-
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tional, religious, business or correctional organization. 
Consequently, there is a need for a whole new leadership 
style. Peter Drucker, a noted management consultant, has 
wisely observed th,·t al;L of the assumptions upon which 
management practice have been based for the last fifty 
years are no longer valid--that it is necessary to develop 
a whole new set of assumptions from which innovative 
practice will flow. Research and theury in the applied 
behavioral science have a contribution to make in this 
regard, especially to those engaged in the field of human 
service. Therefore, this manual will attempt to highlight 
some of the behavioral science insights which, if applied, 
can improve organizational effectiveness. 

During the past decade there has been increasing 
public disillusionment with the growing ineffectiveness 
existing in American institutions. As riots and disturb
ances spread th=oughout the nation's penal institutions, 
citizens questioned in particular the inability of present 
correctional programs to reha~ilitate and properly restore 
the criminal offender to society. Obviously human needs 
were being frustrated and this fact led to greater violence; 
there must: be better ways in which correctional ce.nters 
could respond to the needs of both staff and cOllfinees. 
The military, a microcosm of civilian society, also was 
experiencing similar difficulties. One major crisis in 
the correctional facility at Camp Pendleton, California, 
gained national prominence and prompted a Congressional 
investigation. In 1970 the Subcommittee to Probe Dis
turbance on Military Bases reported its findings to the 
U.S. !louse of Representatives. Among the causes cited 
for the problems was a "staff that is undermanned, 
unmotivated, and low in morale", a comment which sounds 
like the report of the New York State Commission which 
studied the Attica prison riots a feN years later. Among 
the recommendations made by Congressman William J. Randall 
and his colleagues regarding the military criminal justice 
system was "staff develoPl1Ient." 

As a practical step in this direction, the author 
proposes the inauguration of two training courses; each 
may be accomplished in forty-eight hours or more, as de
sired. Known as PROFESSIONAL DEVELOPMENT INSTITUTES ON 
HUMAN BEHAVIOR, the subject matter has been divided into 
two major parts--one for staff, another for administration 
or management. This volume will offer instructional 
assistance for the presentation of the Staff Course. 

This instructor's manual was written for those 
with training responsibilities who wish to improve staff 
development through inservice education. The whole 
emphasis of this instructional system has been broadened 
to include a wide rang8 of human resource speci3lists. 
The PROFESSIONAL DEVELOPMENT INSTI'rUTES ON HUHAN I3EW\vIOR 
have value for all government agencies, as well as for 
personnel development in civilian organizations. 

l' -405-
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Since this book is written fo~ adult educators, 
the first two chapters provide an overview of action 
learning and training methods. Chapters three through 
eight deal with material to assist the instructor in the 
presentation of twelve learning modules for the PDIHB~s 
staff course. Each unit provides lnfor~ation and approaches 
for teaching two four-hour modules. These chapters have 
been so organized as to offer learning objectives, content 
outline, group process, resource instruments and publi
cations for use with the trainees. The final chapters in 
this volume contain suggestions for planning a training 
program and for conducting action research in conjunction 
with it. The appendices offer additional data on course 
graduation and sample research instruments. 

For those who are interested, specific learning 
modules on corr.ectional trends and drug abuse will be 
available in two supplements entitled The Professional 
Development of Correctional Specialists and The Professional 
Development of Drug Counselors. Eventually, it is antici
pated that a supplement of test questions will be issued 
for the staff course and another trainer's manual will be 
produced for the administrators' course. As readers have 
an opportunity to utilize the above learning aids in 
conducting their own professional development institutes, 
Ma,nagement & Organization Development Inc., the producer 
of these materials, would welcome feedback on experiences 
in applying this research. 
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ACTION PLAN SUMMARY '\ 

Action Plans 

Particip~nts were ~sked to formulate a personal 

contract with themselves wherein they would project the 

lessons they had learned in the course into action plans 

for future use. The following broad areas were the most 

frequently selected areas of concern (numbers in paren-

theses indicate the frequency of. selection) :. 

Training of Personnel (22) 

Share Techniqu~s with Superiors (15) 

Apply 'l'echniques to Subordinates (14) 

Apply Techniques to Personal Contacts (5) 

Apply Techniques to Family Relationships (4) 

Expand Behavior Modification Programs (3) 

Develop Team Building (3) 

Develop Management Techniq~es(2) 

Deve'lop Grf)up Participation (2) 

Enroll in Further Education Courses (2) 
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C HAP T E R F 

I. GENERAL SUMMARY 

C~PONENT A: PLANNED CHANGE IN THE MILITA~Y JUSTICE SYSTEM BY 
PROFESSIONAL DEVELOPMENT OF MILITARY CORRECTIONAL PERSONNEL 

In response to a Congressional investigation on disturbances in 

Marine Corps "brigs," this project was unde,~taken to deal with two major 

problem areas reported: poor staff training and low morale of the correc

tional staff. A team of fifteen behavioral scientists designed. tested, 

and evaluated two training courses for staff and administrators. Entitled 

the Professional Development Institutes for Military Correctional Personnel 

(PDIMCP). each action learning experience consisted of twelve modules for 

a total of forty-eight hours of instruction. There were six separate 

sessions conducted at MCRD/San Diego, Camp Pendleton, and Camp Lejeune. 

One hundl'ed and eighty Marines and a few Navy personnel \'Iere the training 

subjects, p};'iS ... nother ninety servicemen in the control groups. Furthermore, 

twenty-nine military confinees and twelve correctional staff were involved 

in related videotape interyiews. 

In addition to developing various research instruments, the contractor 

also produced· two volumes of training ~lOrkb00ks (approximately 150 pages 

each) - one for' the staff and one for the administrators course. 

ACTIOrl RESEARCH REPORT NO. ~, consisting of 200 pages, \.,.as edited, 

printed, and distributed to eighty-one agencies on the ONR/USMC list of 

recipients. In addition, a 32-page summary of tile results from the first 

two phases was prepared and sent to fifteen professional journal s. Seventy·· 

five copies of this summary report were utilized with the participants at 

the Interamerican Congress on Criminology in Caracas, Venezuela, November 

19-26, 1972, as part of a presentation on this criminal justice research 

by MOD Inc. consultants. 
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COMPONENT B: A FOLLOW-UP STUDY OF PARTICIPANTS IN THE PROFES
"S'lONA'L DEVElOPMENT INSTHUiES FOR MILITARY CORRECTIONAL PERSONNEL 

Under contract to the Office of Naval Research. Management and 

Organization 'Development,Inc. deS1gne~. tested. and evaluated two pro

totype training courses for the United States Madne Corps. Entitled, 

Professional Development, Institutes for Military Corr~!,_t1onal Personnel 

(POIMCP). two ,~ases of this action research were completed for correc

tional specialists. One of the objectives of the program was the testing 

of the hypothesis that training programs could influence corre~tional 

personnel's performance of duty. 

Phase I was completed in the Fall of 1971. It was conducted at 

Camp Pendleton, California, and at the Marine Corps Recruit Depot, San Diego, 

California •• his phase included staff personnel only. Phase II was com

pleted in the Spring of 1972. It was held at Camp Lejeune, North Carolina. 

and at Camp Pendleton, California. Two courses were conducted at each 

location - one for staff, and one for administrators. Upon completion \)f 

training, all participants were asked to evaluate the courses. 

This follow-up study was made in conjunction with Phase III of the 

investigation (1973). It is concerned \'dth the subjects' reported evalua

tions of the program - six and twelve months after completion of training. 

The trainees in Phase I included only the Uo/elve-month staff subjects for 

this purpose, while those in Phase II comprised both the six-month staff 

and six-month .adm1nistrator subjects. The instrument used to collect 

the data was a questionnaire designed by the researcher (Appendix B, 

Component B). 
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The results of this study provide some insight into the behavioral 

consequences of the program for professional development of military 

correctional personnel, and the post-training attitudes of the partici

pants toward the pilot project learning experience. 

One hundred and eighty-four quest10anaires were sent to the par

ticipants in Phase lin of the PDIMCP. One hundred and six were re.,. 

turned; eighteen were undeliverable and are er.~lu~~d from the analysis. 

The return of more than 50% of the posted questionnaires were tested 

to detenni ne the1!" adequacy and r(f~~resentati veness. Demographi c da ta 

was requested in order that. additional rel~vant information might be 

obtained from the sample. 

The. follow-up study focused upon assessment by the participants of 

the tra i n1 ng modules. the overall program. and subj ect COlTlllents. The 

trainin~ mocilJles were rated on a five point scale. rangin!~ from "excellent" 

to "poor." A combi ned average of 75.3% of the total responses \'las made 

in the categories "excellent" and "good." The trainees' evaluations of 

the overall program was presented in three parts: 

(1) The couise's h~l~fulness for the professional development of 

military correcti~nal personnel. (A combined average of 86.3% of the 

total responses was made1n the categories "excellent" and "good.") 

(2) The course's positive influence on performance of duty. (The 

a\'erage for the three groups respondi"'g exceeded 89% in the categories 

"a great deal" and "somewhat.") 

(3) The subjects' open-ended comments supported a favorable evalua

tion of the experimental training p,'ogram and offered valuable suggestions 

for future programs. The corrrnent \~h;ch occurred most often (20 times) 
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\'!as, "Outstanding. Should be required for all correctional personnel 

&nd leadership progrllms. Also need refresher courses." 

In conclusion, the findings indicate that one hundred and six Marfn~ 

Corps personnel surveyed, six and b/elve months after completion of train

ing, overwhelmingly felt that the experimental program was of positive 

value. They supported the institution of similar behavioral s~fence 

courses such as the Professional Development Institutes for Militar~ 
" 

Correctional Personnel for military inservfce training and for the military 

occupational specialty in corrections. T~e data offered valuable sugges

tions for additions and improvements in the program, if it is adopted 

as a regular part of military inservice education. They recorrmended 

that bO,th the staff and adminis(.rators' course become required for all 

military occupational speCializations in corrections, and that the pro

fessional development fnst'tutes which form the basis of thi5 investiga

tion •. should be seriously considered for its usefulness in the preparation 

of other military on human resource duty assignments. 
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COMPOI4ENT C: TEAM BUILDING FEASIBILITY STUDY 

In the field of organization development, team building is a nc~ 

technology being utilized for increasing staff effectiveness. In this 

approach, the behavioral scientist acts as a process consultant to a 

work group, assisting it to analyt:e hO\'1 it functions on team tasks. how 

it makes decisions and solves problems, how it develops work norms and 

values. how it maintain~ morale and utilizes conflict, how it gives feed

back and communicates authentically at both the cognitive and feeling 

levels. This investigator hypothesized that this ne\tl technology might 

have value with a military correctional staff as a means for 1mproving 

organizational effectiveness. It t/as his original intention to conduct 

a pilot project :.:tn hin; this methodology. b;Jt he had to 1 imit the action 

research to a "feasibility study." The correctional facility at the 

Marine Corps Base at Quantico, Virginia, was chosen because of its medium 

size and because the s~aff were about to move into a new building where 

an improved phYSical environment would optimize future application of the 

findings. Working with the key personnel from the forty-four Marines 

who who staffed this short-term confinement facility, he collected data 

by means of a tape recorder, collated and typed it. and then sent it back 

to the participants for their analysis at subsequent sessions. 

An eight step team building model was utilized in this experiment: 

(1) Collect data from the unit on existing organizational relations. 

(2) Analyze and package the data. 

(3) Present the data to the group under study as relevant feedback. 

(4) Work the data with the group for its full significance and 

imp11cations. 
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(5) Challenge the group to set priorities relative to the issues 

raised by the data. 

(6) Encourage the group to set short-range targets for improving 

or changing the situation. 

(7) Check on the reality of these immediate goals and suggest modifi

cation. 

(8) Follow-up on participant progress in impl~~nting the goals, 

and share these findings. 

Thus. the researcher sought to build up the team's ability to work together 

by analysi~ of hard. legitimate organizational behavior within the job 

context. 

The procedure employed in the team building study involved having 

the consultant meet with members of tha work teams. to get the subjects 

to address such questions as: (a) What is it 1 ike to w9r/: here? (b) 

What kinds of things make it hard for you to do your job? (c) What is 

your job? (d) How is your job different from what you thought it would 

be before you came here? (e) What things would you like to change about 

your job? (f) What are your responsibilities on the job? (g) What kind 

of broader responsibilities could you assume? (h) What would be necessary 

to make it possible for y~u to assume broader responsibilities? (i) How 

can your work unit perform more cooperatively? H~ving helped the par

ticipants to analyze tilis data. the consultant hoped to confront the 

group with further questions,. such as: (j) What would you be willing to 

de '~o help change things? (k) What does each individual in this group 

net:d to do differently? (1) What is thel~e in relationship between you 

and your supervisors that you might be abie to change? 

\;":J, 

_____________________ z ______ ..... s.r~.·· ............ .. 
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The m~thodology also involved the following procedures: 

(1) Preliminary discussions with lieadquarters personnel from the 

Security and Law Enforcement Section, USMC. 

(2) Exploratory meetings with the Officer-in-Charge of the Quan'i..:co 

CO~'rectional Facility, and with local Security Section representatives. 

(3) Tentative procedures outline presented to the OIC for approval. 

(4) Meeting with ole and senior staff to explain the process and 

procedures to be employed in the project. 

(5) Briefing by the ole of each guard section on the team building 

process in which they were to engage. Questionnaires for data gathering 

were completed. Transcriptions of each of the five subsequent meetings 

between the guard section and the consultant were made. 

(6) 11 tape recorded session was conducted with the Ole and his senior 

staff. 

(7) Anonymity of the transc,"iptions used in subsequent meetings I'lith 

senior staff and guard section was mainta'h1ed. 

The ;-rincipal findings and conclusions from this experimental study 

are as fo 11 ows: 

(1) Transcripts from the three g. ard section of th'is study tended to 

view their role as correctional staff very narrowly. They reflected a 

good de~l of frustration and bitterness over the limitedness of the role 

a~, presently defined. They saw little hope that they could enlarge their, 

functions. Furthermore, it was evident that the reality of their role 

d1d not match the expectations which they received through their correc

tional training in an Army course at Fort Gordon, Georgia. There was 

dissonance between what they were taught is th~ '~ork of a corrections 
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professional and \'Ihat they actually h(:d an opportunity to perfonn on the 

job. Before coming on duty. they perce~ve the corrections field as a 

high involvement activity, whereas reality pru~'e~ that they are merely 

"turnkeys" w!lose role is primarily to open and shut gates. They discover 

that contrary to their professional training. guard relationships with 

the confinees are superficial and that a helping relationship is the 

sole prerogative of that person in the Correctional Facility with the 

title of "counselor. It 

(2) An important finding de,alt with attitudinal problems associated 

with the ~uality of command structure and duties as experienced by the 

Quantico staff. The guards felt thiAt battalion duties outside (If the 

Correctional Facility made unwarranted demands upon their time' and commit

ment, often being fulfilled outside of their regular \,iOrking hours in the 

Correctional Facility. To the Marines involved in this study. there could 

be little concern about team building until Sase policy and ;>rocedures 

changed relative to the correctional program. This investigation indicated 

that the guard staff had ample evidence that: {a} Base superiors had little 

conc~rn'about the Correctional Facility and the men who staff it. (b) 

Command decisions negated the staff desires to be professionals. Apparently, 

until the guard fprce experienced a more humanistic treatment themselves. 

they were unwilling to express real caring concern for the confinees. 

(3) Thp. Ouantico subjects expected that the team building project would not 

have ~ny value. except t~e distant hope that the publication of this report 

might have some impact upon corrmand decisions which effect the daily opera-

tion of the Correctional Facility. 

Many participants did seem to obtain a greater understanding of 

organizational realities which limited the options available to the Officer

in-Charge as a result of their exper"ience in the experiment. 
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Specifically, the researcher concluded tI':-~'.' team building 15 pre

mture in Marine Correctional Facilities if this pilot project is 

indicative of the situation in other military correctional institutions 

because: 

(1) The na ture of the confi Mes in thei r offense sugges ts to the 

participating guard'forc~that there is little they do which ultimately 

benefits anyone in confinement. In other words. they perceive themselves 

as "baby sitters" for irrrnature people who cannot stand the discipline of 

the Marine Corps and who. upon release. will be back in confinement for 

another AWOL offense. 

(2) The majority of the gUl:.i'J force felt that they were being wasted 

as hu~n resources. It appears that the traditional element used to get 

increased motivation. anticipation. and involvement that work. were absent 

in this particular Correctional Facility. and that the staff had not 

been exposed to previous research by this contractor on Professional 

Development Institutes for Military Correctional Personnel. 

(3) Finally. the apparent duality of control between the Base and 

the Correctional Facility (and the low status of this duty assignment 

within the larger system) is a major impediment to team building or any 

other activities directed at greater professiona11zation of the Correc

tional Facility staff. (It should be noted that in the presentation of 

these findings to the participants in the Military Tra~ning Offic~rs 

Seminar, these groups maintained that the situation at the experimental 

site was not typical in larger correctional centers. For example, they 

maintained that if the study had been undertaken at Camp Lejeune or 

Camp Pendleton. the results might have been more positive since some tf 

the same conditions do not exist.) 
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The investigator made five specific recommendations as a resul t of 

this: 

(1) That the team building model as developed in Quantico be replicated 

at oth'er military correctional centers. 

(2) That the data collected in the present and subsequent research 

be incorporated into on-going training and development programs for correc-

tional personnel. 

(3) That a systemat1c research be undertaken by past and present 

correctional staff relative to Marine correctional programs and procedures, 

staffing patterns and problems. training and development activities. 

(4) That other models for team building and staff development be 

created and tested on different subject populations within the Security 

and law Enforcement Section (e.g., military police. drug abuse counselors, 

etc.). 
(5) That guidelines be developed to assist officers in charge of 

correctional facilities and their sta·~(' in the design and conduct of 

local team building or related activities. 

Two interesting by-products of this study have been: 

(~) A serious reevaluation by the Quantico correctional administration 

as to how they might resolve some of the staff issues internally that would 

make team building feasible ir_ that institution. 

(b) Interest by the participants in the Military Training Officers 

Seminar who heard the preliminary report on the team building project, 

relative to how the methodology might be applied elsewhere in the Marine 

Corps. principally outside of correctional facilities. 

The results of this research produced more questions than answers. 

It documented for the f.irst time the perceptions of both the guard force 
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and administrative staff in Mar1ne Corps Correct·lonal Facl1ities. relat1ve 

to their role and function. It identifies· the ·situat1onal conflicts which 

arise when there is an apparent corrsnand concern only for a "quiet brig,1I 

when the faciltty,is operating at double its destgnat~d prisoner popula-

tion with t~-thirds, or less, of its authorized staff. It raised the 

questions about criteria and standards. about goals of the Marine Corps 

Correctional Facilities and programs. about ro1es and realist.ic expectations. 
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·! COMPONENT 0: BEHAVIOR \~OIFICATION RESEARCH: CONTINGENCY 
MAr~GEMENT IN MILITARY CORRECTIONS 

.. ' , 1 

Although the behavior modification technology had been utiiized to 

change behavior in a variety of total institution environments. there was 

no evidence of its application the military confinement system. In the 

Administrators' course of the Profe~sional Development Institutes for 

Military Correctional Personnel. there was a learning module on the subject 

of behavior management. Sufficient interest was indicated by the adminis

tration of the Mari.ne Correctional Facility in Camp Lejeune. North Carolina. 

that a pilot project was undertaken to determine if the theories of 

psychologist. B., F. Skinner, could be successfully applied in military .. 

correctional situations. 

This action research had three general purposes: 

(ij To design. implement. and research a point economy motivation 

system iil mil itary corrections. 

(2) To design a training and implementation proc.edure for expanded 

use of the technology should the present research succeed. 

(3) To research staff reinforcement contingencies and to maximize 

program follow-up after the interventionby'~he external consultant. 

The specific objectives of the study were to increase positive inter-

action between staff and prisoners;, to encourage prisoner achievement in 

self-care behaviors; to foster conf1nee cooperation Hith military regula

tions. and to further conHnee achiev.ement in work and learning tasks of 

the correctional facility. 

The subject population were all Marine detainees residing in one 

donnitory at the IIbrig,lI within the Marine Corps Base complex in Camp 

Lejeune. Eighty percent of the confinees were there primarily for absence 
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without leave. The size of the sample varied between 35-42 subjects. 

because of nonnal tur'nover in the prisoner population. The Contingency 

Management Program Wi~S administered by the correctional staff after eight 

hours of formal trai!n1ng by the external research team. This included 

books and learning aids created by the researchers (James and Miller. 1972): 

Rehabil1tltion by Behavior Management, a Training Manual and Staff Achieve

ment Progr'a,m for Correctional Agency Personnel; and the Family Behavior 

Seminar, eighteen half-hour cassette lessons in behavior ·management. This 

permitted the staff to a~ply positive reinforcement to their home. as 

well job environment. 

The methodology established three criteri~ relative to response rates 

of behaviors being directly consequated during the reward period: the 

definit~ons of behavior being reasonably clear and the reliability of 

measurement at an acceptable level (greater than 80X); and identification 

of any contaminating variables which may have affected the results. The 

experimental design began with a survey of present practices. in the cor

rectional fa~ility, and identification of specific, desired behaviors on 

the 'part of the correctional staff, so as to establish a baseline for 

subsequent research. 

There was an average of fifteen days in each of the four observation 

periods during which the experiment was conducted in 1972 - condition one 

(base11nQ/reward), and condition two (baseline/reward). Records of indi

vidual perfonnance by the subject during the two reward condit'lons were 

kept as a means for determining point earnings, since the subject had to 

obtain a specified number of points in order to enjoy the e.ening's 

privile~es. The data in this investigation was analyzed from the Vie\1point 

of five basic behaviors upon which the observations were made of the subjects. 
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These included: 

(1) On-ta~k (a number of conf1nees engaged in staff-assigned 

activities); Off-task (those confinees not engaged in the assigned 

activities) • 

(2) In-uniform (personal appearance that met facflity standards for 

conf1nees); Out-of-uniform (subject does not meet facility dress standards). 

(3) Dormitory cleanliness (a value rating by the staff. which ranged 

from 0 [totally unsatisfactory] to 10 [very satisfactory], concerning the 

confinees' maincenance of facility standards for dorm inspection). The 

following criteria were utl1 ized: 

(a) "Racks" (beds properly made). 

(b) "Deck" (floor properly cleaned). 

(e) "Bul khead/Overhead" (wall and cei 1 ings propt'rly cleaned). 

(d) "Head fl (bathroom properly cl eaned). 

(e) "Windows" (windows properly cleaned. both panes and sills). 

Numeric rating on the above value ratings were totaled for a daily rating 

of the dormitory. 

(4) Excuse-making: An "excuse ll was recorded if the subject uttered 

a verbal complaint about any task assigned the confinee by the staff: non

verbal behaviors were also recorded in this category. The number of 

excuses were recorded by the s taff ~ per day, in each of the fOIJr experi

mental conditions. 

(5) On-rack: (lying, sitting, or leaning against a bunk by the 

confinee during the work period). Those who were "on-rac~" losi points 

within ~he reward condition when the thrice daily observation count 

was made. 
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The findings in each of these behavior categories can be briefly 

summarized as follows: 

(1) During the baseline one period, 59% of the confinees were 

"on~task" and 41% were "off-task."; whereas, during reward one period. 

99% were "on-task" and only 0.8% were "off-task." During the ba!';eline 
, 

two period •.. 25%' of the subjects were "on-task" and 74% were "off-task" 

•.•• A$~uming that count accuracy was present throughout the study, the 

data presented clearly supports the hypothesis that a functional relation

shi p exis ts bebleen the conti ngencies opera ti ve duri n9 the reward cond-j

tions and the response r,tes of "on-task" behavior. 

(2) Relative to the behavior category, ":in~.un'iform/out-of uniform," 

the basel ine one period found 74% "in-unifonn"and 26% "out of uniform"; 

whereas, duri ng reward one period, 100% were found to be "i n-uniform." 

Subsequently. during basel inc two period. 94.5% viere "in-uniform" .... 

Although it seems that the contingencies operat-lve during the two reward 

conditions exerted some control over dress behavior. it is not clear whether 

this was due to that factor or another variable, namely, the increase in 

dress inspections. A repetition of the experiment with the inclusion of 

official inspections in both baseline and reward conditions, would experi

mentally control the possible side effects on dress behavior. 

(3) Dormitory cleanliness: Dormitory ratings given during the two 

reward conditions we:re considerably higher than those issued during the 

two baseline conditions relative to "rackS," "deck." "head," aild "windows." 

For example. the total rating for baseline one period was 11.1 mean rating; 

whereas, it rose to 40.0 mean rating during the reward one period. likewise. 

the baseline mean rating for the second period was 10.6. and rose to 3.3 

mean rating during the second reward period .••. The instrument utilized as 
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a measure of dormitory cleanliness appears to have been unsatisfactorily 

defined. It produced low rel~ab1lity measurement counts. and this has 

caused the researcher to exclude a positive conclusion in setting the 

relationship between the point economy and the dormitory ~leanliness. 

(4) "Excuse-making": During the baseline one period. the mean 

excuse rating per day was 27.7. a~d dropped to 0 by the reward one period. 

During the baseline two period. the mean excuse was 30.0. an~ again dropped 

to 0 during the reward two period .... The data supports the hypothesis that 

a functional relationship does exist between the point contingenC'!es and 

the "excuse-making" behavior. which had been high during the baseline 

periods and non-existent during the reward condition periods. 

(5) "On-rack": During th<) baseline one period. a 20.2 mean number 

of subjects was recorded as being "on-rack."; whereas. during the reward 

one period it dropped to 0.2. Likewise, the baseline b~ period showed 

a mean number of 24.0, while the reward two period indicated a reduction 

to 0.17 mean number of subjects recorded "on-rack ll during the last experi-

mental condition .••• The data generally tends to support the hypothesis 

that the point con~1ngencies exercise considerable control over the 

1I0n-rackll behavior. 

Four general conclusions can be drawn from this limited pilot project 

in the use of behavior mandgement: 

(1) By the means of the five bllSic behavior categories. which were the 

context of observation and reward, it was obvious that there was a marked 

improvement on the part of the subjects during the first and second reward 

periods. On the other hand. there was a drop in terms of undesirable behavi

or during both baseline periods and the subsequent counts of the first/second 

reward periods. It would appear that some of the behavior sought through re-

J ,\ habilitation programs for military confinees can be achieved by means of a 
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point economy or positive reinforcement program. 

(2) Furthermore, there are 'indications that the introduction of 

such a reward program or token economy into a correctional program can 

also improve staff morale. The high cooperation and interest demonstrated 

by the Camp Lejeune stairf relative to this project was heightened when 
) 
i' the resul ts during the reward p~riod facH ita ted the accompl ishment of \'. 

correctional duty assignments. There were interesting side effects: 

the sergeant who was assisting on the experiment ~nd benefited from the 

Family Behavior Seminar tapes. reported that this learning helped him 

increase his positive inter~ctions not only on the job, but also at home. 

An unofficial experiment WlIS undertal(en by the staff on their own. using 

the point economy in another dormitory. It proved effective. Furthermore. 

the administration of this mil itary correctional facility made a decision 

to continue and expand the rc!:carch or. their Orin at the end of the exper"!i-

mente 

(3) This project demonstrates that the environment of (\ mil'itary 

correctional facility can be positively changed by application of con

tingency management technology. Therefore, the results of this experiment 

warrant further expansion and application of this technology to other 

mil itary confinement facil Hies within the Naval system .. 

(4) Finally, it can be concluded that behavior modification would 

have value in the treatment of other problem populations within the Marine 

Corps. A representative approach, it would seem, might lessen the possi

bility of such individuals being confined for treatmel~t of one type or 

another. Therefore. it is rp.conrnended ~hat the research team be expanded 

to undertake another pl10t project on the East/West Coast to investigate 

the'application of this behavior technology to military drug exemptees 

(those servicemen who have voluntarily indicated that they have a drug 
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problem. ,and seek on-base rehabll itation}. Another useful experiment 

'. could be undertaken to seek an alternative to military confinement. 

In other words. a subject population who have been sentel,r.ed to the brig 

might be given special cOl.lnsel1ng (i!~cluding positive reinforcement) ,to 

ascertain whether they can be rehabilitated without actual incarceration. 
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COMPONENT E: EVALUATION STUDY OF THE EFFECTIVENESS OF r~ILITARY 
TRAINING OFFICERS SB~INARS FOR HU~~N RESOURCE SPECIALISTS 

During the third phase (1973) of the Office of Naval Research study, 

a third course was designed. tested. and evaluated for the professional 

development of military personnel. Entitled MILITARY TRAINING OFFICERS 

Sa~INAR. it was intended primarily for members of the Marine Corps who 

had training responsibilities for various human resource specialists. 

Fifty-four Marine Corps and Navy officers and non-collll1issioned officers 

att~nded two sessions. one held in the East (Virginia) and another con

ducted in the West (California). The one-~Jeek ins.tructional program con

sisted of 44 hours and 15 training modules. The content was centered 

around topics from th~ fields of adult education and the applied behavioral 

sc1ence~~ The p;-1iic1ptll purpose was to prepare instructors for the staff 

course, entitled PROFESSIONP.L DEVELOPf~ENT INSTITUTES ON HUMAN BEHAVIOR. 

developed from the first two phases of this research project in 1972. 

The learning material was presented by a faculty of five behavioral 

scientists, all of whom possess the doctorate degree and were involved in 

the original research. Instruction was offered at the level of a Graduate 

Seminar, and university credit is possible for the learning experience. 

The seminar components were as follows: 

(a) Four series sessions on adult education - actIon-learning and 

research. 

(b) Eight demonstration lessons in media workshop by the training 

team Ch the subject matter of the PDIHB learning mo1ules. 

(c) One module for practice traching by the participants. 

(d) Three research reoorts on topics related to the project - team 

, . ' 
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~ilding, behavioral management. and follow-up study of military correc-

tions personnel, participated in the fir~t ~ftO phases of ~'e research . 

(e) The semir;ar was further used as a me(hanism for t~e presenta

tion by the contrac"tor of a learning system to be used by mi1itary tra;ners 

in the presentation of the professional development inst1tutes. The two 

East/West seminars were to form the basis of the action research conducted 

for the purpose of evaluation. 

The study assessed the degree to which the professional de .... e1opment 

of military training officers was enhanced by the seminar experience and 

content. It also investigated the degree of self-confidence which these 

servicemen gained as a result of the skills developed during the course. 

Finally, the ;nvest1~3tion measured the increased ability in behavioral 

science methodologies which the course participants ,received ti:rough their 

participation in this unique educational experiment.' For collecting data. 

two survey 1nstruments were designed and administered on a pre-post basis. 

At the opening of the seminar. a participant data form was filled out to 

gather demographic information. while at the closing session a learning 

analysis instrument was also provided. Stutistical data was analyzed by 

non-parametric techniques and Chi-Square tests of' significance were applied. 

The validity of the survey instrument design was assessed by use of the 

Spearman Rank-Order technique of correlation. 

The principal demographic data on the fifty-one Marines and three 

Naval officers par"tfc1pating in the Military Training Officers Seminar were 

as follows: 

(1) In terms of years in the service. the mean was 13.5. 

(2) In terms of educational level, the mean for the group was 15.0. 

(3) Forty-three of the subjects were commissioned officers, while 

eleven were non-commissioned officers; their ranks ranged from Lie~tenant 

( 
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Colonel to GIMner'J Ser-geant. The sub.1ects were drawn from ei';lhteen Marine 

Corps and Naval stations, princ1pally in the South and Southern Calffornia. 

Their duty assig~lents represented a wide range of hun~n develop~eot 

activ1ties, from Provost Marshal and Judge Advocate to Corrections Officer 

and Personal Leadership Instructor. The p.rincipal areas of occupational 

concerns w~~e in corrections work, alcohol(drug educat1on, and human/race 

relatior.s. 

The correlation establIshed between the statis~ir.al data recorded by 

the two course groups in Virginia and California, successfully estab1ished 

the va11dity of the survey 1nstruments used during the investigation. The 

applicat10n of the eh1-§quare test to the data collected during the resear~h, 

reached a level of statistical significance in the majority of .the cases 

tested. F)nally, the eva1uation of the module and pr~gram value of both 

subject groups indicated an unusually hi~h acceptance of the Profes~1ona1 

Development Inst1tutes on Hum!n Behavior. 

The conclusion of this research is that. with rare e)(ceptions. the 

training seminar did alter the perceptions of the course participants with 

regard to their abilities as ad',lt educators. as we1i as their perception 

of their skills 1n behavioral science methodology. The personnel who 

attended the East/West Coast !eminars exhibited either an increase in th~ir 

self-evaluatio"l of the above areas, or else demonstrated a pronounced aware

ness of an unjustified overconfidence prior to the course. The results in 

the post-seminar assessment indicated a downward turn in their self-perception as 

trainers as a result of the1r exposure to the depths of the techniqtit::s involved. 

Additionally, the course participants demonstrated a high deg~ee of 

satisfaction with the presentation of the program in its individual training 

modules. Amon~g the f1ndings arli! these evaluative indicators by the 
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participants. relative to the Seminar's value: 

(1) 52% of all the trainees indicated that the MTOS would assist 

them in improving their worlc in human resource development. 

(2) 80% rat~d as "excellent/very good ll the effectiveness of the 

speakers and discussion leaders. 

(3) 67% gave an overall rating of "excellent/very good" in comparing 

this MTOS learning experience in contrast to other previous military train

ing programs. 

When the subjects analyzed their principal learning from the one wee!! 

intensive learning experfence, they indicated growth in three major areas: 

(a) Interpersonal Communications; (b) Group Process; (c) Behavior Management 

Techniques. 

At the closing of the Seminar, participants Here asked to fonnulate 

a personal contract relative to action plans that wouid utflize the learning 

in the course. or the instructional system for the Professional Development 

Institutes on Human Behavior. Twenty-two of the subjects indicated immediate 

olans for utilization of their new information and skills in the training 

of personnel: fifteen planned to immediately share the techniques w:th 

their superior officers, while fourteen intended to apply their newly 

acquired tEchniques with subordinates. 

F1na11y, it was apparent to the researcher that a mass of general effort 

in human resource training is bein~1 conducted within the Marine Corps. 

However, it is also evident that this endeavor, though prodigious, is frag

mented and highly sectio.nal. Consequently, it is recommended by this 

investigator that a systematic study be undertaken relative to human resource 

development within the Corps, and that an agency be created to administer 

human service activities. Furthermore, this unit would be cnarged not only 

with the procurement, training, and assignment of human resource specialists. 
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but also wfth a t~oroug~ analysis and definition of those areas in the 

Marine Corps to which human resource training is particularly applicable. 
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II. GENERAL CONCLUSIONS AND RECOMMENDATIONS 

.Each of the five major components in this 1973 final report for 

the Office of Naval Resear'ch, on IMPROVING ORGANIZATIONAL EFFECTIVENESS 

IN THE DEVELOPMENT OF fHLlTARY HUMAN RESOURCES, has provided specific con-

elusions and recoll'lllendatfons. However. the Project Director would 1 ike 

to extract from that mass of data, the major conclusions and recommenda

tions which he and his associates have come to after considerable involve

ment witti military correctional and human resource personnel. 

A. Based'upon three years of intensive analysis of various elements within 

the Marine Corps correctional program, with special emphasis on the needs 

and possibilities for professional development, it is concluded that 

Headquarters Marines should give urgent consideration to planned changes 

in policy and procedures relative to the Corps' criminal justice efforts. 

Specifically. 1n order of pl'ior'ity, these recommendations are made: 

(1) That experimental research be undertaken immediately to examine 

alternatives to confinement, which would drastically .,'educe the number of 

Marines within cor~ectional facilities both as confinees and staff (such 

as haS been proposed by means of a Success Reorientation Counsel1ng Service 

for offenders). 

(2) That all paraprofessional counseling activities within the Corps 

be combined under a new occupationill specialization of "Hum;tn Resource 

Counselor." (To include those presently assigned to counseling duties 

in correct1ons, drug/alcohol abuse programs, human/race relations programs.) 

That a common program of professional development be created for such 

,., 
}' 
~ 



·--~ ~
il. 
~L. . 

\ .... -" ie .. 

-- -----------. -;-~"-'-: '---"--T,.";=~7':'"4~.·_·,,, "~~" .. t·· .... ·!:.!""~l'tf!·t:: •. _ • .,~._.~~ ... _l:l';.~.,..",~, ___ ~.,,J.," ........ '<. _~ __ ··c ... "'~." .• '" •• _._ .. _ ..... "~ .. ~._".~ ....... _" .......... ..,.'I~nl-t~~A~.~ . 

• I 

special ists (such as in the p,roposed study on the Role and Preparation 

of Military Human Resource Counselors). 

(3) That a problem-solving conference be instituted of high 

ranking decision-makers within the '~arine Corps, to plan for the renewal 

of the Corps' criminal justice services (to include representatives of 

Security. Law. Ei.i"nrcement, Corrections. and Judge Advoca te offices). with 

a goal of establishing a systems approach, partfcularly with reference to 

the thirty or more correctional facilities administered by the Marine 

Corps. 

B. From results achieved in the past three phases of this research (1971-73) 

in the professional development of military cotrectional p~rsonnel. it would 

appear that the pilot project which produced three courses for staff. admin-

': istr.;:tors, and tra1iiers, have been successfully tested. Based on the subjects· 

evaluation of these behavioral science training programs, now it can be 

safely recommended that the Armed Forces in general, and the Marine Corps 

in particular, should make every effort to integrate the PROFESSIONAL 

DEVELOPMENT INSTITUTES ON HUMAN BEHAVIOR into their regular 1nservice educa

tion programs. Furthermore, it is suggested that the staff course should 

be required for the Mil1ta",V Occupational Special1zotion in corl~ections, 

and that the total results of this research he analyzed for all those with 

human resource duty assignments. 

C. The research investigators are still of the opinion that team building 

technology would be a valuable means for correctional staff development. 

It is recommended that the Marine Corps first resolve internal issues which 

affect the morale of pers~nnel assigned to their correctional facilities 

before further application of this approach (because of duality of ccm~and 
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structure and commitments relative to the correctional facilities, as well 

as high personnel turnover due to low pri.ority given to such assignments). 

However, the research accomplished does warrant replication of the Team 

Building Mode!. with other types of militat·y human resource staff (such as 

those aSSigned to the Marine Corps Human Relations Institute in San Diego, 

or to the Security and Law Enforcement Branch in Headquarters Marines. or 

with a base unit of military police. or a drug/alcohol education program). 

D. The successful application of behavior modification with a wide variety 

of environments has been expended by this present research on its use within 

one Marine Corps Correctional Facility. Therefore, it is recommended that 

all branches of the Armed Forces give serious study to the introduction of 

a positive reinforcement program as part of their standard operating pro

cedur.e for military confinement installations. Specifically. it is recom

mended that research be support.ed in application of the Contingency Manage

!!Ient Model to other troubled ~opulations within the Naval system - first 

with those in the ca tegcry of "drug exemptees," then with those mi 1 i tary 

identified as having alcohol problems. 

E. The Military Training Officers Seminar research has demonstrated that 

military instructors can be prepared in a short time by means of action

learning to function more effectively as adult educators, capable of using 

insights from the applied behavioral sciences. However, the 1973 action 

i research was limited to the staff course of the P.rofessional Development 

Institutes on Human Behavior. It 15, recommended, therefore. that in 1974 

the Department of the Navy. especially the U. S. M,arine Corps, consider 
'. 

continuing research on: (a) A military training officers seminar for 

instructors in the administrators' course previously developed (PDIHB); 
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preparation of additional audio/visu~l aids and learning materials for 

eight modules, so as to enhance the instructional capa~ilities of military 

trainers with reference to the PROFESSIONAL DEVELOPMENT INSTITUTES ON 

HU~'AN BEHAVIOR. 

Furthermore. in conjunction with the abov~ research, these additional 

activities might be undertaken: 

(1) A study to evaluate th .... qual ifications and effectiveness of 

training officers in the military as adult education specialists. 

(2) That a follow-up study be conducted of the long-tenn effects 

of pal~ticipants in the Military Training Officers Seminar (both for those: 

being prepared to teach the staff. as well as the proposed administrators I 

course,) • 

(3:) That a study be inaugurated to analyze the behavioral science content 

of the several existing Marine Corps leadership and human relations cour~e~, 

with a view to integrating and synthesizing the content \~ith the pre-existing 

courses l'ihich have result~d from this Office of Naval Research project - namely, 

the Professional Development Institutes on Human Behavior. It is further 

recorrmend\~d that the results of such an investigation be utilized to develop 

a standardized approach to leadership and human behavior courses which form 

the basis of the preparation for ~,-ricer candidates and non-commissioned 

officers. 

Finally, it.would appear that the U. S. Marine Corps should consider 

coordination of all its human service efforts under a single command ~tructure 

which would administer the selection, training, and assignment of human 

resource specialists within that organization. 
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(f) Life Space Model 
(g) Emerging Model for U.S .M.C·. Corrections 
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(j) Private Wor!d E~~rcise 

II. California Class Reports: 

Ca) Plan for Im~roving Unit Organizational Relations 
{b} Two Altern<lt1ve Organizational Relations Hodels 
(e) Conflict and Organizational fffectiveness Report: What 

Turns Human Resource Staffs On/Off 
(d) Program Planning Model for Human Resource Specialists 
(e) Planning Model Report for Human Resource Specialists 
(f) Action Research Model for Human Resource Specialists 
(9) Motivation in Human Resource Planning 
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1973 (4eWOtl AJ altd Pomona, caV.nOltlW:t, MaAch 25-30, 1973. 
z.t ,u la.(.gni6.icatl-t 60lt out.wle p.iamutlg ltegMcUttg the pIt06e&-
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plUJv.ide6 .i~.igh..t .i.n.tc the ci.J:u, b e.&' qua..Uty 00 UJOItIl. and . 
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AnV ANCED 1&J)ERSHIP SENINAR3 
2d Marine Division, FMF 

CIIDP Lejeune, N!>rth Carolina. 28542 

Captain I.. E. Sm-mRS, Jr. 
CMC, (Ced. A01-F) 

Conference Notas 

Leadership f>1otivatiun Inventor'J 
P~'llCtice Lessons; notes 
Conference Notes 

1/AES,'rudl 
1540 
27 April 1973 

1. The attendees of the Willirunsburg, Virginia COTlfe:!.'8nce (,8 .. 23 Feb 73) ~ 
represented a mixtuxe of backgrounds, from corrections officer to NCOre 
for station training, as well as ~~present:ng the Army, Navy and Marine C0r?s. 

2. The first group generated input came frum the reSOUl'se instrument; the 
Leadership Motivation Inventory. (see Enclosl!r.e (1)). 

;. It was interesting to r:ote the larger rer,,)onse to Esteem Values vs. 
Self-Fulfillment Values ar.d tr,e larger r9sponse to Safety Needs vs. 
Delollgiilg Ueedu. Perr.t£i.ps tl,ese results are not t:tpic3.1 th:ro1lo"11out the 
Military, but they may b~ representative of a gen~=al trend. 

4. As the training modules wore presented und discussed, the group' members 
appeared to seek d.irect applioation ~o their individw:~ areas of interE'st 
vice application to general. mili tf\XY" structure. The D13.terial seemed Lv be 
individ.ually filtared into "nice to know" "8. ~ worth to me in Il\Y job. 

4. The report of Behavior Management project by Dr. JJ.HES, erected a 
"here an" now" example of application. The pro,;ect was amplified. by LiCo1 
IJPPOLD, Major BARRA and til BASS, who helped conduct the Ca.."Q]1 LejeUIlO Proj. 

5. Throughout the entire Conference, practical applications of :cesou::se 
instruments found in the ;Instructors Manual for Hl'lIIa."1 Rcsourse Suecialiatsl 
Staff Course .... era oonduoted. The general atmospher.e wi thin the group 
seemed to be, "I'll listen, but .... :m't a.ccept it un:!.ess provan".!t .... aa 
unfortunate that the time frame did ,not allow t'he ;;r.r.oup proces3 to explore 
the re~~ need for such a program and the basic concept of the !?n§£E!Clent of 
Changg,. The pra.cticB .. lcssons by pa.rticipa."1ts proV1d(~d aome interesting 
data from a random ssmple of Marine Officer3. 

,.,.~:t01Uu)'~ 
A. E. SOEMEHS 
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I. Virginia Class Reports.: 

(a) Cl,!sl. £.r2.fll~ Q.rU·I!.slo~'.§. !!ig.r~£.h~ Q.f-.N~e~_l 

The entire group, using the Leadership Motivation Inventory resource 

instrument, responded in relatfon to Maslow's Hierarchy of Needs by check

ing the five highest items that motivate them to do better work. Thei r 

repl1e!> were then grouped in categories ~ccordlng to the five major levels 

\ 

.of human needs. as follows: 

* of ResRondents 
Leadership Motivation 
Inventory - Questio'l,# 's 

Hi erarchy 0 f N d ee s 
,:!"~ ... 

five Hig"e~t Numbers of Group Responses 
Que$tion Men 

No. Responding Inventory Question 

21 11 Feeling my job is important. 

27 15 Opportunity to do challenging and mea~1ngful jobs. 

28 8 Chance for self-development and improvement. 
r--

22 12 . Respect for me as a person and Pt~ofessional. 
• 

29 14 Opportunity to experience sense of- accomplishment. 

30 = Total number of men 
= , 

lHarris. P. R •• Otganizational 0 namics (La Jolla, Ca.:.Management & 
Organization Development. Inc., 1973 pp. 30(C.l.). 31. 33, 46. 
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Team Presentations2 - Ratings by peer group on lessol' demonstrations. 

Team 
5 4 

3 Average 2 F . 1 
Excellent Good alr Poor 

A 8 11 

B 3 10 5 1 

C 6 6 6 1 

0 2 7 8 2 

In preparation for Tr~ining Module 11. the class was divided into four 

teams of four participants at the opening session for the ~ilitary Tra;n;n~ 

Officers Seminar. Each had an assignment to complete by Thursday morning 

in which they were to teach for one hour on a topic from the curriculum of 

the Professional Develooment Institutes for Human Behavior. The subjects 

were those not being covered by the external cOIISU1ttl.ilts in their demonstra-

tfon lessons. namel~f: human behavior. conflict resolutions, group behavior 

in organizations. and interpersonal skills for human resource-~ersonnel. 

The purpose was to increase student confidence in their ability to use the 

M.O.D, instructional systen without the aid of the professional resource 

persons. By utilizing their instt'uctor's manual on the learning module~. 

in question, as well as the various audio-visual aids available, they were 

to provide a demonstration lesson, The subjects were then asked to fill 

out an evaluation form on·a six-point scale from uExce11ent" to "Poor," 

The above matrix illustrates the feedbac~ each team received relative to 

their Jverall perfonnance on the practice teaching session. The majority 

of the o~servers thought the teams did a creditable job. 

2 
Op. cit., pp. 3-12. 25-52, 77-88. 109-136. 
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Open Minded Empathetic 
Honest Knowledgeable 
Analytical Patient 
Utilizes Resources U.nders ta nd i ng 
listen1ng Sldlls Attentive 
Cooperative Objective 
Creative Respects Others 
Challenging Unselfish 
Fr1endly Courteous 

Goal Oriented Dedicated 
Flexible Sense of Humor 
Concerned Organized 

Sensitive Enthusiastic 
Loyal Authentic 

Participative Compe.tent 

As part of the practice lesson on interpersonal relations, the class 

was divided into groups and asked to identify the qualities or traits that 

a human resQurce specialist should possess or cul tivate. The above thirty

two items represent a consensus of findings by the M.T.O.S. participants. 

3 
Oli. cit •• p. 113 (C.4.) 
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1) Lack of communication. 

2) Interpersonal relations (lack of TRUST). 

3) Resource struggle (competition for personnel). 

4) Frustration of reassignments. 

5) Duty. honor. country vs. personal life and needs. 

6) Conflict of image: civilian VS. military. 

7) Responsibilities to various authorities (need for 

clarification of roles and relationships). 

8) Means (disagreement on most appropriate method for 

reaching the mission). 

9) Goals (disagreement on program purposes and priorities). 

10) lack of authority to implement ideas (to influence 

organization life space). 

11) Internal dissent. 

12) lack of resources (to carry out assigned mission). 

13) lack of consistency (because of personnel turnover, lack of 

information, perceptual mis;nterp~etations). 

Again, as part of a group task in the d~~nstration lesson on conflict 

resolution. the participant teams were assigned a task to identify the 

principal areas of conflict for U. S. Marines in human resource duty assign

ments. The thirteen items above represent the class consensus as to their 

concerns where conflict er:ergy may be dissipated. It was then suggested 

that a "back-horne" target might be to problem-solve with their staffs on 

how to reduce such conflict. 

4 
Op. cit •• pp. 79-80 (C.2.) 
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5 
(e) ~elf:.Ima·9..e_E!.e!.c!s~: 

listing of characterist1cs of self (+ and -) that best describe one's 

image as a person and professional. 

C H A RAe T E R 1 S TIC S· 

POSIT1VE NEGATIVE 

Integrity Conscientious lack of Concern Procrastinate 

Sincerity Independent Quiet Frustrated 

Proud Neat Deviate Headstrong 

Marine Unsatisfied lack of Friendly lazy 
Relationships 

Hone~~t Professional Nervous 
Overbearing 

Stable Friendly Impatient 
Too Self-Critical 

. CO{lcerned logical Hypocriti ca 1 
Disorganized 

Happy Tardy 
Careless 

*One man showed his self-image.as: 1st Marine 
2nd" - Man 

·3rd· Husband 

In conjunction with the topic"improving organizat;onal relations," the 

participants were asked to list their positive and negative qualities on a 

scale of one through ten relative to th~ir image of selves as persons and 

professionals. Such data would be useful in staff development and in clari-

fication of the role image of human resource specialists. The one tl'ainee, 

for instance, who saw himself as a Marine, man. and husband in that order, 

presents an interesting case in point. 

5 
Op. cit., p. 113 (C.3.) 
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Expectations/Ideals 

6\r---\O--i--- Standards/Norms 

The Further in - the 
more difficult to 
mod ify / change 

~ Based on the instructor I s manual. a group report on percept; on and 
~ 
~~ 

~ cOl'lJ11!Jnication presented the above schemata. 
v 
~ 
ti 
~(.; 

li 
r ~6----------~-------
~ 
ij i Op. cit., p. 28 
>
~~ 
,'< 
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Correcti ona 1 
Unit 

7 inal 
, 

lIS 
::s ,... c 
lIS ° > .... ..... ..., 

Offense / ... 

~on- Unit i 

Receptive 
Unit with 
Sensitive/Aware 
leaders 

Criminal ----I ... Probation I 

Officer", I 
Stay 
~n 

Unit 

Civ1lian 

Military 

Discharge to 
Civl1ian Life 

\ 
Back to 
Marine Corps 

In Trainin!J Module 13 on "Military Correctional Trends," the group 

was given an assignment to design a more reintegrative correctional model. 

The above represents an 1nnovative approach that classifies by type of 

offense. Those with a criminal offense go to the correctional facility and 

are separated. b.v whether they are to return eventually to civilian or mili

tary jurisdiction. Those sentenced for a non-criminal offense ar'e placed 

on probation and either stay in their unit or are reassi9{;~ to one with 

more receptive leadership. The plan is remarkable in that it parallels 

a proposal the contractor has put forth for an "Alternative to Military 

Confinement" by means of a Success Reorientdtion Counseling Unit. 

" 
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; ~ 

\ 
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I 

r 
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(h) 

Task: List words that you would use to describe a leader you worked 

for ~ho functioned solely as an "X" or is "Y." 

x 

Negative 

Unsure 

Insecure 

"Nurd" 

Imnature 

Obsolete 

Dominating 

Traditional 

Authoritarian 

Double 
Reference 

Y 

Outstanding 

Fantastic 

Positive 

Enlightened 

Motivated 

"Hard Charger" 

Innovative 

"Unreal" 

Progressive 

Wide 

~ 
person/Sr. Jr./person 

~e~ 
Feelings 

The resource material in the instructor's manual describes two styles 

of leadership - "X" (authoritar'fan) a.nd "Y" (participative) - at two ends 

of a leadership continuum. The group task was to choose words about a 

human resource leader who operated solely in either style. 

7 
Op. cit., op. 31, 47-8. 131 
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--____________ (Name) 

Part I: TJ10 follo..,ing are various types of b(;havior which an .,dministrator mal' 
engage in in relation to subordinates. Reacleach item carefully an~ 
then put a check mark in one of the columns to indicate ",hat you would do. 

If I were an administrator :r w(.uld: 

1. Closely supervise my subordinates 
in order to get better work from 
them. 

20 Set the goals and objectives for 
my subordinates and sell them on 
the merits of my plans. 

3. Set up controls to assure that 
my subordinates are getting the 
job !ione. 

4. 

5. 

6. 

7. 

8. 

9. 

Encourage my subordinates to set 
their own goals and objectives. 

Make sure that my subordinates' 
work is planned out for them. 

Check with my subordinates daily 
to see if they need any help. 

Step in as soon as reports 
indicate that the job is 
slipping. 

Push my people.to meet t:heir 
schedules if necessary. 

Have fequent meetings to keep 
in touch with what is going ;u. 

Make A 
Great 
Effort To 
Do This' 

Tend To 
Avoid 

Tend To DOing 
Do This This 

Make A.Great 
Effort To 
Avoid This 

10. Allow subordinates to make 
decisions. 

8 

In conjunction with an aSSignment l~ke #8. the Pomona group provided this 
checkl1st for the purpose cf self-assessment of their own leadership style. 
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Part II: Read the descriptions of the two theories of leadership beloH, Think (,! 
about your own attitudes tow,ard subordinates and locate on the scale 
below where you think you are in reference to these sets of assumptions. 

Theory X Assumptions 

1. The average human be:f.ng has an inherent dislike of ,york and will avoid it 
if he can. 

2. Because of this human characteristic dislike of "Iork, most people r.1Ust b~ 

coerced, co~trolled, directed and threatened with punishment to get them 
to put forth adequate effort toward the achievement ~f organizational 
obje~tiv(!s. 

3. The average human being prefers to be directed, wishes to avoid responsi
bility, has relatively little ambition and wants security above all. 

Theory Y Assumption,2 

1. The expenditurt\ of physical and mental effort in work is as natural as 
play or res t • 

2. Extern~l contrel and the threat of punishmpnt &-e not the only means of 
bringing about effort toward organizational objecrives. Man will exercise 
self-direction and self-control in the service of 0bjectives to which he 
is committed. 

3. Comrnitme~t to objectives is a function of the rewards associated with their 
achievement. 

4. The average human being learns under proper conditions not only to accept, 
but also to seek ~esponsjbility. 

5. The capacity to exercise a high degree (1£ imaginat:i.on, ingenu:....ty nnd 
creativity in the solution of organizational problems is widely, not 
narrowly, distributed in the po~ulation. 

6. Under the conditions of rnodp.rn industrial life the intellectual poten
tialities of the average human being are only partially utilized. 

Indicate on the scale below where you would cl.:lssify your O\,m basic nttitudes 
to~ard your subordinates in terms of McGregor l s Thcoor'y X and Theory Y. 

Theory X 

10 15 20 25 
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(j) f.r!v!,t!, !ior.l~ ~x!,rf..ise9: 

9 

J J R4ndomty cti.t up white caJtdboaltd Oil. neW6plLint ,into odd llhapu. 

21 In6.ttu.c..t .incU.v.i.dua.l4 to dJr.aw theiJr. OWn p1!..iva.t~. lIJo1t1.dh on the 

4mU p.iece4 06 papeJt. 

3) Re..que4t gltOupil' to put the p.iecu 06 tltw "wo1t1.dll" togethe.1l. 

41 Each hall 3 m.inute4 601l an .inng.iMt.,i.ve de4c1Lip.tion 06 the 

wo1tl.d he. hall compolled. 

5) Each peMon .in the gltOup llurnmJL.tZe4 .itt paltaphllalle6 attothe1l 

intUv.i..dual' ~ woJrld all he lieu .it. 

6 J The 6iJt.l,t pe1l4on lI.eact4 to th.ill paJUlphllall e and mod.i6.ie6 .it. 

7) The. gll.oup cfItaroll i.e.aJtn.ing 611.Om the e.xpe1l.ience lI.e.ltLt.ive tD 

PVtce.p.tion6, d.i~ 6e.1lencu, and the paltaphlI.M.ing. 

Ope cit .• 53-55. The Pomona group presented a practice lesson perception 
and used this group exercise as a means for getting across their :nessage 
by the diversity of "wor'ld~" put together by members of the group. 
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II. California Class Reports: 

TEAM RBPORTS: 
(A) . 

1. : Collect data or.\ motivationa 1 levels and lead\:!rship 

2. Brief and train the General Staff. 

3. Train human resource personnel. 

4. Establish a pilot program. 

5. Evaluate the pilot program. 

6. Provide training for officers and staff NCOs. 

7. Implement the program overall. 

8. Provide a constant follow-up. 

(B) 

1. Formulate plan to brief key personnel in each unit. 

2. Request appropriate briefing facilities. 

styles. 

-3. Formulate a directional approach for establishing the 

PDI program. 

4. Select key leadership personnel to participate in pilot 

program. 

5. Evaluate the program. 

6. Provide follow-up action as required. 
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Additional team reports on improving unit organizationa1 relations 

(e) 

1. Obtain command support. 

2. Define and isolate the problem. 

3. Analy~e, the problem. 

4. Develop objectives. -,."': 
",~-, 

S. Oevelop entire plan.· 

6. Incorporate into existing programs. 

7. Conduct required surveys. 

8. Publicize. 

(n) ~- . 

l. Recommend Marine Corps wide program. 

2. Provide active interchange of information. 

3. Establish a human resources MOS. 

4. Under the human resources program I include the following: 

a •. Management and leadership training. 

b. Race relations and equal opportunity. 

c. Drug and alcohol education. 

d. Per::;onal services. 

P.. Drug and alcohol rehabilitation and counseling. 

f. Correctional facilities. 

g. Career planning. 

h. Adult education. 

5. At Headquarters Marine Corps level, establish a human 

resources institute. 

-459-

• ~ . _'_"'_ · ... 0··· _ , ____ • __ ._._ . ___ .,.--: 

~._ ........ _" ••• , ... -: ___ 4. '" _., .. ').1;.~:..:...-..... ", )',::.0. ............. ..,_..,. ..... ~_~ ...... ;..~~"-"" ..... '""' .. .". ___ ~""' .... ""~~ : ..... ~ ............... ,_,'"' .. , ............ :~ ............. ..J. .... ''-t4~ .. '''"''·~:,.~V'-l~~~..:.t.-':Q~~~;JJ:~~I!..:''ILl 1 
. - . 

_ •• .......,.... .. c,,-~ __ .~,..-.,. ... ~ 



I 
. f 

MISTRUS~ 
TRUS 

/ 

4MITTE. 
NOMINAL COMMITMENT 

REALITY COM~1UNICA~ 
GUARDED COMMUNICATION 

':,' . / '. 
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\ 
\ 
\ 

\\ 
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tl.EILITY TO INFLUENGF. 
UTTLE ABILITY TO INFLiJENC'-:· 

T",iO ALTERNATIVE OR8AlHZATIONAL 1'!OT)3i,S 

Provided by Dr. Wocdrow·H. Sears, Jr. to 
Military human resource specialists at the HTOS 
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~ -----_ .. _--_ ..... f~~~-'-""-~·"-"-· --------
!;~Jt f p~;oN;o::~;;:;:;;~~Qi:~~t~';:~;:~;t;:;;~:~ ~;:r:;~an~za tional 
r .. cffectiv.oncss the small eroup identified the followin~ behavioral 

:1. , 

cHaracteristics -

What turns me off: 

What threatens me: 

GROUP A 

Phonies 

Hypocrites 

One-way people 

People who don't listen 

Misuse of authority 

Distrust 

Incompetent leadership 

A closed mind and an open mouth 

KITA 

Superdi sciplinaria ns 

Permissiveness 

Intolerance 

Bigotry 

Lack of recognition 

Communism 

~he U. S. Morine Corps 

War 

The economy 

Inflation 

Lack of understanding 

The legal system 

Inability to communicate 
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What turns me off: 

'Nhat threatens me: 

What turns me off: 

What threatens me: 

GROUP B 

Permissivenoss 

Negati'vism 

Nan-owrnindedness 

(My) complexes 

Lack of knowledge 

The cvor-changing world 

Lack of control 

Incon . .:.)etent authority 

GROUP G 

Unreasoning dogmatism 

"Experts" 

U seles s I repetitive training 

Forced coniribl:tions 

Evaluative systems 

(I) 

Rules vs. guidance 

Inadequate training 
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NEEDS 

Individuals 

Organization 

GOALS. OR OBJECTIVES. OR TARGETS 

. To satisfy needs 

CONTENT 

Subject matte.c or topJcs 

To reach goals 

METHOD 

Techniques and procedures 

RESOURCES 

Materials I people I idea J 

PILOT PROJECT 

Try it 

EVALUATE 

Data., questionnaires, r.esults 

REVISION 

If needed 

PROGWI PLANNING HODEL FOR HUNAN F..ESOlmCC; SnCIALI!.lTS 
Provided to MTOS Participants by Dr. Philip Harris 
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PEOPLE 

l. Public Opinion 

2. Public Policy 

3. Backlash 

4. Member EXPt3cttltiCltlS 

5. Managemont Expectations 

6. Client Expoctations 

7. Revolutions 

8, Tochnology 

PLANNING MODEL ron lMWI Rl{SOUlWrJ I;Pr.:CIAI,l~'i'J 
Develupod ill G:..'oup ASDic~un ts in l'olOonu Samirlnl' 
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1. Oofino tho ):Iroblom. 

2. Colleot tho Infonnatlon or dato. 

3. Isolate problom aroa s • 

4. Establish priorities. 

5 • Donne toam <joa 1s • 

G. Extond tho study. 

7. Recycle. 

ACTIon RtSEARCIl HODEL f'OR llUHAN RBSOUROF; Sl'f!OIALIOTS 
Providod t-ITOS p!\l'Uoipul'lto by Ill'. l)orothy L. Hnrl'in 

ail IIIIF!· I tll._ III INlIMtllJ 



MCTIVATION 

1. MOlll'ls or IdollU!ying moUvo. 
u 

2. Moanurlno moll va Uon. 
I 

3. What In motivation I 

I ·1. What motlv£1tos younu Morlnnn. ' I 

5. What motlvntes 1n0. 

6. Why wo nood to oxam lno mott vtltton. 

7. Praetlcol oppHc\iUon or IMUvotiOh lo thu tl. 5. M"rmo UorIH~. 

S. Measuring morn!o. 

., 9. IdontHicoUon or Pt'obloms. 

I 
onoup llBl-'ORT 01: HO'HVATl(,U In UU:l.M~ m:Gvl!HJt~ l'I.MlImru 
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.' A oultura Is Q llO(:lbl nnvltol1mont, l1f funatton or phYt/ioOl oncl 

bl01~tCCll aurroundlng s~ dnd ouutoms I praotleotj lind oondtUonn 

whioh arc pllssod on. 

r;uLTuru; ... u. $. MARINS OOIH'S 

t. Wo ·VQ olwoys dono it that wlly. 

2. Tradition. 

3. tr \VO hod wontod you to hnvo tt, wo would hovo lllbuotl U. 

4. Rogimontation. 

S. 1.ovo H or- 100vo it. 

G. 110vo tho Corps. 

CROUl' UOru.:3 III 'rUt! HARIU& COnl>3 OnOAUl~A'rIOUM, CUL'1'Uf<S 
Idiontitiod by :·11\)8 tr4il100lJ in POtlOntl tloob1ono. 

h 
1 

If 
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'. (Clas$ fnput into:) \ . 
1. EotobHsh POI f)&'O(1rorn. 

2. EnCol"co hUftllln l'o!llUons lrolnlnu. 
t • 

3. EstobHsh bOUC'f oomlnunlcotlonn. 

·i • o ovolop tlUlk tOOnlG. 

5. Ttoop oducation from outt.lldu HI • M.1l'hm COm&. t", 

G. Apply 1M nnuemont prinoiples to r.tn1'111 IItlHn. 

7. DrioC tho Oommandant onJ Hond(lUortor:; Mat'ino Corp" 

Gtore otnccrn. u 

G. Incorporato PDr and the corrootlonal £octHUon. 

9. Prootioo posftlVQ relnCorcomont. 

10. Anolyzo 1ootJorr,hlp otylcm. 
f\ 

'" 

1l. UPorodo unit dlscustllon loodQru. 

12. Utlllzo 80M mOrt!. 

13. Provldo Job orlcntaUon. 
j 
I 14. Shore knowlod\1o with lHHHnttlntn. 
J 

IS. Includo PDI tn ourront Gohools. 

16. InotUuto tcmrn bulldltlU In corrt~eUoMl C.b.,,'Hlthm. 

17. noduco oruonl~oUoMl bOlUt.H\OeJ:r:. 

19. Acknowlotlgo Indlvtduill tnorlt. 
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19, 

20. 

21.. 

22_ 

23" 

24~ 

2S~ 

26. 

Toaoh solr"nppHcnUon. 

flutnant~o trl1 j llno, 

frnplomont tdonG of Juntor tl'OOptl, 

l:stabHah pot ptogl'Qm for h\rontry unllfl. 

J\noly~o units fa\ torms of now thoOl'lotl. 

Apply PDr to (OJtitUon. 

Apply moUvoUonol toohntquOG, 

In nUtuto Job onlarqc"mont ond onrlohmont. 



~ ~ 
! 
f 
i 

I 
I 

(J) I 

I 
I ! " 

\ 

·1 

1 

;. 
i' , 

lm.i!9intor.J!!9_R~J2.r! :. .th,t tic1.cf!lt!_Cs.I"n.s_i1l191iQ.: 
(Class input i"to:) 

1. MorinoB baing trainod ond rotrJfnotl by COtnlluloro. 

2. G rooter tlaxlblllly In porscmnol tJ tlUlgn'110tHs. 

3. Physiclil/montal problema vlrtunUy I\Olloxiutonl or Molly 

doolt wIth. Mind control UGod orraeUvuly 1n Clrat l1lel. 

4. 

S. 

G. 

1. 

O. 

9. 

10. 

lL 

12. 

13. 

o pon classroom trninlnu. 

Aasistant Commandant ror Butnort MCoirn. 

InCrOllGod ..tduc:ot{otl. 

o reo tor uso or womcm • 

If\Or(lllsed oommunlOtlUOf\ nklll tru lnlnu. 

Doltet Hv1nu c:ondiUotlt.l. 

Promotion by compotonoo In Illcnd or t \ma tn urado. 

Increosod llcooptonec llnd UtlO or human bohovlor trointnlJ. 

lnaroosod IntO{lrlltWn or (Ill MOt-tHOD I porconal voluun. 

InCrOllntld partioipation Of high rnnJ:lng oCflcors DHd StoU 

N OOs In DcUon"rolnUonsht., typo ncUvlUon. 

14. An Ineroanod UGO or uybClculturo wllh IOGt; men. mor~ 

m hahinan. 

1 G. AUornothloB to conCinorncnt. 



.... 

I 
17. Tolephoto commun1cutions. 

'c: 
13. All hunds participate in sotting obJocUvos. 

I 

'\ 
" 19. SUiting the job to tho man insteud or ~ho mCln to the Job. 

20. Wider food selection. 

1 21. , 
''( f A constant upgrClde in the education 10\101 of all Marbles. 

, 22. 
" 

An increa sed dependence on computors. 

23. OM armed service. 

,~ 
\, 
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G E N r R A L 
A P PEN 0 I X C 

CONSUL TAt! r B10GRAPIIl CS 

Project Director .. Or. Phil ip R. Harris 

Research Director .. Or. Dorothy L. lIar'ris 

Progrllm Nanagers .. Drs. Ralph E. JamnC;j Jr .. 
Charles L. Ne\~man, John B. O'HilN. and 
Woodrow H. Sears, Jr. 

Uett: lit ~d<f1..t).()n :toO .tltt!. ab(lvc. ItMOUJtC!C!. PI.'.MOItA I .0\10 ItM l!Oltc.it 
tU~.u.tmt.U "'Me. J.llvotved .tIt .the. P/ta& t! Tilltl.'.e n~t(.v.('!i.e .. p Altllotd t-,'. 
Iflt~/t0.1 M.A., cUd .the. e.v,ttu.ttUOIt ItM M ,11!1t Ott COlllponc.mt E Tl:r:r:u.',r:-, 
tU t..u. MM.tc.Jtlll .t/ti!A.t4 (tt U. S. lU.tI?lUlIt.t.iollae UII-iV~MU!l ilt San D.t<'9Cl • 
An e.~·McvUllc. capttLllI, he. frOtcl6 it S.S. dl'.!l'lCI.' til 1!1I~.tIt~CJt.iltg Mom ,~/t(! 
U. S. Ullvd Acad~m!h (l Uf S .l;. E:. .itt C!(JlltIltill ca tt oM 61t1'1ll1tllc: u. S. 
Naval. P04.tgltacIULLtc. SC/'()O/'I a tMC!It.tIl!l ('.M a.!.lC'It.t(1 ~ltom C/t'1~)lk'tll COCt'I.'I!t\. 
Now a PI1.0. cancUda.te. ct.t U.S.t.U., II~ ,l.~ t1e~lI H ~lIa·.Um~ '" "'1ctt'(OII~' 
Itc.AWltC!lt ItMlY6.t a.t Cam~1 p~ltde<"tOlt. Ca..e'(~OIlIl ia, "OIl. COIl1PU.tCIl ~c.t(!ltcr.) 
COltPOltWOI1. /{~.v, a.U0 a t::l!lIIhM 06 .tile C:U'f l'tiHlltill!l Ccmmw.siot! 60IL 
Sau MM .. CO~, CttU60Jttua •••• G·utJtVl! rttJt<!II.tiItWt, ~I.A., ~o p'todu('ed a 
MalI.tM'~ .tJtM.l.6 6tHL U.s.l.rr.ar'd""it7Wrf-oT"IIt,\ I'vaCuaUolI tUtU 6ottow .. 
up Uudy ~Ol .. Component B (POUle PI • PllC.v,l.ottbfIJ (( .& 1.'11.( 0Jt COM ct1.tiOtlctf. 
COW1M.tOJt .ttl .tile. U. S. navy, lie 1I0lO 6(,1/tv~ (11/ thl! ,~tJtU 06 a C.OlltlUlI-it!l 
C!ow~ UiHg cctt.t.cJl ttt St'ltl O-ieno. 1(" It<,ceived {, (~ N.A. ,til ~.~ ycltoCo!1!1 
6lto t>! SM .o.(ego s.ttt.tc Cotel!{le, anti U.V/?A tui.tlt II < ~ I~ttmtl!l ,{n La l.IeJa, 
CttU~OItIl.ut. 
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mANAGEMENT & 

ORGANIZATION 
dEVELOPMENT 

OIOGItAPHICAL tNI, (' ,MA 110N 

Inc. 
BOX 2321, LA JOLLA 
CAlIrORNIA 92031 

Corporate Off1cc~ 
mANAClUUtII & OhGAlIIlMION d, vtlOP/.IWl. we 

80('0 I.lI Jullll Shiue!! Dr .• !lutlo 3 
I.lI Jolla, Cohlutnlll 9:!03' 

11414tJ3,H140 ____________ ~ ________ -----------4~~ 
Philip llobm HotM, Ph.D. 

2702 Costcibclll1 Dff"o 
Lil JolltJ, C"ltlomia /)2037 

$c/t'ttl)d EX/JCtlcnccl 

(1141453·1321 
(1'4/45:1·2140 

PsyChOlo!ltCMI (In(J /l\~nilnl' ".n\ consultMt. IltlvOlu PhIClli:ll; 

?!CStd(!nl, Munonl'lllull\ (lnd OtQ:lnitotil;'n OU\lI!lo,.tnt"Hl. 
Inc., 00)( 2321, 1.11 JOIIII, Cull/Offill) 1'12037. I. ilCluIl!f. 

1w1:1nocenltlnt InstillJ~O, Univliuity of C~hrOrnlil III Son 
OicCO. 

F"fIllet/y.' 
VII.il Ptum/ent IlIiU OtrCClor, MQMUIlM:i"t onu Olll(ll'll/lltion 
Dl!VulOpnlQnl OlvtSiOll, Coploy InMn1Ihonal COfllOfilllOll. 

l.tccnied C()ul'l~hno P&yr,holooISl, New YOlk. 

Senior AUOCi:lIC, LClIduullip RC!lI)UfllO$, Inc., WoshllllllM, 
O,C, 

Psy~hOloOlcilI/Mi'll'Ingcnlont Consu\lImt, Burl!:l1I1 of Du.inll" 
And Goverl'lmonl SUfvleiH. School 01 Ou~,nct' 
Adminillflltlol\, Tilmplil Un',vlltSity, Phllo'lUillpllili. 

Vj"ting Ptofl!nor 11'1 Counselor Education ontl Group 
Dynamics, Pennsyl:;Gl'lill StOitil UnrvlltsilY lIntl TUI'Il$i11l 
Ul\ivwity. 
Fulb l!,lltt Professor 10 Indll'l, U.S. EduCllllon31 FouflUallOl\, 
NOWOllhr 

Vice P,osfdlll'lt. St. Francis ColicOIl,Orooklyn. 

fVJ)lt'" Pto/t'Ct Accompllllrlll!IIU: 
Ollslgnl!(J II IIYIl Yll~t actlun Il'w.llch prOIi!CI lor thu ()J1i", 

01 NilYil} RIlSlliltch on c:hbnOIl 10 \1111 ftuht.lrv 
cOrrtlchOhal i,,'liCI! ~y~\llm InvolvlIl!J IlfUluS\lonlll 
deVIlIOII/lIl!nl 01 COftCC\luMI ilnd 1111111.11\ lil\OuteU 

PilUOtlflll1 In the MIIMc COt pi. 
Ol!\,gl'ltod Imd conduclcfl 'IS n,,,rlJgilmiJl\l Itlllnin!) pfoQtllml 

lor bU\lnlln. /flduury. govllrnttlllnt IIntl non proht 

ill\lIlUlIIlIl'" (ClII'lt\ hltUlctl 1/0/1\ NA!H\. /'i"vy. 
N,lIlun.,1 P.llk ~"'VIII' ontl AIO to WI·~III\'JIt{J<lSl·. 
I<nl\ct, l,o.M •• kwu;nn Mlln.I!lllrmmt AnoC'hllion, 
Anoei.llIon of '.' 1\1'/1101.111 excCUllvtn un.' the 
AnlNII',)" AN)('I.HlIltI 1)1 MlIsl'lImt) 

COfUJUI'h:tI I\li. wOlk .. "tlIIS III UIIIIl, .... hlll" IJIOIlII ,lIh .l·~\. 
WII'.lllvtty " .. 11111111 1J:.:1 h·.llh·nlu" Ih'#" , .. ,.I'hl 

Ihltlhfjlillll\ Nullh Ahll!lIltt "ntl 1111 loll' 1,,11111 .. "'\ 

111:111 ul ,'dut"IIOlhll I.l'tlll·'~ s",.11 Il~ M,tlol', III hl,lh' 
UIII/I!I\1 v: lJnlv"f'"ly til SUllhld. Jdlhlfl, f; .. tlluIIC 
U"IV~IMIV 01 PUNIa nlCI). 

ACIIon n(!~I!.lflh l'It)JI'I.I~ hUII!.II! wln'loM UUltlllIlJ. l'ol.clI 
DCII.,tlmi'lI\ til f'l1I1.1Uolphld lind DI~IrH., 01 
Colul\I'llIl, t.umn\UnICIlItOn~ III1U ''I',,,thl!IHi1IlHt 
lIt1illllll'J. Ihl'IM. of emplovment SClll.lrll)" \llJ 
OIlII~ttrlllJnl 01 L i;ll)Or, toth!'I",Il! m,'nlill 11IIIIIh 
slutly, OWU.lU III M(lIllol HIl.ll1l1, U tit Oq)dtlltll!ht ul 
lIu.lllh, rUII~.'I""1,'ntl W()llilh\ 

Ctl!ulI'd, 11/1)111'1'1'11 .11111 hOlled II :'J "wl!l'k h'I~Y,~IU:\ S<'IU!~ 
hd~l'tJ on OWII bUllk, It's YOllr l.IIt', lor \\,H(;.\ "lb\:. 

ir/lll.lrIQl' 
U lIA" UU~IIWS~ AI/rl\in'$!r';lIon. !,it. John'~ Yt'.wr\,lV 
MS., CoulI",IIIIO PWIlIlOiofN, FOHthilll\ Ut)tvetSll\' 
Jlh () • Cl'llmwltfl!l JlWllmlflOY. FOldh",,\ IltllH'".ty 
Splociul MIlIIIl'\ III liIlS.IlIlU lind lIUl1llnlsttilll\)". N\lw 

York IIlId lIyr.Il\l\I' \)IHW'~I\IIlS. 
I't(J{v$$l()fl;l/,.It·/II/,/'I$I",,, 
Amllflc,m $UCluiy 1M 1IIII00I'lti & DIlVcIUllnll!lIt 
AItI(!fltllt\ JlsvellllloUII:'ll A~\oel.\hon 
N'l'l. InSllluh! lot AI)plh.'d ONHWlorll1 Sc,tln.1l' 
Arncrklln M,lIl"!lI'II\CIlI AnoCI.lliOIl 
AWII:hl!IGII 01 flunlilntUlt PwcholollY 
Wurld I-ulUIl! Stlcu.!tV 
$elCClt't.l'iJlI'Ir.,twlI$ 

Co .lulhot III I!lOht hooks. editor 01 \\)1. h'lullll!S (I" 
iJdui,'ill!l.1I.I1 !.OiI,ccn, 

AUlhtlll'd ()yct H'JO iutu:hll Itl fIlOlcUIO"l.1I loutllJls. 
Inclu(linfJ' 

"lIow 10 fill V!lllt O'O:ll\i/OI.OII Sl\o.:\(/· A.uJ,',,H,,m 
M"",'9t·lIIlVlf. til ~:t 

"rhllnlll!l 1m C"lhua' Untl,'mandmg. *'r'J'"l11:J Jlt.1 
Dt:'Vt·/ollllll'mJoufll.I/. MolV. Hl1:t. 

"GUltll!hl"lC~ III A(lult Tti1lnllllJ lor V'm,!!1 ;IIV r"f\l)lmcl." 
,. r./I/I/III} lind ()iw/()pmi!nt JOllm.1/, '!lh" 

'" 1I('lnn th" n .!0I1,\1,111 01 Ch"IIIlIl," M.III,J;.'/III'/II lil'".!i.". 
HlG!), 

"rll'uOnl\l!l'$ nole III i1 ChilI\U'n~ \\"0'''','' Till.' ,,~fJlJ'·III·, 
AUllfllllSttiJtor, 'OCU. 

"A" AtJ.\flIIHI MII:,ol.lhofi\t6tV n"lIGII:' ;ol.l", .. :. 

fllJ/iW(Jllt Tfltlmllfi NOIVi. tOOO, 
"Toward HUmll1l tmftlll(!I\CII," Hum'lII P{ltMt",!. 'DUS 



mANAGEMENT & 

ORGANIZATION 
dEVELOPMENT 
Inc. 

HOX 2m, LA JOLLA 
CAlIFORNIA 92Q31 

OOl'otlw Llpp iI~fm. "".0, (114NbJ./.,' I 
:110' Cmtl1/i/'l/t' Oml' 

h Jol/.,. C"IIIUf/lliJ !J:/OJI 

Sell'Ctml EXJ)IlMtlcm 
Chlll'Mon, OlVlSlon 0' COnlIl111llInltlUlI\, ('1111.'11.1111 !Jt hflu' 

01 Hom.," U~hilVI()11 U ill 11,1 I m"I1'\ hlll!tI"'llon~1 
UmvlltSltV', Son OlllgO, C"hlotll,.1 

COUMull1\l) P,vc:holoUhl with h.ICl..llflllIllI' Ifl 

fl\ycholhclllflVl Droul' tlllUIIIH, ,II'" "'Itllthlllllo,,,/. 
(!lIsullanl fin OlilnllllWllf /1/011,'1'1 lut 'l'lt.lll11hll 
profCSSiOMrt, ollporionellU 1/\ hlghilt IPjuCIIIII)/I .mll 
uucJttlt iiI/Olin ildlllil'll\'tllllC,m; dOllun.)'l vuhllltCllf 
SiltVII:C1 conlet ilnu lul"I'1I0 IlIulltil'l'lS 101 cullln,lIly 
dl'~dvllnIQ!led itudl11\lS; toniull.mt 10 ~nhJII eolll'IIC' 
11\ OMllf~1 ih.lIlIllIl~IIi1\IU(l. Iti!IIWt If\ hum.1II tl!ILIIOII~ 
lind ptotl1ulonal ullvcIOflllll.lnl. 

PIOICS$IOn(l1 Ui/(;kyrOIJIIIJ: 

VIC.II PtllSldMl, MiltlllUVllIllr\l I!t O'Il.l!\IIoIIIO/\ OIlVlllo/llI\lIl1l, 
I'l~ 

fxt!cultvl! OJ/CCIOt, Glfl '1l.lllIU, S.JIl Ollil/.) IIlllH!I".1 
Coutltll, Ine. 1070. 

fll.lIlC'''' A,mlol'l\ 10 VICd Pr\!S1I11I1I1 ul !.thllle"l Allllln., nl •• 111 

til ~"Ull'\tln. The Pt!tltnyllflln." bldlU 11111"1"\11'1', UWV!)f\II'I' 
11",1.., Pl!nn\ylv~llIol. 1050· \tno ClIlI!lIlhllt hI (,filtlUol!ll 

~"eufty) 

A~", Foundation: AdnmllUtlllOt (II Uf,HlII for Ihll 
j)ti\hlUIOtlal t/\lvelopnlIlIH ot A\hlll nt!ut"tot;. 

U.S. Oclegllio 10 tnhlrtlllhOIl,1I COnll.!tlll\CII\ AUlilfl',/l1 
('~'t $OMul .nd OUIU.lI'iCQ AUtl~ .. IIiOIl, JIlIU\llh'III, hhlll 
lOGO, flam, F,.anell, .. IOO2: Ch,II/IUIlH 01 AliCiA (f1l1l:\l,lhllll 

10 UN£SCO, 0111\1)1.'4, SWIIIIiI I.lnu ""UIG3. V 1I'f11 "I, 

Auslfla··10GG: UNr.SCO COi'llil,.lN:O on Arlica, IlcHIUfI. 
MmllchukltU-\06t. 

(I1Ih'U"lu h. \'11111\- I hili J' I .,,,,, /1'1111' 1111 ~hJlh'lIl V"!.,,./ •• ., 
IIl'IYIIII, W",IIItI,hlll. II I. "'hfl 

t 1'111111'1 II. 11· .. hl""Io, hl.II'II,. 1.1 '",1.'1111 !.I hu,,1 I,. ·.to If, 
111/0. 

I..l'tlUI11 III loll,,, 1\1111'/" .1, A .. ·.III , •• hUII til V, w I • • 1.,11 

I kl'lJJ!t\l. ", \.,""I.I>;, V'III/III'!.'. l!11I 

1)1,.,11 III \'1'1'"1'1' ./1111 1 .... ,.111 11111- 1'lIlh'\"II' '"~'rl'h .. " .... f 
(11.11/1111111 1.1I'llIt. lIlII\lI,\,ly III NI'"'' f)'I~OI ... I.r ,.\,1 
f'IlJ,\, tlmttllJ.,IoOt." 1'1',.\ II,',!J 

I). "II Hi \\''''11111, Wm (/>1\111 r'llill! Ufl'VI"~l\y. hoy, t I ,',1\, 
W'\IIII\\III, t m.J {'4 .. 

01111\1111,1111 11\ ()II II 1.lltJ " "ntl (:III1Il~t'I'fll). l'vutl\ton 
I IIWII\IIIII 't.',h t,thllh;. ( " .. MII)I\, IIhll\ll~. tU~O M.'. 

!1l.1I11111'. i .11 lilly. \" I'hlllll' f:Olltollt.IO, NOf\llwliUl1f1\ 
lIlIlYI'!\l1 f l V,IIl'hlH, 11111111"_ W!i t 
I ", tllI'l. Uhl'll'I\lly ul 111'111, S.lIll Ilk I' GllY. Ulolh, HI t!J 0, 

(I'llIh'''''I''II,1 n'"Hlt'hll' 11\ Ill/hhL ,tI,IIIIJ"\. In.,',\ 111\',1101, 
• ... H III II I 1 '11fI11 .1.hIH'W.II.III'II\. \WI.lIhlllllltilltl II"UI'I ) 

1\1111"11.11 11111 h,. III 1"lIh.~IIIf1"IIClUllhlll 
t ,/"',11/111/ 

1\ " • '.111 1.1 ' .. 11'1111 ", 'ltulIl"\IIV fit 1"'"I1\yl" .. ", I 
r' t" "111 t.1 ',lit 1111' I f"I~I'I\lly (l11'l!un .,111'''111'' 

\'h II I' .,1 h.,h"li. rhlltlh~CUI'fIi HhI"i"~IIV. 
1'111/1'\,',1"".,1 At"lllill" ,1"1'. 
Ihli'l h"lulI.,1 A .... "" 1.11t'1II11' I ,1II1i11M IIIr .llt.III" 
AI\I"I II 1111 "1'1\1111111<1 .. 1111 (, •• hl.,11\ I AnOCh,hun. lormlltly 

[.1I ... IIII.llIlIlllIh''''''IIIIII"llh-',IIII)/\' CI)IIII1'1IU~" 
I (I'ulhw (;111111110111 I' Irlllll",III",.11 A\wI.,Jhol') for 

1"1111111,,11.,1 .m,' v., ,1"lIIl1l (jUII!,IIIt'I' 

AliII'I II III (:.,111' .'" 1'," 'III'" 'IA\wclJliOh 

/11.1111111111 " ..... " • ,hmllll \"'111"'" OIM'" & COUI",.r.]t) 

A'lIu ILIIII 'II (lI!y 1111 1 "hWIlt) "nil O\!'YcItJllmrnt. S"I\ LJlt"jO 
Gh.ll)h" 
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Prosfdcnt. G\lhavior Mnnnoenttlnt SYStCI':5, AssonfntCt:;; Chah":nn of 

the Doard of Directors. Buntnn Bohavtor Inst1tu~Q, Incorporated. Or. 

Jamas is ProrQssar of rhilosophy and HQligiolh Ilorth Cllr'OltIlQ '~O!il(!YM, 

Collatio. lIa rQcQ1vml his Ph.D. froM (l\'\1\1 UnivQr~Hy AliI! h Itn ordniMd 

Hnthotlist IHnistor. Ur. Jnmes has COM,mtm.l Lr'lJinl:'lO \~ol·l.shops For 

nUIIIOt·OU~ schools. cori"Qctlolllll pr()I}Nhl'", JIltJtI~s JnJ ,HMr!J cOllccrllu,J 

wfth bQhllvfor chango. 110 Is ~trQcU.lr of Un, I~()tlky I~uunt llpmn't1 (lOuM 

Progrllfll, dos Ignet' lUlU consul ldr.t to Ule ,lock:! I!ount Youth Sm'\'ic(!!) 

CC!ntc!I t Chfnf Consultnnt to thQ C't!MvhJl' UudHfelltiun Tt'Olitr.tonI rt·O~H'ii.1I 

(or Youthful Orfondors. trllincu' for ~"j) ~,\ltiOMl Council of vuvCIli1/l 

Court Judgf!s. DfrccttW of tho t/orth Cnrolfnn ~!ntl~,Y.ln Coll(!9Q r.oHcc 

Sc t onea Program. buthor or !!.~..\!.lqr.,Jtq,dJ.fJ~!J .. o!.!.J,..o.t..:tu",Y .. 9.!ltht""t;.ojJ.r.!;.54>' 

CO"AU thor of 3.0I!JIj)U tt:.q,,~ttln.,.~y".,rt(!,b.t!.ti..lltJ!.:1.ll.iJJ19l1!JlJlt.., .... 1l. Tr~J.!Ltn9,.JltrtuAt 

~!I.d.,.$.l~ H. "elt i DYOJU.O.t1 .. tJ!.rogrll!f: (O! ...... t~.r;.ttltJ..iJ1 .. flllJ .. J!.n.r..ij91111.t,..t. con!> ~ ll.lfl t.1I\J 

lrn'fn~r n r the tlCW ~H9rllnt CducotiC"fl rrogrdf!h lind ot,lt!r pro~)I'l1ms. tlo 

rocently dcHvorlld a papor to thc; /tll,or-It.un fi 5,YcJlOlol,fcal I\$I'H'c.f,lLhm 

convont1on on COM-UI\' ty tasod TrMlmnnt of JuY~nnl! O((mulcts. 

..... 

.. 



DR. CIIARLES L. tlEWWVi 

Dr. newman. a mcmb~r of Mnnilocmcmt \intJ t)rOl1nhatfon OevQlopm«mt, 

Inc. Rcsourca Uclwork of Consultants, Hi IItHlU or lim Center rOt'Li1w 

Enforcemont and Corrections St!rvtc~ .. , jh~ POl'lfl$ylvl1nia Statl' Univcr!Jt ty. 

anti SQrVQS on thn U. S. ,)01nt Conant \,$ tOil M Corr(lcHon!ll Manpower 4tU) 

irainlng. Ott th~\~I1'.an fs PrcshJcnt of ttl' Al'nrlcdtl Soctcty of Crimin

ology and hu conducted IIIAny workshollS in the crfndMl justlea field. 

In ~ddHio" to dtt'cetfng cOl'rt!ctiOtI5 LI'{1illhHI III the: UnIversity or 
Louisville dlld Floriila State University. hI} has hcC'n 11 corr(lcttons 

consultant for numerous publtc i1gC'ncl~~. 

lie rccutvad hl$ Ph~O. front !Icw Vor~ Untvt'r!tfly dnd studfcdlilw 

at the UI\tver$Hy of NOt'th Dn~·otd. Ot', tlrHll'lAfl Is thll author of 

flumerous books and art1clcs in the tft·ltJ nr (t'h:\iMl 1ustic(h tI~ 

sCfvt!d as chn trl~n (or the fntm'i1I1\Pt'iciln (ontlrC~~ 011 trtllltnolMY in 

Novembt!r, lCl7P. at Cilraeu. V(lIlC7UP',h 11(' dt's f'lMd ~nd conducted 

four of' thQ r!.O~(!.MJ O,f!it1. .. 111lY,.f'J.a.£ljl\.f!!.~ til!>' t:J.! .. U"~h,,(lJ.!:..l11lJJ~ .. r,'y'.C.QJ~t:~ .. 

• t.t.2n.nl"p"#!",sonM that-ni ng modult)s f'Ul eorr(lC t hms Q nd tra inl n~ for 

thQ H.O.O. proj(!ct with thu ~I~rtm.! COrr)s. 
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OR. JOHN O. O'IIMA 

Or. O'Uara is a mcmbor or HIl.n1ig(lllltmt lImJ flr!}bnizotinn O(}v~lOflm(\llt. tnc.'s 
Rosourco tl~t\~ork of ConsultAnU. S111c~ ltl6!l, h~ hils hclct tho dfstinDuislmd 
position of OQi\n. Continuin!) EducQtion, at tlt~ Cdlfforntn SUIte Polytechn1c 
Collcgc, Poroono. Californh. IUs m".1ot' rO$t)on~ibnHfcs ~\N! in tim dcv(!lo!I" 
mont, mnrkutin9 cllld inlr I('mentation of tim conttnuh\tl cdtlcation progl"blllS ()f 
tho Collcgo, which olso Includes mandt)C!nmnt and Qxecut1vc ~cVQ'OpmiHlt profJrdnl~. 
IIQ Ilss1stcd in tho development clOd suporvfsion of thC! conHruc:tfon of KllllOl)g 
West Cont~r for ContinuIng Education, llnd hlls budgct rcsponsibil Hies fnr th(l 
progt'iurming lind facilities surr in thnt Ccnt~r. 

From 19G7-69,'15 manllgnr of International and Industrhl 'irnining, Eduen
tio" and TochnicI11 SCl"vicQS Division, Phi leo-Ford Corrorntion in Fort Hashinf)ton, 
Pcnnsylvilnfll. Or. Oll/ara hnd profit nnd sale:; rcspo~ibnity for dQvt'lopfno~ 
mark(ltin!h M~otintinn ilnd InonHoring training contracts wtth Prtv4t(· llldu!.tf')' 
fedora 1 government, Ilnd foreion countrft!s. '10 m')nitorC!d llnd ~llpervhmJ som~ 
20 project contrtlcts and ruldtod 11QrSOnnQl ill lite ilrcrH; of lltanrmV1Qr tril'fnil\fh 
technical training (or industry, I\I\d ovorSMS trldnint) In Iran, Thililond, 
Vietnam and Venezuela. Be also developod. t(!st~d, ilnd contluctod Skills and 
Awttrcmess Training for Suporvisors or lIardeorl:! ur.~ploy(id. 

At the University of Ok1nhOtllll (1 9(.r. .. ti7), M Ufr£!clor of tM S'mth\>/~H 
Center for HUlMn Rclntit :I~ Studil's at lhe- Cnllcgo or ContlnufM EducntfOrh 
Or. 0 'Hlirll developed lind conducted worl:shops, st'minars and confcrcncm; in tM 
nt'oas of supervision, milMl'jt'flltmt, hhHhn'tjhtl) sroup dYnIllllics and eOflV'Juniclltit)n. 
It was lit the. University of Oklahi)tHl thllt he obtained his Ph.D. doqrof] in 
Corm:uniclition/Spccch, in 1963. During the porfod 0(1963,,6$, ho was thQ 
Dlr(!ctol" of th~ lcndcrship TrainintJ Ctmttlr, Colleq~ or Continuing Cducati<m, 
University of Oklahoma. lie ,.,.as rC!i!)oMibh~ for tfcv~lopinl) dnd conducting 
continuing oducotio.\ and tbnsu1tlit1vQ I1ct.fvHiQS in ledd~I'5hiD tl'tlfnfM 
for busincu I!xoeutiv(!s. rnfddlc .. mIlMgcnu:mt, sutlol"vhors and cl"J!UlIunHy h,odors. 
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Hoodrow iI. Scars. Jr. 

Dr. Sears Is a Senior Associntc of M.O.D. Inc •• In charge of 
the corpo\'ationls northern Cal ifornia operations. A management 
consultGnt In t~e bchavtor~l sci.nccs, he is also a specialist In 
adul t educati~n. As it member of M.O.D. IS Resource Network, he has 
designed and conducted learning modul~s on orqanizational effective· 
ness and cultural awareness for the II. S. Marine Corps as part of 
a resenrch project for the professiona \ davclopmont of human resourct\ 
~peclalists and correctional personnal. As part of this Office of 
Naval Research project, he directed a IIteam buOding" study In 
Quantico, Virginia. 

Formerly Vice President of Leadership Resources t Inc. In 
Washington, D. C •• he also served as Program Specialist for the 
Graduate School. U. S. Department of Agriculture. Previously, he 
was a poUte repot'ter and a Marine Corps captain. 

Dr. Sears received his Ed.D. in adult education from Gcorg~ 
WaShington UniVersity. He hilS a wide variety of training expcrioncc 
and organization development consulting in human systems. Among 
his many clients have been the U. S. Navy (Office of Interculturnl 
Relations), the District of Columbia Police Department (program 
manager for human relations prl')ject), the U. S. Oepartnll'mt of Labor, 
The IJ. S. Department of II.E.W. t and the O.E.O., U.A.S.A., (.O.M •• 
Wes~in9house Electric, Westinghouse Learning Corporation. 

240 L1 b(lrty Ave!. I Ap t. n 
San Francisco, Ca. 94114 

(415/285 .. 7213) 
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G ENE R A L 
A P PEN 0 1 X 0 

MARINE CORPS CORREC'rmNS PROGMM 

ttl the p~od '971-13, JUI.p'I.PA('11i'(f.t1.VIM !.1tOtl1 aU 06 .tJtc! 
tlUlLteC!Jl c.ottUtten.t4t eOMec..tiolttti ~ac.Lu.t(.e& dOlt the. 
u. S. MlVLitte. C01tp~ tOell<' • .iltvoeve.n .ilt olte OIl rIOJte ~ac.eM 
06 .the OU.ic.e. 06 Na.val RM(I.ttJtcit pJtojec.t Jtepoued .itt tJle. 
votwne. rite. a..tta.ehe.d b/r.{)~ttttlle pltOv.iciM an oVMV.iClO o~ 
the. ~tteJlgbl9 MlVLille. cOMec.tlolla.t ".&!lU~m" atlel p.ic.tLtlteA 
.000 tt(!W 6ac.i.Ut.iM that lOelLe 6octti, PObtt6 0 (. M. O. V. '.& 
Jte&eMclt - Camp P<'Jldle-tolt, Ca.e..i(.Oh.1Ua., and Quantico, 
V.iJtg.itt.i4. Page. 4 06 tJU4 Jtepo1t-t M.&ued by 1.11e. Se.c.tULUy 
and Law En&oJtc<!nte.ttt BJtltltcit ot. IfMdqUMtM'& MaJt.itlM tMhc.& 
Jte.& elL\!.ltc.e .to oWl JtM eMclt. 
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MA~I~E CORPS 
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Ofickg~.~ 

J?1"101' to 19GB no conta:nl n£fioo in Htlndqun~~t:01:'n l>1nrinc 
Corl')o Wils r.ooponoiblo for mon! t~.:ing nnd dirocting corroc ... 
tionnl progrOlns offocbing Mnrino C01"t)a ,l}9rtlonn~1. 'rho 
Cor1"ecbions Division of tho Duronu of Nnvnl Personnel wns 
assignod roopotlsib:tli by £ot' the control of tho Nnvnl cor
roct.ions progrom inoluding 011 Marino Corpn prinonoro ond 
cort'octionol focil! tios n t ,t.!,at'ino Corps cOIMlnnds. 

Doginninq .tn onrly 1967 bho Nat'ina C01:'pS oxpot'ionClod n 
rapid inc1"onJo ~n porsonnol bo moot Souehoosb Asia combat: 
commitmonbs. 'rhis oxpansion l~esulted in CHl nccompl:lhying 
incro:liso itl tho priooner populntion and l1eriouoly ttlokOCl 
tho cnpabilieios of bho Naval sC:!J:vico to provi<1o an nrloqunbo 
rohabilitativo progt'()J1. 

In Oet.obot', 1969 bhe Sect'ouary of tho Novy designnt!cd. 
Hendquartors, t-1.!lrino Corps to ndm1nist!(;Ir nll M£u:ino COl."PO 
cotroct10nnl fncilibios. This includ~d npocific rosponsi w 

bility fort 

(1) Developing plans and programs rolo.to(\ to .f.1(lrino 
Corps correctional mnl.:.tf'lrtl ant3 monitoring tho ndministration 
of Murino Corps correc~ onal facility oporntions • 

(2) Pel."forming fUl'H:t!ional roviow (')f propos~rl er.m ... 
struotion tlr tnodificution of ,Marino Corps faoilitios. 

(3) Hon1toring ossignrr:onb of oor1"ootio1\nl senff 
perGonnol • 

(4) Devoloping and monitoring tho uno of profcwnional 
und in-house cort:'oobioncll stnff tl."nining programs. 

Philosonhy 

Tho philosophy of naval cor:roctions is based on recogni
tion of tho fact thnt, whether it bo cOllfinemont or somo 
other forml punishmenb alono is seldom eorrcctive. 

A tsarine is sentencod to confinoment an punishment; he 
is not confined for punishment Qxcept as provided by law 
and rogultlt:ion. Hnzing, haraSSmt.lf.t:., und/or othor dernouning 
trO.!ltment servos no useful purl')OSO and is prohibitod. 
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I~ is the polj.cy of tho SGlcrotau:y of tho Unv~ ~ha~ the 
trolltmont: of pCll:sonD in naval confinamont: bo uniform and j,n 
llceordtmco wi~h tho provisions of tho Uniform Code of Militnry 
Justice, and bhttt tho rAnjot' purposQ of ~.ll c:onfinomont io eho 
c:orroct1on of thoso confined. 

The obj octi voo of tho t-tnrino corps corroet:ir.>ns progr:lIl\ 
nrc to pl:o)Xlre l,risonors for roturl\ to duty (And to moot tho 
diociplino.ry nooel0 of n milito.ry societ.y. ProCJroHlO (lmphasizod 
at: all corroctional facilitios aror tho ro-orionto.tion of 
rn.'isoncrn toward militlllry procodur.~s and thoir .t.·oquirornont~h 
orgAnizod physicnl trllinin~ coordinatod With recroational 
uctivit:LaD, hllt'd work, and most importmnt a c:ounooling pr.ograrn 
nimod primarily et havin~ tho confined Hllt"ino r~co~miz. his 
own solf ... worth i:1 a military onvironmont. ThUD, tht!) product 
dosircd upon complotj.ot'l of a confinomont: period shOUld bo a 
wollwinfo~nod, mobivatod individual wh~ can porfol~ in a 
constructivo, pooicivo mannor. 

~,l:ro.c,tic:m,litJN1Ci U ei.OJl 

'rho Morino COl."PS oporntos13 cOl!'rocbionol facilit:ien in 
tho Unitod Staton and ovorOQUG. Thoro nro fivo fnciliCiotl 
ulol'lg cho onsc conot nt ouuntico, Virginia; Charry l'oint, 
North Carolina: calnp Loj cuno; North <%orolinn; pnrris Iull1nd, 
South Carolinn nnd Albany, Ooorgia. Thore lira fivo mor~ 
along tho wont const lit Yumn, Ari~onn: Sun Diogo, californin; 
cam, pendleton, Cnliforrl.Ul; El Torol Cnl11:ornio nnd BllrctO\'1, 
Californio. 'rhoro uro throo oversons in tho Pacific )\ro~ at 
KanoQho, Hnwuii; Camp Outlor, Okino\~o nml Iwnkuni, Jn~n. 
Theoa l'nngo in sizo fr:..,m a cOp.1city of G pl.:';tsonoro to 412 
pris(/norn. 

In addition, tho Narino Corpo providos t:hG guard forco 
for nnd/or operateo a numbor of Navy faciliti(ts located 
aboard Nnvnl st:at.l.ono throu~hout; tho world. t.rho }farino corpD 
aloo oporatoo Navy brigs Qbo~r~ ships und provides ~ho groatoot:. 
m~jority of tho opOrnt1ng Btaff at tho Navy Pisciplinary 
Commana, Portsmouth, Now Hwnpshiro. 

Roplnaomont; of inadoqunto focilitios and mOjor modifica
tions to romoining focil1tios io pro~rammod through 1977 • 
.1\11 fnci~itie8 l1ru undor continual ovaluation to dolGL'mino 
tho cdpfif!)11ity of ench to 1,roV'ido Eot tho propor administrn
tion oE i1 eonstruct.ivQ corroctiono progrwn. Nit:h tho 
c)(ceptie<n of tho fl1cilitios tlt Albany, OooJ:git\1 Barstow, 
Californ1n: Cnmp Pcndloton, Cnliforn1fil Cnmp Outlor, Okinawa, 
and camp LojoUno, North Carol,ina all major command fncilitios 
nrc in flood of comploto rcplnccmcflt or major rohabilitation. 

2 

I 

\ . 

.... 



\ 

In oct-obar 1971, construction \oIns co,"lplGccd on tho 
correctional facility I Mtu:j,ne Corps naso, Ct\J'Op Pondlol'.otl 
(siale cmoloouro (1». '.r llio fncility is dooic:tnod to provide 
356 dornlit!ory spaoos, 5t: aoaurity 00110 tU'ld a cUocil',litlo.ry 
cells. soventy-cwo square feot o£ livinq apnea pur prisonor 
WIlS provided. '.[Ihis corrootional fnci11 ty dos,ign onoolnp.'lGsos 
tho lacest in ~e~Ur1ty and supportivo cnpn~i1itioG inoluding 
olosod cirouit tulaviaion monicora, oloccronicnlly oporlltod 
sGcurity doors, ndminit:Jtrntivo SpdCOG for a d1spomu:.\ry, 
bnrbor shop, clllssrooms nt",d counuolinq rooms, 11brnry and 
ot.fiff speoialist officos. 

currently undar oonstru~tion 10 n 1$0 mnn corroctionnl 
faoility at tho 1-{<u:'ino Corps J:)ovoloprnont and Educ{\tion 
COltll\\llnd, Quantico, Virg.i.nia (sao oncloauro (2». xt in 
anticipated tho.t this facility ahould be cornplotc!d in onrly 
19·/3. 'rho most outstanding fanburo in tho dosig~l of thin 
facility is the rectuceion in oxternal GGcurity fGlaturo9, the 
minimum usC! of traditional ultrn .. securiby chat'l.lct:oristicsi 
and the built .. in emphns.is on simplioit.y of cont.r()l. 

,;!i Ppr:.t~onnol 

DUring tho Vi.otnom confliot. tho Marino Corp!, oxporiencod 
dn oxcosclivo t.urbulence of l1orsonnal llosignod to duty l.lt. 
cot'rocticmnl fooilitiau. Soma facilities had n 20~" or h1ghot' 
t\~rnovor of poroonnGl annually. '1lhio si tuntion '''lUI parb1nlly 
utt.ributnblo to t.ho fllot that enliutod porsonnolworo not. 
dosic:tndted by military occupat.ional speciality in t.ho fiold 
of corroct.icJl"ls. 

Xn 1970 t.ho Mllrino Corps ost!al>lishod on OCQUFt'ltiol'lal fiold 
in corroct.ions. porsonnol aro now solected for onnignmont. t.o 
tho corrocb.lons field upon comploc$.on of rooruit t.rQ,il'l1.ng amI 
ndvanc~d infant.ry t.raining or aro obtained through input. of 
mon froM ot.hor occupdtional fields. 

Upon sntiofact.ory complotion of for:mnl school trnining 
onlist.ad personnel aro n,13oi9nO(1 'ells Milit.ary occupat.ional 
Spociality (t.toS) of CI)rrOe~lons Nan. Exper.ionccd staff Non
commissioned officers wh~ havo complot.ed formnl school 
training as oounsolor~ are dooignncod Correctional Counselors. 
only t.hoSG Mnrino corps officors who havo oithor provious 
correct.ional oxporio~co or who have comploted a formal course 
of instruct.ion on coiroctionnl adfilinistrntion nre designatod 
no Correct.ions Officers. . 

1\\:')proxim:ltoly 2100 officors and onlintod parnonnol nro 
prosunbly required to fill Morino Corps corroctional billots. 
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In 196B duo to tho rn}?.f.d tmtnovo.l:' of Qorractionf,\l lXlt"non. 
nQl Within cnch fncl11ty tho f.!>c1ntino trainino prog1.'bJnb worfll 
conoidtu:,od t.o b& it\odQqunta to moot. tho dtunQt\t11!! of u much 
ncodod highly 1~rof~aoion41 ftnd Iki110d corroct;:J.on, ~PQcitlliL1t. 
In at1:tunl'ltil\g to fulfill thin roqulrOIriPfLt llal\t1qunl't~rtl Mo'1rino 
Corpl1 Gtl\b:ll"kad on ftnupdataxlrolovnnt 114 t.JEoolionnl cOl"rt.tceiona 
trnining progrOln. 

Dy 1970 a now l)rogl"llln waa Q~tftbU.llhod which t>J:ovidol 
tl:'01111no in corroctS.C::lfull adminiotration, luporviniotl, ftnd 
oounsoling. 'rho curront t)t'ooral1\ io d11'~C:t(!d nt. thrco. mtkin 
atOnAl ontl:'Y 10'101 tl:'ftinil\(1 for Pl'!t'tJ1 lol no",ly amo.ignotl 
t...> or un£tUnil.J.ar With COrr(H2t:ionol. ,«, t J,r\tortl\odint.o 1&vo1 
:I:notruction to ouppor.'u, ana r01tli!orc· uOfic<oncy, (\nd high 
loval schooU.no t(\r tho ftdVftnCOll\ant • ho ctirGor corroctionl 
ot£icQr. Tho training of Marino Cor vfficor ftnd anliltod 
Cottootionr..l patlonnol. .i. o'ooompliDt, ~ thl:ough tho UIM) of 
A~mYt Nnvy, J:'ot\arnl nnd oivJ.linrl rout)ut'cu:uJ. 

Tho training progtl.U1\ cOlM\oneoo with tho youn('J l-fo!iril'lo 
001ng to t.ho Army Sohool At Fort Gordon, Ooorgia tiB ~o 
sctlrto OUt in c\.,,-t:rootions in t.htl! Harino Corps. AD ho 
ntlvnnOfJUI in tank ho 'Will ftt.tond ~ Ilupor\ i&ot:y eourmo ~t. rort 
Gordon or ft Navy oponftorod couruo in Wauh1ngton, As ho eon
t.inuoa to ftc'lvnnco 1i'l oxporiancn ho 'Will nC>rmAlly be! conuitlarad 
for at.tondanco nt n ~ounDQlor8 training couro. which in ~lBo 
'ponlJored by t.ho. No.vy. S:bt\ilftr ~YPC8 of trftining are availnbl.o 
for of!iClO.!!'D ftt l!Jnor.1enn UrtJ.vor~1t.y nml nt othor f(\.ei.l.1Uoa, 
both nd .. 1itt1ty ond c1v111an, t.hroughout tho United St,'1ton. 

A raeant at.uc'lYt OD nut.~ori20d by tha OffiCO of Naval 
kfUlontch t Bhoultlrosult 1n conoidornb10 »elioUt to tho l-1:lr1l'u\\ 
Corpo cor.roctional trftining pr09ram. 'rh18 rGuo~rc:h pcoject: 
idQblu with tho corroctional suporvisor'u rnanagonlsnb cQpab111t~toat 
ntt1tu40 IU\c'l bohavior. Tho objocM.voa of tho Jtudy neG to 
improve t.ho correctional otftft I III \lndorutund.lng of humun 
behavior, incroalo conmunicftt.lon·ukil1u and onhanco ocfttE 
cnp:lb1lit108 £ut' problem flC1VinO. 'rhO ultirrAto. objective 
of this atucly J.o tho dGV61opt\\Qnt of nn inutructional progrftll\ 
Eor insorvico trtlining that can bQ utU.i2ad by 1111 M4rlno 
Corpa correctional £oc111ti08. 

Sinco 19'10, opproximftt:Qly 1667 oEE1c(u:'. an4 fln110t:.<zd 
~J:1~,,)8 ha,o roco1vcd formal Bohool trnining .1n corroctional 
11d.'1\1 •• .lutrfttiont coun801ing ond lupo.rvidon. 1n uhort, W:J arG 
apond.1no a grGot doal of til,ie, effort, ftn4 monGY on thQ train ... 
in(1 of a. corroctionl man to onluro that. tho individual 11&81;n04 
18 of tho highoot quality and, or courso, trninod ndequut:.oly to 
provido tho counuoling, guidonce, ond 8ocurit.y of the priaonors 
01 io rcqnirad. 
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correotional t~Q!lit~Proqranls 

m~ch person oOlnmitted to a Marino Corps correotiona.l 
fUCllity 'ttLl1 nc~tnu' '.y progress I:hrou~h hhroe distinot phases 
of tho corrGotion~ program. 'l'hese phatHJs are: 

1. 'l'ho reoGPtion~~ - is that period immediately fOllow
~.n~ the prise.\or's actual oonfinement. 'l'his philse inoludus 
I.ldn \soicm prc . .'!es.1ing, orientatiorl, and, in1 .. tial Doreening for 
OUE.l,ody, work and o t:. he 1.' program assigYlments. Each prison..:-r is 
normal11 interviewed by the cONtections officer, the cound~lor 
ano other. key staff ntlllmbers. This phase of confinement usually 
lasts frotn two to 10 dllYS. 

2. :rhe por£ormnnce )?h~l..§'Q - if! that portion of the oonfine .. 
ment program in which the full resources of the oorreo~ional 
facility is brought to bear on the individual prisoner :n an 
attempt to bt'illg about a ohange in his attilude. Full readjust
ment \ echniquCls a .. e ul:ilize1 including wor1t, counseling, military, 
vocation~\l and academic training. Pr.i.soners are continually 
eval\)nf<;~d during nll pal;'ts of th':'s phase • 

3. ~ ... release phase .. precedes final rolease and includes 
uc1l11inlstrative prC'"esslng, release counseling, and reorientution 
to assist the PJ:'~uoner in adjusting f:::>r return to mi titary dut:y. 

Each Narine corps correctional facility h:Js, to the extent: 
lt~ssit'lJ.o by staff and r~source.:l, numerous programs d'3signed to 
l)rovide fnr the corrAction of confince~. The reh~bilitative 
programs nOll'lally encountered in each facility include: 

1. Work - a vim.;)la wor}: prl'Jgram includes maintontl.nce and 
rG,t>ai.~~ of tho £acili ty; salvagM conservation of government 
pcoperty, services that are beneficial to the government, and 
other work details tho. t: would normal.Ly be assigned to rogul~.r 
duty personnel. prisoners are prohibi~ad from handling 
ey.plosives, drugs, alcohol or fundd, or from performing personal 
flVO!'"S. All work must: be productive and, if possible, it should 
provide tho prisoner wj.th trail.ing that ... Jill enhance his occ\\pa
i:ion~J. specialty. In thi s regard a prilJoner may be deSignated 
as a "Ba~e Parolee. II Base parole is an extension of the cor
roctional proces~ outside of the confinement facility. Select:ed 
prisoners, while still serving a se~tence, are ass\gned to 
regular duty assignments, ho~efully w~.t;.h:i.n th 0.:1. 14 s'IC.-;ialty, on 
the station or base and go to and from their aasigned duties 
without:. supervision. Bas~ parole not only allows more pro
ductive work pur prisoner but aids the individual in developing 
self-control and sel!!-confidonce for ruturn to .:tllty. Baso 
1Iarolees are not under cu~todial superVision during thoir daily 
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assignment: and they ' .... ear the regular uniform of t:he au.y which 
does not identify thltlJn as prisoners. Although they returl1 t:o 
the correct.ional facilit.y each night, t.hey are normally quartered 
separately and given additional privileges. 'rhis program is 
simila.r in nllture tC1 t.he work release pr09rams of many civilian 
inati tu,tions. 

2. Training - Inid-r.;tnge and large facili t:ies incorporate 
both military training, social adj u6tmentl and £Icademic odllca .. 
tional programs into the daily facilit:y schedule. The primary 
purpose ('.If all prisoner t:raining programs is to help the 
prisoner learn g<.~oci habits of living and ,",orkiI1g wit.h ot:hers 
in a group_ completion of General Educlltion Development. (GED) 
requirements for high school diploma issuance is a primary 
concern in t.he rnajorit.y t.:>f f~ci,lities. For eXUlnple, during 
1971 over lOOO prisoners at. t.hel Corret t.ional Facility, loial:ine 
corps Base, camp pendleton, Californid, completed t.he GEO 
ClXnn~ination. Milit.ary subj ects t.raining includes formal 
lectures and mili~ary correspondence courses. All training is 
directed t.owards prepad.ng the prisoner for succesRful ret.urn 
to duty. It: is beliuvcd th~.t: if a pribcmer is released from 
confinement: wit.hout having improved in his eduoat.ion or' 
at. t:$.t.ude, neither the' wervice or thf;! man has gClin(;ld any benefit. 
from confin~~ont. 

, • Counseling - '1'he purpose of t:he counseling program in 
a t-1arine Corps facilit:y is to provide ever'Y prisoner wit.h acces::; 
t.o a tra.:i.nod person who will serve to assist him in resol\,ing 
his problems, dC'Jolt')ping incight, oolf-reli~ncCl and moti"v'tltion. 

The most important part of this progr.om is the t.rained 
counselor. These men arc st.aff ,lonconun; ss. ohed officers with I 
previous troop leading and correctional e){p~\t'iencc \'1ho have 
dp.monstrabed dbove average maturity, emotional 3tabilit:y, ~n~ 
desirable qualities of 10adersh1p. 

Evon though the counselor i~ considered to he a non
professional he is t.rained bo deal wich adjustment problems 
t.hat are primarily situut:ional in nature. He conducts 
individual and group counseling and aRsists the professionals 
on tho medical sbnff. In addition, the counselor is a valuable 
nsset to the commanding Officer \'1i th re9ards t.o evnluc.~ing ~he 
irldividual prisoner for clemency or discharge act:i.on. 

Many facili tios nre mcpanding choir counsoli "'d programs 
to include membors of various oivilian organi~nt1ons, e.g., 
Alcoholics Anonymous, Vet~ran IS Adminisbratior., Social 
Socurit.y Administrntion, Red Cross, and sLote employment: 
counooling sel'viccs_ 

Tho C't:>unseling effort: complimonts all obhor faeots ("I.E 
the correct.ional program and is Q mundatory requirement in 
euch facil,ity. 
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9Shor progrnrnQ 

Othet' mninDtayo in tho normnl routiho of ovary fncility 
el.ra tho roligioutl £1nd rocronbionul programs. Those ncbivitioG 
nre 081'oci£111y important in nos1st11'1g in tho prisoner's ooc1a1 
ndjustmont', through II\orn1 guidanco Q1~d p:u,"cic:ipation in groUl) 
nctivitios. All r.in.t'.il'lo COl.'P9 fnc.1lities are scnffod w1th n 
chaplain on n full timo ot' ou-call basin daponcl1t19 on tho si~o 
of the correctional facilit.y. 

Each correct:.ional facility "us n medicnl 0.£f100r nss1g.hod. 
This officor 1~ rospons1blo for genoral siok call dUb1os# 
physical examinations, find scrc.H.:m1ng for psychiaJ.:ric re1:orrnL 
Many facility medicnl of!!ic:ers 01.',0 ulao involved 11'1 t::he C:OUI'I .. 
Boling progrums and Qssiat in initl£1l intorviows ot: correct:ionnl 
staff bGf!oro £1ssigl'lmol'\t to full duty with pdsonars. 

Xt is believed thnt thr (':on\;.rol o£ pdsonl.lrs can be affectod 
by the impa.rtil'll onforcement of ronsot\ablo rules hhnt provide 
pd,toners with nn opportunity to prnct:ico Gtllf .. regulaUolI una 
sell; .. control. The l:'cquircmol1hs which nrc fi'''lceSsary fol:' tho 
safl'll and ordorly ot)orc.'1b.ion of tho facilHy should not be 00 
strict as to prevent no.rmnl troatn\enb programs from funct:1onina. 
The imposition of unnocosoary restrictions and procedures oorvos 
no uooful purl)OSO and is not nut'hori~ed. As rolutes to physical 
socuril:.y, studios have rovoalod thilt tho avorago l-1nrine Corpo 
prisonor do0tr not requiro mn:d.mul1\ Gocurity precautions. 'l'horo
foro I it is our policy that: only that amount of phYSical 
S~Q\U·.i"Y '-thi ch j.s neccssl;\ry fer tho ::0.£0 OPOl!'llt1on of thO' 
facility and cOlllpletio:,Jf the aooignod miosion is to bo 
approved. 

st:nti~stio9 

At tho one1 of Nov 1972 thoro wns a total of 2070 Harincs 
c~~finod in all Naval oorroc:t10t\01 facilities. Soo onclosure 
(3) • 

Enclosuro (.l) ohows tho ratod C,\~c1.t:.YI senff personnol 
clloc~t:.ions; and most roconl:: prisonol:' count of oach ~~r1no 
Corps corroctional facility. 

7 

.. 



f ~ 
! 

i 
I 

f 

I 
i 

t 
j 

t 
! 

t 
I 
1 
if 

1 
I 
I 
i 
I 
I 

I 
t 

I 
l 
i 
i 
f 
\., 
I 

r ..,,,,""'-< 

I • 

I 
I 
I 

S~ntistlonl data is bQin~ oollootod rolnbinq e~ ro~idivinm 
rfitou for W.u:inoo ih Qonfincll~ent. f:!noloGuro (5) shows tho 
rooitl1v1sm tatos by month for nl.l Mar1noD confinod in Marine 
cC;lrps f:1t;:ilitioa sinoo NovornborJ 1971. 

~lnn~ £o~ thg tuturQ 

In propa~in9 a progt'fiffi for tho future, thoro aro Q numb or 
of quose:!.of\s thut havo yot to bo l.uut\~Or(ld.. Thoro nro t\ nuntbor 
o£ qUGotiona for Which thoro oro no answors. 

Ono of tho things th~t wo nro lookinq fot' in n totol pro~raml 
tt progrtu\\ that will combino flloility plannin~; a CO\1\pl.oto trLlinw 
1n9 progrwm, tho Jnonitoring of nssignmoht of pot'nonnoll una 
prov:\.do t'o ... trnining for p~isonot'D. A t.otnl program suoh llfl this 
calls for- .(1 number of aotlo1'ltH a £aoility with an int:ogrllt:ed 
dosign, n bosic frnroowork thnt Will provido thc p~oqrum Sl~cO 
and abilit.y to pro')idO for Do~racion of vl1rioutJ clns.s;lficnticmu 
and eYPQD of priSOl\ot'D, tho security r(.'quirccl in a t!ncility that 
Will tmhnnco pJ:ogrmn 1mplomencllbionon t.ho pilrt of tho otaff. 
It elllls for an Qxaminnt.ion of alternatives} ~hnt will Wll do 
with th~ pr-isoner that C<)mos out of the drug sconel und what 
do 'We de,; with tho roe:a.le.itrllnc., 

'.(Iho quoation of ooneroto anc'l at-cel in anawotod in part. by 
somo of tho chnngoD \>.10 nro implcmont:in~ in tho M:lr.ino corps, 
Bomo Qf tho chllngOG happoninq in e;l...,iU.nn lifo and in othor 
roi1.1l:nry fb.ci '\.it;l.tls. Tht!l ll\tH1Si\lO WllllsJ iron bnru,toworinq 
unt.es and bh() ;t;oolin~ of oorn1'l.oco nO,pilration from tho outaido 
onv1rollll\ont io not nOCtlt.Hlttt"y.. Those th1l"193 are sU.t'oly l\O~ 
nO~':t'3ssary for tho security of tho uvoro(1(J l>tnrino l')t"iLlonor I or 
for. tho snfoty of nooioty in most caGOS, and aortainly not 
rcqu:irot1 if out' pdll\llry goal in to rocurn cho 1nd1...,1duol NnrJno 
back into tho sYDtom (wh;.}citor :a~ ba \!ho t>1nrinc Co.r:pn Qr civilian 
lifo). 

Thore is 0. dofinito nood for mcu:o floxlbillty in nonl;onolng 
nnd uss19nf'\Orlt of prinonoz,'o to faoil.'l.tltW thu.t i.l.l'(l dl3oignod 
and prov,i.oad with DCllEf to handlo tho v~t'ioUG tYPbtl of pt'ln~not'n, 
o.1~ I filMt Umo offondors rooo.loicranesJ 10n<1 timo.r:n, dotainod 
porso:')n!tl, lind those that. ~OUlt\ bonefit by rotroJ,ninq. 

As nlt.motionod previously wu nood moro t)tu:Hclpat1t)t'\ by t\ld 
Ifc:olM\unity11 \'loth militbry nnd oivilion. It in our beliof t!ho.t 
if we soriously oxpoct:. J.Vldnou to tottlr,\ to duty '>lU mUGt .involve, 
t.ho unit o.nd 1111 oth':r positivQ faeto~' to o.ssint them~ 

A morc concornod approach is being ~i.l.kon tow4rda onu of 
our most valutlbltl CUlt\otn - out' c:orroct1onnl.cuparv1noi!'u ontl 
ndmininerntors, ~h1s includo~ taking ntops towGtan utnb111~1ng 
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tours of duty, p~ovidi»U fi ruo~o rcaliG~ic ~~rk oeh~dulo of 
oight: houl'" Shifts vieo tho old 11£0\1): houro on und ttiuht. off, 
day ort day ofi.:/I nystom. nnd nn OP1)t):etunJ.t.y Eol:' udvanearnoflt 
in ttm'k Qhd J?rofouDiot\nl od.uent;i.on. 

l'ossibly ono of t:he {froQ.tost chnllot\(1os fue:ing tho t-1urino 
co.t'po corroctional progrQfI1 ia that Of chnnging t.ho nttitudcs 
of Narines regardless of how remotoly co"\eorned thoy Ill!'O \tith 
the progl'llm. 'l'horo nrc still t\ numbor of old. t:.imul!'G whet £001 
that. the boot way to troat it l)rioonor ia to punioh him, chast.iso 
him 90voroly, maltrant. him in some raopocts, and leavo him in 
n mo·- misorablo oxistoncot.hnt will, in t.urn, as t.hoy fool, 
conHi~l¢Q him that ha shOUld l'Iovor 0011'10 bnck to II eOI.-roct:1onnl 
ftioility. "'0 havo soon that.. thin nppt:04ch hnn not workod in 
tho pust and it: is now our job to chnnuo thasa attitudos. 
PtU:t of this ehnllonqa tharoforo; bOQolnos ono of convincing 
corrrnnndoru and sonior enlistod. pornonnol t:hnt: snt:lnfnel:!ory 
altornntivos to con.f1r.mmont: do oxint nnd bhoUld bn oxplcrrod 
whonovor possible. O:fiontnticm' E.'QCuren lIra: f1¢W baing pro
sented o.t:. p,ll baSic, intormodilltG and high lovol offie:orn l 

pro£ot.1U.ionnl trnining cout"nan nnd nt tho londoroh1r; couroes 
conductad at tho Stnff NOllconuniss.ionod otficor l n hcndonlY. 
A notieublo chango in attitudo io nppnron.t at D0tmr-bmont of 
Dofonso and soorotory oj; tho t4nvy J,oval .llnd is further t'otloctod 
in tho tlctions of mal1Y of cut' sonior cOlYllnondaro of Harino corpn 
units. 'rho mont approciahlo chango 1.n t1ut.1tud~ hno beon noticed 
in our own corroctional officorn, I.n.\l)orv.ioOl:"D, nnd cout'\solot'G~ 
'.1'hoy nro boin~ t!~posod to tho proper philosophy of oorroc1;1ol\o 
through ineroaood eruinit'\g, during tochnicnl innpoetiono, nnd 
by dl)."OCt {Juidan:c,l and ntt!(,mUOh £1 (J/l\ HuudtlU"ll.l.t.u:u Mat-in\) Co..:}):;. 
~h10 IXlGit1va chango in at.titudo from tho old. hoX'd linn 111,pl'aoeh 
to tim problom of cot't'ec\:iotHl in in largo p~u.·t rosponn1blQ fen
tho continued uueCOfm of tho corroc'tional lu,'ogram in tho Cot'pa. 
It in our miSSion to continuo thO' fnomonl.ulI\ and moot thoca 
torru1dublc chollongon for tho f'utur.:o, 
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FacUlty 

Albany 
Barstow 

# 
>" 

camp Butler 
camp Lejeune 
Cal:lp Pendleton 
Cher::y Point 
El To:o 

I.wakuni 

Kaneohe 
Parris Island 
Ouantico 

San Diego 

Yu::r.a 

TOTAL 

.... "'. 

Classlfl-
cation 

Bravo 
Bravo 
Charlie 
Charlie 
Alpha 
Charlie 
Delta 

Bravo 

Char1ie 
Del.ta 
Delta 

Delta 

De1.ta 

-. 
'" 

-. 
*'101": • 

,... .... 

,,,.~ "",c,,,,,,,,,-,-,,",,,,,,~~"""~"'''r.'7'~-';;'''l"" y' , ~""''':.. .. , 

----....~~~.~ " ... ~--"~::,.~-~-- "'"~ 

..,. ~.~ ~~ .• -:~z·:"'~~Y !!-:"~~~~::"!"' .... --~:' ~""r' ';;~~ 
" ,... ,..,. ,....,& 
,,,y, ". ... "".> f 

lo'.ARDt'E CORPS CORRECTIONAL FACILrl'IES I 
ca~citJ!: 

30 
14 

109 
~74 
<U2 

91 
53 

26 

55 
55 
52 

68 

__ 5 

1444 

End Nov 72 
Prisoner Count 

22 
16 
158 
552 
402 
,l.41 
72 

19 

17 
62 
100 

72 

11 
1638 

~ incl.t:des 116 spaces in 
old correctional 
facUity 

Staffing 
Reauirements 

1/18 
/13 

*3/111 
7/309 

10/298 
1/55 
1/75 

1/20 

1/42 
1/46 
2/50 

2/69 

..L!Q. 

30/111.6 

* Incl.t!des 1/45 
FAP f=O::1 
3d P.arDiv 

* Alpha - no defects which binder operation 
Bravo - Minimal defects 
Charlie - Serious defects 
Delta - Correctional facility must be replaced 

l:Dcl •• ue {.o 
"1iI;_~""" _7 _ ..-___________________ • _________ .. _______ • ____ _ 
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DfUU:" r.~.. Hart".tll f 

1 appreciate tho opportunity \.:0 roviow tho 
lJununary ot: rouoaroh Which y( u toecmt.:ly oomploeod 
undor oontract: fur thQ Office of Nllvul !ttJnbll~oh • . 

"'rho NaVy· 0 UW'n4n ItQsourco oavolopulon tprog'rlln\ 
h lI.ct1valy ot".gauod in utilizing tho Conee·pts i\hd 
undoratandillgn of human bt.lhtwlor within Qt'9un.i?dtd.ons, 
and andoavoru s.,.ch as YDUta aro opollinn doora uhlSt 
ate helping un inoronstl orgnni~lltionlll atttlotivol'lO!W 
al\d ,Uccollent::o. 

I havo forwL\~dQd your t"opott to t:hf! llrojat*e 
Mnnagor of tho. ltumon RauourcQ t)ovolOr'mlJlH~ Projoct 
Office in Washington, whore it will bo inclutlod in 
t.heir library .. 

Your.' cont:inuod interllnt in tho u. s. Navy ill 
gt~Atly approbi~tQd. 

Dr;; l'hilip n. Hl1.r.1"iu 
proaic1tll'le 

SirootvU;!' , 

~~u~~ 
e. r. JU,UC}l i JR. ... 
Rm\): Mr.\1).'111; U. G. ttj1\,Y 

Htlna~olnent Or'l3nizatd.on DOvolopIl\Qnt:, InQ. 
Box 2321 
La Jolln. CAlifornin 92031 
~ ~$A~~ 

DEPARTMENT OF THE NAVY 
MUJUtAU 0' NAVAL. "lftIC':lNI~ll. 

WAIHJHPTON. o. c."~:.'10 
.. un 

O,rICIAt.. bU~INU' 
HIUL'I'V 1'1)" PklYATl U.It, .. 000 

.. 
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