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" of "leadership behavior' in the classroom. Leadership behavior was

SUMMARY

- ) - N N

PROBLEM

Y
-

This is the final report in a series which investigated the utility
of social reinforcement for improving Air Force technical training.
Having identified and analyzed incentives in a previous phase, the
goal of the present effort was to conduct a field evaluation 6f a social
incentive system ip a resident training setting?- Social incentives are
defined as those which result from personal interaction (e.g.,recogni-
fion, approval, encouragement, etc.) as opposed to non-social or tangibl
benefits (e.g., freedom from work details, time off, etc.). -

APPROACH .
- ‘ - ’ ‘
- Four interventidn conditions (or &xperimental treatments) were
developed.  The aim common to all of them was to increase the incidence

defined quite broadly here and encompassed such aspects as supportive .
assistance (showing concern, assisting in instruction, giving encourage-

ment) ; command authority (keeping class in order, alerting instructor

to problems); and group awareness (increasing the ''togetherness' of the

class, initiating friendships, helping the class reach its goals). It :
was anticipated that the enhancement of such leadership behavior would

have a positive effect on morale within the learning atmosphere which,

in turn, would promotc higher performance and/or more satisfying con-,

ditions under which to perform.

’ The four systems differed in both complexity and the degree to
which measures were taken to guarantee that leadership behavior would
be improved. They were admjnistered.ggquentially in.a learner centered
avionicsbfundamentals course. ‘The four treatments wgfé:

- e

1) ‘'Hawthorne Effect" Control Condition.

.
- - . .

. i - :

Much previous research indicates that mere participation.in an
experiment can influence productivity. .To guard against misinter- v
preting the experimental tweatments, a special baseline group was -
constituted; thesg\student%'were informed they. were part of an experi-
ment and extensively. interviewed on, 2 successive days by members of
the research staff. No'fprthgr"experimental:intervention was done.

. . P

| KZj’ Leader Attitude~Tiéining System (LATS). bt

This was intended to be a very weak form of intervention. K A
booklet stressing the importance of leadership, detailing Air Force
expectations of .student leadership, and describing with examples the .-
desired classroom_behavior was provided to the students as part of '
their initial course handouts. No further elaboration was made.

A " 1
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‘ww3) ‘Leader Recognition System (LRS):. .~

.

In this condition trainees were required to nominate fellow ,
students who had displayed classroom leadership behavior as described
in the manual they were issued. The instructor explaineg] the manual,
the way in which leader behaviors should be reported, and ‘the mechanics
of the system. The nominations were held biweekly. Further, after
the nominations, the instructor interviewed each student, advised him
on how to improve, how to sct goals,-and attempted to challenge the-
student. No public posting of nominations was included.

4) Classroom Behavior Development System (CBDS) .

Additional features were added to 'the LRS described above. These
consisted of a) more extensive greup discussions, b) an acquaifitance
process wherein the class and instructor were to learn more about the
background of the various class members, c) goal setting in the- form
of a psychological contract to improve leadership effectiveness,

d) a leadership planning form'which the student used to specify be-
haviors he would try to accomplish, and e) role Rlaying sessions to
show‘incidents of effective leadership behavior.

Data were collected on‘an additional contxol group which experi-
ehced no contact whatever with the researchers. As dependent variables,
data were collected on student performance (block grades, time to com-
rletion), student attitudes, and instructor assessments of student
performance. -

RESULTS

The general finding was that none of the classroom social leader-
ship systems had any important positive or negative effect on block
examination scores, on time to completion, on traince attitudes, or
on instructors' assessment of student performance. llowever, the most
elaborate system (i.e.,the CBDS) did have a positive effect on student

.attitudes toward fellow trainees. A secondary analysis indicated that
student aptitude scores were significantly related to instructors'
assessments of student performance, thus indicating potential bias.

. . -~

~ DISCUSSION

That these particular systems were not effective in materially
improving performance in technical training should not be taken as an
.indictment of all social incentive systems. There are many alternative
explanations for the results. FirSt, insfructors were not experienced
in conducting some of the more complex group exercises such as acquain-
tanceship, goal setting, and role playing. Second, the self paced
atmospherc may have mitigated against a minimal amount of group cohe-}.-4
siveness necessary for success with_this kind of. approach. . Third, the
criteria used to judge effectiVeness may have been insensitive to .7

e
-
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intreases in social reinforcement. For example, the already high

test scores probably exercised a psychometric ceiling effect; time-
to-completion may have been more a reflecCtion of normative expecta-

tion rather than being responsive to changes in motivation. Instructors' ’
assessments of student performance may have been biased by thé fact the
instructors already had knowledge of students' aptitude scores. Finally,
unlike the situation with tangible incentives, no contingencies between

the. social incentives and classroom performance could be incorporated

_in this experiment. N -

CONCLUSIONS : ' : _

The major conclusion of this entire research effort is that the
management of social incentives is a particularly difficult art. While
social incentives can be identified and scaled with considerable ease,
manipulation and management of the same incentives requires considerably
greater effort. The scaling data show high attractiveness values for
various “social incentives. The results of the field experiment show
the positive influence of the acquaintanceship and psychological con-
tract exercise on attitudes toward fellow trainees. Both of these
findings underline the importance.of social factors. Obviously, more
research needs to be done to find effective.ways of harnessing these
powerful -forces to improve learning in Air Force settings.
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\\ ] Chapter 1 -
’ ’ Introduction :
\ ’ - /

Préject Qrigins

This project originated in two broad streams of research in the be-
havioral sciences, one dealing with contingency management, the other
dealing with motivation and learning. Recent developments in these two
areas resulted in the Air Force Human Resources Laboratory initiating re-
_search on incentive reward systems {see AFHRL TR T4-24) and to the current
research on social incentives in technical training. .

-

Objectives

2

The present study was undertaken to accomplish four objectives. The

first objective was to comprehensively review published literature on
social incentives. A review covering all books, monographs, doctoral dis-
sertations and journal articles in this area has béen completed (Raben,

Wood, Klimoski and Hakel, 197h4).

S

The second objective was to identify and scale social incentives in
the technical training setting. Site visits were made to the five techni-
cal training centers and ‘observations were made in a variety of different
courses. These observations, plus the review of the literature, yielded
over 60 social incentives potentially available in’ the technical training
environment. These incentives were scaled using multiple scaling methods
and a previous report (Wood, Hakel, Del Gaizo and Klimeski, 1975)
covers scale values and group differences and similarities in incentive

attractiveness.

’

The third objective was to develop social incentive instructional
systems. Each system represents an alternative way of looking at the
interrelationships among behavior of trainees, the adequacy of those be-
haviors, and social incentives which are presented contingent on emission
of desired behaviors. Many alternative systems were considered, ranging
from "tokén economies" (Ayllon & Azrin, 1968) to Hawtlfprne effect groups.
This document reports the development of several social incentive instruc-

tional systems. i P

red - .
/s

The fourth and final objective of this project was to field test
several alternative systems to study their effectiveness in improving the
achievement and morale of technical trafnees, and to study the cost
effectiveness of the systems,” The findings of a field test in the Elec-
tronics Fundamentals course at Lowry Technical Training Center are pre-
sented in this report. - : _
J

-

.

-\
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Short Summary of Literature Review ‘ .

Over 40O titles were reviewed, dealing with topics such as behavior
modification, learning theory, educational psychology, theories of class- .
room behavior, programmed instruction, decision theory, instrumentality

theories, motivation and expectancy theories, equity theory, wage and

salary administration, group dypamics,. power and influence, group and in-

dividual conflict and competition, leadership theory, attitude theories,

peypson perception, interpersonal aftraction, exchange theory, attribution

theory, reéptance theory, personality theory, and nonverbal communication

wg 1974).

‘ The major conclusions of the review are the following: -

1. Previous. research on social reinforcement has Primarily

. studied verbal praise as the reinforcer. Additional rein-
forcers studied under the rubric of social incentive
- : systems have modified some behaviors, but do not yield, o
generalized dimensions for the delineation of a social re~
inforcemént,éondept. As a preliminary,ggfinition, a rein- S /

. . forcing stilmulus is "social" if its reward value arises-
fré@§§§nd is“8elivered by, another individual or group
interacting with the reinforced subject.

2. Results on behavior-change effects of social‘;einforcerg
are equivocal. Comparisons of social and nonsocial rein-.
forcement. effects have shown divergent results a6€ross
studies. The supetiority,bf a particular claés of rein-
forcers depends on the behavioral criterion (e.g., per~ -
formance speed, accuracy, or persistence), the nature of v
C . the task (e.g., concept formation, learning tasks, intel-
ligence testing, imitative responses), and individual
differences in age, sex, and socioecononic status. Some S
evidence favors the combination of social and nonsocial

- - reinforgcers in an operant behavior?&hange‘system. b
3. ‘Characteristics of the subject affect his responsiveness . .
to social reinforcement. L . )
Y 3 . y 'y Y . »
(a) significant social reinforcement effects have .

been found in elinically deviant populations. -

However, in the few research reports offehiqg .

comparisons to "normal" subjects, no differ- ;

" ential affects were found. ot .

< (b) Contrary to theoreticdl expectation, subjects -
low in perceived similarity to parents are- . Ve
more responsive to social reinforcement thah
parental-similar subjects. This ef®ct may

Il S A
.

i3




ve due, however, *to the novelty of social rein-
forcement, if in fack’ i% . Less prevalent in
* the home of low-simiYAkigiLsibjects.

(e¢) No conclusions can be reasonably drawn at this
time conceérning socioeconomic status as,a mod-
. ‘ erating variable. In examinations of soc1al
reinforcement effects on lower- and middle-class
’ children, 3 studies showed no differentigl
effects, 3 studies reported greater response to
.5001a} reinforcement in the middle-class group,
A and 1 study showed that middle-class subjects
y ;9 responded at a higher level to tangible

.‘K,‘.
. () Though evidence is meager, older persons seem
to respond more to social reinforcement than do
] . younger people. Studies documenting age rela-
: ' tionships have, however, been restricted to
samples of. chlldren and elderly adults.

(e). Effects of s&x and race appear depegdént on

: subject-reinforcing agent interdctions. With
regard to the reinforcing agent, so¢ al rein-
forcement effects tend to’ diminishs when the
agent is replaced by a different agent.
Additionally, one's social peers tend to be
effective reinforcing agents.

- , (f) Attempts to relate social reinforcement effects
to personality differences have generated little
knowledge. The only variable demonstrating a "

o fairly direct effect is that of affective state, .
where depressed states inhibit seocial reinforce-
ment effectiveness. "~ This variable, of course,
may also be situationally, .as well a5 personally
determined. Theorists have suggested other
possﬂble relations to social motivation and
locus’ of control.

L, A variety of behaviors has been found amenable to change

> with s001a1 ‘reinforcement. These behaviors include
varlous forms of verbal behavior: attltudes, clinical
phobias; group- .participation, coheslveness, and leader-
ship behaviors; and, though less clearly, classroom

! behaviors . interesting finding from the classroom
researchfshowed the effectiveness of making individual
reinforcement contingent upon group performance. of
further interest to trainers are flndlngs that social

=3
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reinforcement increased: (a) altruistic behavior and, (b)
basic combat training/g;fférmance in the Army.

Several dynamics of the reinfércem@nt process play gn impor-
tant role in determining its effectiveness. Partial rein-
forcement has been found more effective than continuous
sreinforcement for both social and nonsocial incentivés; re-
sults are mixed, however, concerning the relative efficacy
of specific partial reinforcement schedules. Viecarious -
socidl reinforcement also affects behavior, although_ effects
vary with characteristics of the model being employed.
Motivation theory and research also suggest that reinforce-
ment effects require awareness of behavior-reward contin-
gencies, the availability of positively valued rewards,

and feedback. The reinforcement value of feedback appears

to depend on its dual functions of providing information ....

(kxiowledge of results) and social approval. Understanding
the process dynamics of social ‘reinforcement has been
furthered by concepts from cognitive consistency and ex-
pectancy theories of human motivation. Motivational aspects
of incentives tha} may be responsible for their effects in-
clude their magnitude, contrast, stability, and mediating
effects on goals and intentions. . .
The effectiveness of social reinforcement may be related to
previous deprivation. However, the deprivation-satiation
function has also been found to depend on: a) whether rein-
forcement is direct or vicarious, b) differential reinforce-
ment histories (and environments) across races apd social
classes, and c) general attention level of the subject.

Generally speaking, then, while social reinforcement offers
a potential path to behavior modification, its predicted
effects are presently intertwined with a vast number of
"moderating variables.! Situational constraints derive from
a complex interaction of subject and reinforcing agent char-
acteristics;- behaviors being reinforced, and the dynamics of
the reinforcement process. In reviewing research in this
area, two basic problem areas may be noted.

effects. Second, and more importantly, the literature
lacks a sound theoretical base for predicting effects of
social reinforcement, directing research, and integrating
its results into a comprehensive body of scientific know-
ledge from which practical applications can be suecessfully
derived. Future research should systematically investigate
determinants of the value of social incentives and the pro-
cesses through which they can be applied 0 changing human
behavior in social and learning settings.

.
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. First, consider-
" ations of methodological rigor in specifgc studies prevent
. drawing firm conclusions about particular relationships and
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Short Summary of Incentive Analysis | ) - v

— To explgre incentive systems for the development and maintendnce of

social and learning behaviors in Air Force technicdl training, potential

. rewards were identified and studied in the technical training‘environment.
The objective was to identify items which would function as meaningful
incentives for trainees to learn-quickly and efficigﬁﬁiy and maintain
favorable attitudes toward their roles. . The incentives would also be
feasibly implemented in behavior-contingent reward systems. Turther, the

- investigators examined variables associated with the organizational environ-

ment and the participants in the system which might affect the utility of

social reinforcement.

» ) . )
e Sixty-two potential incentives were identified through discﬁssions
‘ with training personnel, intensive literature reviews, and idea-generation

by the research staff.* Data pertinent to the characterization of the in-’
_ centives were obtained through systematic questionnaire administrations ‘to
= 463 trainees and 102 training*instructers at the five technieal training
bases in Texas (2), Louisiana, Illinois, and Colorado. These administra-
tions were phased so that initial investigation occurred at four bases,
and a refined follow-up study was .conducted at the fifth base, where an
experimeﬁtar incentive system would later be implemented.
¢ .
The major results of ‘the research and conclusions concerning training
incentives can be summarized as follows: C
(1) The perceived attractiveness or psychological reward value of
the identified incentives varied greatly although very few
were considered unattractive.- The range of variation is re-
N _ stricted to the neutral-to~extremely attractive portion of,
. the rating measurement scale. In a very general way, the
more attractive incentives are those with direct impacts on
the trainee himself and his future career. The more attrac-
tive incentives also tend to have higher adm;nistrative cost
implications. The less attractive incentives involve public
recognition and identification with superiors. :
(2) Multiple methods of measuring incentive value showed sub-
stantial agreement, espécially when the number of incen-
tives to be judged was not excessive. Anchoring attractive-
ness to dollar judgments of their relative worth as = _
incentives seems a plausible measurement technique with
subsets of ten or fewer incentives being degpribeq simul- -
taneously by-the jggge. *

(3) Factor analyses of incentive attractiveness ratings indi-
cated several dimensions or categories of incentivps.
Recognition is the major factor in the present set offin-
centives, and secondary dimensions are persgnal freedom,

11

, 16

[ . . P




-3
' ()
¢ (6)

St

, vyt . N

self-development, 3001a1 interaction, and information
feedback. .-

<
* 3 .

Incentive value duugments can to some degree be predicted
by assessing thé characteristics of potentlal recipients

and their tralring environment and background Particularly
strong and consistent correlates of incentive attractiveness
included the trainees' sex, race, marital status, and per-
sonal motives, and the leadershlp climate of his-immediate
training enviromment. Incentives-with,direct implications
for social interaction were more attractlve to females.
Black trainees evidenced preferences for recognition- -related
incentives, while white airmen preferred contyrol and future
career oriented rewards. Married trainees viewed a diverse
set of incentives as more attractive than did 31ng1e
trainees. Incentive preference patterns were differentiated
by individual motives, especially recognition motives;
motives to exercise power, to gffiliate, and to engage' in
altruistic behaviors were also related to preferences for
incentives which would fa0111tate attainment of the re-
spective motlvatlonal goals. Leadershlp climate dlmen31ons
of considerafion and initiation of structure were also re-
lated to preferendes for many different incentivesj the
basis for these relationships might involve climate-relateq
deprivation of rewards or a climate conductive to the use
of such motlvatlonal stimuli. ’ ’

ﬁhe value of. incentives depends in part upon the agent of
their administration. While several recognition-related
rewards were more highly valued when the instructor served
as the reinforcing-agent, the lack of reinforcing-agent
differences for other‘social incentives suggests that peer
reinforcement may be an effective dellvery mechanism for
1npent1ve systems stre331ng 3001a1 Teinforcement.

Incentive fedsibility, in terms of the extent to which

. they could be implemented and tied to classroom perfor—

mance varied across incentives with the majority. being
viewed as somewhat feasible. Trainees' judgments of
feaszblllty vere related in many. instances to their attrac-
tiveness ratings. Instructor-student_agreement on incen-
tive feasibility. was quite high: Instructors'(judgments
were related to their attitudes’ toward experimentation in

their jobs, their w1111ngness,xo spend time with students,\h

and their general attitudes tdward incentives for learning.
Instructors Job attitudes were also related to their ex=~
pression of preferences for instructor incentives to
participate in research. The instructors' feasibility
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' judgments of a few incentives were also associated with :
T : - their perceptions of ideal 1nstructor behaviors or leader-
’* . ship climate. ” .
- i
S These analyses served as the ba51s for selection of .
- . incentives to be used in constructing four social incen-
tive instructional systems. The coleete report of the
incentive 1dent1f1catzon and scaling is presented in Wobd,
Hakel, Del Gaizo and KllmOSkl, "Identification and analy51s
. of social incentives in Air Force Technlcal Tralnlng '
(AFHRL TR 75-10). - . :
“ Managing Social Inceritives .
Social relnforcement is a complex, %ntanglble and tran31ent phenome-
. non, and analy21ng and then managing it requires high effort and considera-
.- tion of many interrelated variables., In constructing the various social
. incentive instructional s¥.Fems, several requirements and constraints had ~
) to be met: )
— : Wy
1) Socialness ofrincentives. The. foremost requirement for the sys-
tems was that they involve at least some social incentives. It was desired
LN to study incentives which did -not carry financial implications, and thus,
- . attention was focused on non-monetary incentives. (It was desired to in-

* clude in this experiment a comparison group which would receive financially
based incentives in- order to contrast their .efficacy witb that of non- -
financial "social" incentives) buf a lack of resources prevented the inclu-

" sioh of such a group In the present study.) ° L

2) Attractiveness. The:sociéL,inCEntives to be studied should be of

relatlvely high attractiveness: The scalings of incentive attractiveness J
o ‘obtained at the various technical.training centers served as a basis for
‘ identifying 1ncent1ves to be 1nc1uded in the systems.
3) Concreteness.- Both "concrete"” and "abstract" social incentives )
) should be included in the systems and studied for their relative impact. -

A "concrete" incentive would be'something like a certificate, while an
abstract one might involve pr&ise or feelinge'of recognition.

L) Magnitude. Procedures were desired that could easily accommodate
both easily scaled- 1nqent1ves such as certlfgcates and incentives which
could not be so ea51ly scaled for their amount (or magnitude) such as
feélings of recognltlon. . '

. ‘4
5) Ambient,levels. Ambient levels of inc%ntives‘already operating
/ within the classroom' were to be measured. It was expected that many social
incentives were already avallable within the classroom although these may
have been available only on_a non-scheduled, non-contingent basis. It was -
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important to know the amounts of incentives alréady available, and to )
investigate the extent to which they could be made contingent on desired
behaviors.
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: 6) Behavior contingency. Systems were desired which would accommo-
date both incentives which could be.meaningfully made contlngent upon -
examination performance and incentives which could not be so managed. .
Some incentives such as certificates, press releases, time off from squad-
ron duties and weekend passes could be made contingent upon specified -
performances while other desired social outcomes such as feelings of
recognition, accomplishment and belonging to a group could not loglcally
be made contingent on any specific behavior.

7) Delay of reward. Systems were desired that would accommodate

delay of reward. It is widely held that the longer the delay between .
emission of the desired behavior and the presentation of the reinforcer,
the less likely it is that performance will be maintained at 'a high level.
As a result, symbolic means of reducing the delay are widely used, The
most common approach is to present a token immediately after emission of
the desired behavior. The token is symbolic of the reinforcer to be pre-
E sented later. In time the token itself acquires reinforcinglpropertiesa

8) 'Ease of 1mp1ementat10n. Systems were desired that would be easy
to install and make operational, in the technical training setting. They
. had to be easily communicable to the instructors who would actually operate
v+ and administer them. . . .

- 9) Ease of monitoring. The systems had to be amenablé to easy
monitoring. This involves ease of record keeping by both technical in-
structors and the experimenters, monitoring to see that the experimental
treatments were administered in accordance with instructions, and monitor-
2 ing to see that the manipulations had measurable effects. :

’ - - N ~

With these design objectives in mind, several alternative ‘social
incentive instructional systems were devised and considered. (See Appen-
dix A for some alternatives, which were devised bﬁf not evaluated.) The
three systems which were actually evaluated in the field experiment are
‘described in the next chapter. Each of the systems sought to influence
classroom social leadership %hich would in turn yield higher performance
3 and, morale. They were «compared and contrasted with another social inter-
- " vention, a Hawthorne effect treatment, a treatment which derives its
= efficacy from subjects' knowledge that their behavior is being observed
and that they are partlclpatfng in an experlment
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The underlying premise of the expel&mental systems was that it is
important to develop interpersonal and leadership skills and capabilities
within the technical training context. Furthermore, it was felt that this
can be done by analyzing the group forces, .norms and dynamics already
existent in the class setting to support, develop and acknowledge class-~
room leadership. While the original intent of the research project was -
to go furtheg and to buttress these group forces with specific external,

g tangible incentives, it was not feasible to do so given the specific re-
search environment. In summary, the research undertaken called for the
development, implementation and evaluation of four ipstructfbnal systems

- to be carried out in sequence on several classes of, trainees. It was felt
that these systems.could impact on and improve student performance, atti-
tudes and leadership capabilities. Furthermore, the systems were varied
in complexity and rationale and specific predictions could be made as ‘to
their differential effectiveness.

W

. Course Selection

A For a field evaluation of these sy‘kems. the course selected had to
3 poséess several key attributes. Because of &%, increased emphasis on self-
. pacing and individualized instruction in technical training, a course of
% this-sort was desirable for the present research. - Purther, to construct
* a demonstration project in -a specialty with a large course flow was impor-
“tant for two reasons; first, this would provide maximal payoff to the Air
Porce if an instructional system were to actually be used; and second, it
would facilitate research data collection in a study wheré several repli-
cations of each instructional system were necessary. A predicted high
. future demand for the particular specialty chosen was also desirable. Two
. ° . other concerns were related to the course content: it should be of moder-
ate complexity and difficulty to allow a greater potential range of
predictor and criterion scores, and the units of instruction (blocks)
; should be short enough in duration to construct several medsurement periods. ’ )
A class context where students were in some close physical proximity and
where' interpersonal activity was possible was also desirable. A final
consideration involved logistics; where contact with the Air Force Haman
Resources Laboratory (HRL) §taff appeared important, & strong prefergnce
existed for research in a course taught at Lowry Air Force Base. With
* » these parameters in mind, the course on electronics fundamenta;s'tauéht at
lowry was chosen as the research vehicle. )
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This course of instruction consisted of 1Z- h\plocﬁs whose average
completion time was 30 hours each. As a self-paced.course a group -of .
students (a class consisting of 4-12 trainees) would, start. their studies '
at a given time (typically on a Wednesday) and then be alldwed to proceed
at their own rate of learning. 1In consultation with the 1ns¢ructor,
trainee would decide when to take a block.exam and to T fmmore ad-
vanced instruction. Thus, it was feasible to use the am uﬁg d%’ 1me needed
to master the material as a rough indication of s;udent achle
Because different blocks of instruction were prescrlbed for diﬂ?érent
specialties enrolled in electronics fundamentals lafer insthe” ¢ourse it
was decided to focus on performance in the first fourgq;ocks of instruction
for the purposes of the study. This encompassed a pe%god of%f%ree to four
weeks, depending on the student. : *ﬁ; . :9
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The participants in the field experiment were §§i traknees at Lowry
Air Force Base and 69 at Chanute Air Force Base. TﬁE specific number and

class size are reported with the description of the experimental conditions.

These airmen had just come from basic training at lackland AFB and were in
a sequence of course work that prepared them for a number of specialties
(e.g., precision measurement, etc.). The electronics fundamentals course
was the first in this sequerce. '

For some of the experimental instruction sysféms the course instructor

.played a partlcularly crucial role. There were 25 instructors involved in

the' study, two of whom participated in two experimental treatments.

Dependent Measures

The intent of the Social Incentive Instructional Systems was to in-
crease student motivation, classroom performance and attitudes (including
leadership orientation). Toward this end a variety of measures were
obtained or developed and administered according to a regular sequence.
In general these data were gathered within the first four weeks of the
course of instruction. .

Performance records. Indices of performance are regularly kept on
record for each recruit. For purposes of this study performance data
from ATC Form 156 were transcribed: a) block exam scores, b) number of
hours spent ¥o pass each exam, and c) the number of times a block exam
was attempted. For each student values for each of the first four blocks
were obtained.

- -

Instructor evaluations. * The course instructor was asked to evaluate
each trainee on a specially constructed scale (see Appendix B) covering
student performance. On this form judgments were made on six items using
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each t{ainee on four occasions; i.e., the first four Fridays of the course.

a seven point continuum of evaluation. These forms were filled out for

criinee’s attitudes. Fach Lriday during the four weeks of the cource
. in question students filled out an instrument called the Airman Attitudes
Towards Training (see Appendix B).. on this form they responded to items
asking for their satisfaction in several areas of the Air Force experience,
including the course, the instructor, the base, the military in general.

[

Ancillary Data

For -ach trainee aptitude test scorés were obtained (AFQT, AQE scores
including general, mechanical, electrical, and administrative). These data
) were used to examine individual differences in aptitude, and }g adjust for
ki

such differences (via covariance analysis§ if neédedu,l -
§

4
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The Social Incentive Instructional Systems: Rationale and Method

. ) 7 3 -
Several recent reviews of the published literature condué%ed as part
of this research effort provided the goals, format, rationale 3; measure-
mént approaches used in the systems to be described. However, @he actual
delivery system was often a product of the compléx forces operaﬁgng in the
technical training context. ) ' '2

System 1: The Baseline Control Condition. (N = 86, 10 clasdes)
several research studies have documented the fact that chinges insa system
a can occur without a true intervention; that merely obsérving or measuring
a group can produce an effect: This is sometimes referred to as a Hawthorne
effect (Roethlisberger & Dickson, 1939). Recent examples have been cited
by Rosen (1970) and Pritchard Von Bergen and DeLeo (1974). In the present
experiment it was important to know to what extent the mere discussion of
morale, of giving recruits sttention and of frequently measuring thelr
attitudes could produce actual performance and attitude changes. This ton-
dition consisted of: a) a class interview, and b) regular measurement

. periods.

An extended interview was carried out with each class during the first
two days of the course. In a period cf 25 minutes a representativé of the
Ohio State University research team, ostensibly in conjunction with HRL,
asked a series of questions designed to identify the climate of learning
in-technical training. The course instructor was not present and the ses-
sion was audio recorded. Groups of from six to-ten students were asked

'about the follewing: .

1. The present course structure
’ 2., Exams, frequency of feedback
2
~

"’

| Instructor evaluations, trainee evaluations

.
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: 4. The Air Force in general, information, goals
»5. The Air Force as a career, benefits, drawbacks
- 6. Feelings of team membership, camaraderie
' 7. Changes desired in training .

The purpose of this session was to raise key issues that bekr upon
v learning and to convey to the students that important agencies were con-
cerned for their welfare.

The measurements taken were those to be taken in all conditions in
the research project. Student attitudes were obtained on four occasions,
- on each Friday of the first 28 days of course work. Instructor assessments
were also made on this schedule. Finally, performance (grades and time)
was measured for each of™the first four blocks.

System 2: The Leader Attitude Training System (LATS; N = 56, 7
classes). The concern of the Social Incentive Instructional Systems was
to improve performance in a technical training and learning context. The -
social incentive research literature supports the notion that interpersonal ,
relationships and the behaviors of trainees toward one andther are impor-
tant in a positive learning climate. Eystems 2, 3, and 4 were designed to
use different mechanisms and amounts of complexity to establish this
learning environment. A basjc rationale for all these systems is that
pecple provide many rewards or incentives in a group setting, espec1all§
in a learning situation. Not only do people possess tangible rewards (e g.,
help, knowledge, information) which they may provide others, but they also
have the capability of providing incentives that affect the esteem and
self-concept of the recipient. These include praise, respect, affection,
and trust. In the military context the use of these '"people linked" incgp-
tives is also quite important, They are particularly legitimate in the
context of developing the "whole men," and in the inculcation of leader- .*
sh1p skills and potential, Thus, it is within the framework,, of developing,
leadership that these systems have been applied, That is, each of these
experimental systems stresses 1ea1ersh10 procesges and competencies in a
classroom seltlng, and furthermore, they dqQ this &hlle attempting to
maximiZze the potential for social incentives to opérate,sr In fact, social
incentives such as recognition, self- knowledge&éfeqlback) and growth are .
fundamental to systems 3 and h A

£

System two was considered a.vak form of the Social Incentive Instruc-
tional System. The intervention consisted of a booklet--The ﬁbadership
Orientation Booklet--which was delivered to the students on the first day
of technical training. Cince much of the orientation in the military is
carried out in this way, the LATS was felt to be consistent with current
‘ practices. A copy of the booklet and an explanation of its use is pro-

E .. vided in Appendix C. In brief, the 10 page document is made up of examples
5 ‘ and anecdotes, quotations and phrases all stressing the nature and impor-
[ tance of classroom leadership. Specifically, the material was designed to:

a) stress the importance of developing leadership potential as the airman

'
3
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begins his technical cureer; b\ CUmmunlcate at the outset of training what
is expected in terms of leadershlp behaviors; and ¢) communicate these
expectations in 1 novel, interesting way. Students were asked to read it
~ser and were encourtted to nck guestions of their instructor as necessary.

‘As part of a package. ot literature given to the trainee, it was not singled
out from the other materizls they were to assSimilate. After its indrodue-
tion no further mentlon of the bodklet was made to the trainees in this
cendition. \

[f ctudent sttitudes and instructor assessments were made at four weekly
intepvils. As in condition 1, performance data were also recorded.

Oystem 2: Leader Recognition System (LIRS, N = 53, 6 classes). This
experimentzl instructional system explicitly used social incentives (recog-
. nition, self-knowledge, etc.) to develep leadez%hlp behaviors and to pro-
mote learning. At specified intervals the trainees in a given class were
asked to rominate (i.e., recognize), fellow classmates as effective leaders.
The concequence of receiving a nomination was not any tangible reward but
“he knowledsre thit one (or more) of your peers felt that you were competent
4nd had demonstrated leadership. This should lead to the pride, self-
esteem and confidence that generally accompany such knowledge. A copy of
_ ___ the LKS booklet and the instructor's manual is given in Appendlx D. Thus,
. ‘fhe\ﬁiélsas designed to: a) recognize effective leadershiyp in the techni-
cal training clussroom, b) aid in the devglopment of the trainee's leader-
ship skills and c) contribute to the recruit's personal growth.

-

The LES involved several sessions in a prescribed sequence. After the
instructors were briefed on the system by a project staff member, they were
e expected to carry out the program with the assistance of & manual. On the

" first day ‘of classes, trainees were given a guide describing the LRS and
asked to read it for a later meeting. On the third day the instructor
covered LRS in greater detail. Its rationale and purpose was explained.
More importantly, classroom leadershlp was defined %s behav1ors which¥*: at

show” support of ‘other peoples' behavior
show concern and respect for the needs and feelings of others
treat people as individuals
help others solve problems
ncourage others and praise their accomplishments
initiate friendships with others
increase the togetherness ‘and pride of the class : -
help others accomplish training goals

O~ O\ £ N

These behaviors could be exhibited during the regular school day and are
social in nature. The trainee exhibiting them used interpersonal processes
and relations to affect others in a positive manner. Furthermore, .in LIRS,

*, , P Y

*These are listed on LRS materials.
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the recognitivn provided by peers for these behaviorf is itself 2 poveriul
social incentive.

. Within the first four weeks of, class, each trainee was asked to
nominate on two occasions (on the ninth and nineteenth i{ay) at least three

. classmates who had exhibited, (at least one) of the behaviors listed. A

trainee could not nominate himself but he could nominate all his classmitec
if they so merited. With each nomination (one to a phge), the student was
to indicate the behavior episode, or incident, on which he baqed his

] -

Judgment . .

The instructor played a’key role in LRT. After each nomination period
he collected and reviewed the results. He-recorded the nominations on a
summary form. The next day (the 10th and,20th class days) the instructof
distributed the nomination forms te the students achieving them and met
individually, in private, with =ach of his trainees. No public posting of
nominations was carried out. The emphasis was on recognizing the leader-
shlp potential of all trainees, not just top perfermers. During this
meetlng (coachlng session) the trainer’'s role,was to act as an advisor xnd
interpreter for the student. %he instruc¢tor was to stress behaviors re-
cognized in these nominations a student receives, to encourage continuance
of these behaviors, and to challenge the student to work on those behaviors
defined as classroom leadership in whlch he was not effective. For students
not receiving any nominations, the session was a problemm solving period
wherein the student's perceptlons and behaviors were reviewed and construsted
to the class's reactions. RE emphasized self-development, the settifig of
specific goals and open communication among trainee and instructor. { A more
complete description of this important feature of LRY can be Found pages
11 through 15 of the LRS instructor's manual (Appendix D). The student's
manual passed out on the first day -of classes carries parallel descriptions
of the ‘activities involved.

. As in the other systems, trainees' attitudes an& instructors’' assess-
ments were obtained on four weekly occasions. Block exam scores and the
number of hours spent on each block complete. the measures taken.

System 4: “The Classroom Behavior Development System (CBDS, N 36,
L classes). This sy:tem was designed for maximum impact on the training
program. Its goals were to facilitate learning and to generate high morale
by enhancing the quality of student-instructor interactions and by in-
creasing student motivation through the systematic use of social incentives.

+ Basic to this prdgram was the use of several student-group and instructor

discussion sedsions during the firsgt five weeks of training. Because of

the importance of early experiences on learning, activities in the first

week of training were especially important. Furthermore, embedded in the
CBDC were the LRS nomination exeréises. A brief outline of events in the
CBDS is given as follows. A copy of the student's guide and instructor's
manual is provided in Appendix E.

25 X
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_ On the first day of class, the.instructor briefed the students with
an overview of the CBDS aq%}iried to convey to them that tethnical train-

ing can be maximally effective in a cogperative, supportive, learning _
environment. Mutual respect, openness and trust were cited as goals for
CBDS. Questions about the system (in general) were then answered. Since

a recognition of the differences that.exist among trainees is important
.for tolerance and respect, the instructor demonstrated his knowledge of

the diverse backgrounds of his students. The Acquaintance Register form
(in the instructor's manual) was developed as a systematic way of-having
instructors gain knowledge of trainees. .Similarities and differences among
them were to be recorded. Then, during the latter  part of this first
meeting, the instructor was asked to describe how he felt when he was a
trainee and to desckibe his own feelings toward them at the presgnt time.
This self-disclosure‘and openness was to serve as a model to the students,
to make them realize the instructor's willingness to help them. Finally, .
the first session was ended with a look forward to the next CBDS meeting.

~

i

* . The second session of the CBDS took Plaee on the second day of class.

Using a class discussion format, the goals of the session were: a) to

@gfk*‘ develop a psychological contract--both students and instructor were Po

| establish a clear idea of what was expected of each other, and b) to get

students to participate and to be open about their own concerns (i.e.,

trust building). Again, it was incumbent upon the instructor to start

these processes by opening up to his students. What did'he'eXpect of thgm?

How did he see squadron life relating to technical tfainiﬁg? For .their ‘ -

part, students were to consider how they felt about themselves, what they ’

wanted ,to get from training, and what information or help they needed to

s ~ do a good job in training. . W

’ . ‘ ' / SEe

' ‘ Session three was devoted to the Leadership Recognition System dis- )

sussed previously. The instructor described the system completely to.his

students, gave examples of classroom leadership and informed them of the

nomination and coaching sessions. , This was done on the third day of 7

classes. A major addition to the LRS ip the present case was the use of .

a Leadership Planning Form (LPF--presénted in Appendix D) which was dé-

. signed to get students to‘state cleanly their intentions as to how they

. would befidve in the class with reference "to leadership. The Leadership
Planning Form required the student to . judge the relative difficulty (for

o him) of the leader behaviors listed in the LRS. Furthermore, he was asked

to judge the importance and the frequency with which he feels he already

- does these things. Then, the student was asked to single-out a key be-

- havior and to write; down é:plan of action.which he would carry .out in the
next two weeks to increase his capabilitles in this important but deficient
area. The final requirement of the form was for the student to indicate .-
toward whom these behaviors are to be directed. The LFF was designed for

*  the studeht's benefit.! He need not show it to amyone.

) - The fourth session occurred on the'ninth’day of classes. The goals
-~ . were to use the Leadership RecognithB Forms @nd t~ review the progress
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and development of relationships in the class. The former was carried cut
as in SJstem 3. Each student generated nominations in accordance with
observed- 1eedersh1n ‘behaviors. The review session was designed to deter-
mine if.the psychelogical cgntract ggrked out by the class had been met,
what problems $till existed, what changes shouldkbe made, etc? 1In partic-’
ular, at this point the instructor may. hdve discussed certain obstacles
trainees seemed to be facing, or, he may have suggested 2ddi% ional infor-
mation that would ritske thelr'fler of ztudy more interesting and meaningful.

-

As-in the LRS, session flve was made up of » privates individual in-
terview with each student tq discuss _his nomlnatlons and interpret his +
progress. This occlrred on the tenth day of classes ,

The sixth session took place on the twelfth day of class. The
instructor and his class reviewed examples of sood 1eader°h1p and took
part in a role playing exercise. That is, they acted out some behavior
episodes as & form of a demonstration. By acting out two or three inci-
dents the instructor was able to point out the importance of perceptions
and how they affect interpretations of a sSituation or behaviors. ‘tor
example, different reactions to an action could be expected if only small
aspects of the situation are changed. The importance of timing and of
intentions is made clear. After these demonstrations the instructor. se-
lected three#students to participate in an Action Learning case. The
1nstruct10ns for this case study are given 1n Appéndix E. Each partlclpant
‘was given separate information and was asked to 4ct out the case. Further
examples of classroom leadership were made clear by role playing in the
Action Learning case. .

-

After this was done, the class and instructor set goals for,the group
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with regard to’leadership. A kind of behaviér that occurred 1nfrequently

in class up to that point (e g., reducing conflict) might be chosen for
" * special emrhasis. The class was considered and was asked to consider it-
e, self as a group, an ideutifiable unit in an. effort to build morale.

Flnallyj classroom performance was reviewed: -How was learning progressing;
was everyone a high performer, what can be done to promote learning? If
common problems in a technical area persisted, a strategy for dealing with.

.

them was worked out at, this time. _ ST

o

oe551ons seven and eight took place on the 19th and 20th day of .
.classes. These involved the LRC, as described above, where nominations ot
_ for leadership effectivenéss were first elicited-and.therr fed back indi-

¢

vidually to students. N
*

‘ The ninth and last formal session of CBDS was held on the 25th day of
class. T%s purpose was to summarize the experiences of the class members
as they worked through the CBDS« The first part of the: discussion.was
dlrected toward the learning climate of the classroom. ® Activities which
helped learning were cited and barriers which still existed were pointed . .
out. \uggestlons for change were solicited. Finally, the class had an

v
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opportunity to propose further development activities which they would

like to carry out in the remaining weeks of training. Thus, while, this

was the last official CBDS exercise,. it was possibie for the class to adopt’
appropriate and similar activities to help them become competent in the
course material and to become effective leaders.

As in the other sjétems} studenté' attitudes and instructors' assess-
ments were obtained four times on a~weekly bacis. Student achievement
with regard to block exams-and number of hours needed. were also recorded
for analyses. - -

In addition to the four'systems, there was another condition (N = 69)
which served as a further control group. In order to obtain a baseline ' -
wherein no treatment or experimenter effect coxld be implied, a group of
trainees at Chanute Air Force Base were asked to fill out the Airman Atti-
tude Toward Training Questiormaire. = Personnel from the Training Research

_-"Applications Brapch administered these questionnairgssto trainees in~the

course, Rasic Electronic Repair (Course No. 3AQR L0020). Attitudes were
collected on four oceasions, each separated by one week. Trainees were
led to believe that their participation was due to chance and that the
data gathered were for a routine revision_ of a questiqpﬁéire already in
use. It should be noted that the data from these t¥&inees consisted of
self‘?%pbrted attitudes only and no performance records were obtained. A
secorid point is that the course at Chanuth was structurally similar to
fundamental electronics at Lowry but was more applied in nature. Howeve?,
since the data gathered were obtained in the first four weeks of instruc-
tion, this factor was felt to be of minimal ‘mpact. .

-

. .
-

Schedule ’ * .

Thg..sequence of activities occurred as outlined in each experimental

"system. For the experiment as a while, the ,conditions werecarried out

sequentially. The Hawthorne was followed by the Leader Recognition System, .
the Leader Attitude Training System and then the Classroom Behavior, Develop-
ment System. This took a period-of'approximatel§ 3 months. The data
gathered at Chanute werg}obtained from trainees in class at about the same
time as the CBDS was implemented. ©

Analyses ‘ ) ' R

A variety of statistical analyses were carriéd out to assess the ime
pact of the various experimental systems. Analyses of variance with the
systems as independent variables were performed using perfofmance, assess-
ment and attitude data. Changes over time (the four measurement periods)
were examined and related to the instructional systems. Fjnally, correla-
tional.analyses were carried out to determine the relationship of crainee
background characteristics to performance indices and the co-association of

these indices among themselves. - P
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Chapter 3

¢
i

' ) Results and Discussion

Qverview .

This chapter reports the findings from the field-experimen®el evalua-
tiocn of tnree social incentive instructional systems implemented in the
first 4 blocks of the Electronics Fundamentals course at Lowry Technical
Training Center, Colorado. Data on the performance of the systems were
gathered during the spring and summer of 1973.

, Small, probabliy unimportant student performance and student attitude
effects were obtained. Findings concerning student performance are pre-
sented first, followed by discussion of student attitudes, instructors’
evaluations of student performance, and prediction of student performance
and attitudes from aptitude test scores.

e

T e e

'Performance on Block Examinations

A primary dependent variable in this research was student achievement
on standard, objectively-scored end of block examinations. Exams are
administered and scored by an independent tester. A student is administered
an exam when the instructor deems he is ready. Since the course is or-
ganized in a Learner Centered Instructlon {1c1) framework each student

=+ WOTrks at his own pace and may be admitted to a block exam far earlier or

" students (the minimum course length was 13 blocks). For this experiment,

far later than others in his classroom. Indeed, each student in a class- )
room may be studying a different block. The typical class size was eight -

classes were selected where all students in the room begaga§lock 1 on the
same day. Exam scores are expressed as a percentage of gorrect answer,
and each student must achieve a passing score of T70% before proceeding to
the next block. From a programming and normative standpoint, it is rxpected
.that eact#block can typi~ally be mastered within 30 instructional hours.
Table 1 presents the mean exam scores from each block for the four
research conditions. In addition, Table 1 presents F-test results from
W1th1n~block analyses of variance. In general, there are no 1mportant
within-block differences in achievement among the baseline and eAperlmentale_
groups. In Block 3, students in the LRS treatment scored significantly
lower than students. in other treatments, a ré&sult which is most likely due
to low exam scores earned by several students who were subsequently washed
out of the course (number of dropouts in baseline =-3, ILATS = 3, LRS = 9,

CBDS = 1). ' . .

Thevsoclal incentive instructional systems produced no improvement in
.achievement on block exams. This could be due to a-general 1nsen51t1v1ty

s
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Table 1 o .
3 . Mean Block Exam Scores for the Four Research Groups
Conditibn
Baseline LATS LRS- CBDS F Test

N = 86 N = 56 N=53 N-=36

)ﬂ' g Mean 85,92 89.1k4 8'7.18 91.klk " N.S.
E ~ s., 22.06 17.85 13.43 7.3,
y ,
;Ec_ i Mean 82.70 82.68 81.05  86.68 N.S.
ﬁ E 5., 17.55 1k.20 17.19  10.ko
s i - :
: ¢ }%3 Mean 8315 . 8. sk Th.Sh 85.32  3.77*
R g s, 17.30 13.92 22,60 9.26
Py -
1 Meen 186 TTA5 7670 8035 N.S.
E 's.D. 19.54 14,86 13.56 . 9.96
) L )
Overall Mean g2l 8345  79.87  85.95  3.01%
Overall S.D. 19.11 15.21 16.70 ~ 9.19

wor

Note: ¥%p < ,05
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~—-~9§-—ach1-e‘#emer“" +tests to thelimpact of social climate varisbles and

manipulations. It could also be due to a psychometric difficulty, the.
relatively low "ceiling" of the~exams'(e.g., showing improvements in an
average that is already high, about 85% in this course, is much more dif-
ficult thah‘if the baseline average is lower). Exams yielding baseline
scores around 50% would have been more sensitive to the differential effects
of various experimental systems, although such effects might still not be
detected. The general lack of effect could also be due to a lack of po-
tency in the systems--as previously reported, there were no direct or speci-
fic contingencies between performance on exams and incentives of ardy kind.

“Aghievement at or above specific levels was not systematically reinforced

by tangible incentives. <A;@hough such a system was planned, it was not

) + implemented due to shortages of resources (time, funds, and trainees), and
| _in'any event such a_system probably could not have overcome the ceiling

effect problem concerning the exam scores.

X
Perhaps the lack of improvement in exam scores as a consequence of
the introduction og social incentive instructional systems- should be viewed
from an opposite perspective--there is no evidence that these systems led
to performance decrements. Given that each system diverted student atten-
tion from the course content, it is interesting that,this had no negative
consequence for exam scores.

Performance--Hours per Block -
AN
A second performance measure, mean instructional hours per block, was
also monitored. Since each social incentive instructional system involved
adding activities to an already fully-scheduléd curriculum, the guestion of
costs and benefits in increased (or decreased) instructional time is highly
important.

\

Table 2 presents the mean instructional hours per block for the,base-
line and experimental groups and the total instructional hours for the-
four blocks, the programmed hours, and the number of instructional hours .
devoted to participation in the experiment (as estimated from the sug=’
gested time limits for the various scheduled activities). In addition,
F-test results from within-block analyses of variance are presented._

In,Blocks 1 and 2, students in the LRS treatment took significantly
longer to pass to the next block than students in the other conditions.
This result is most likely due to the iow academic performance of students
who were‘washed out of the course after the third block. 1In any event it
is not likely to be a .systematic consequence of the IRS treatment. Since
the LRS is entirely included as a component of the CBDS, effects due to
the LRS should have been observed among students in the §BDS treatment
also." No such effect was found. , - .

)
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Mean Instructional Hours Per Block for the

Table 2 -

Baseline and Experimental Groups

~ - st Condit;on
. ‘Baseline LATS. LRS CBDS F Test
y N =286 N = 56 N=53 XN=36 .
B . :
T Mean 20,54 20,00 25,33 22,41
i —C . o 3T56**
rk S.D. 6.67 4,48 1k,97 5.34 :
1 W ’ '
B N :
% Mean 21,55 20.94" 29.89 23,71
c N 8 ] 32**
H k s.D, 11.98 - 8.75 17.26 8.Ls k
0 2 b
U
s B | \
T Mean  31l9 . 31,53 . 32,29 ° 32,15
c . N.S,
, K S.D, 1k,16 13,59 - 13.86 .  9.78
3 K
B
1 Mean 27.8k 26.63 27.00° 26.53 3
S " . N.S.
k " s.D, 16.26 12,45 15.12 8.68
h ] .
Total instructional 101,42 99,10  11k,51  10L4.80 .
hours )
Proérammed hours ‘ 120 120 120 120 -
Instructional hours +1.67 1.67 4,67 8.67
devoted to partjci--
petion in the .
experiment *
. Note: *¥p < .01 .
. 28
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Implementation of. the experQXen;al,§1§tems resulted in no systematic .
increase in instructional time nee{ed to complete th~ blocks, in spite of
diversion of student attention from the course content to the various
activities scheduled as elements of ‘the systems. oOn the other hand, the’
systems produced nor}ime savings. Th@s suggests that time spent per block
may be largely governed by normative expectations that blocks should be
completed in 30 hours or less, regardless of the material to be covered.

Even the 8 2/3 hours of activities scheduled in the CBDS could be accommo-
dated within the budget of available time. ’ .

In conclusion, implementation of the experimental systems resulted in
no important changes in the amount of time used to complete the four blocks.

Student Attitudes L,

¢

. The second major dependent variable in the field experiment ‘was
students' attitudes toward their technical training experiences. Attitudes
were monitored by the "Airman Attitudes Toward Training" questionnaire,
specially devised for this field experiment. Containing 10 dtems dealing
with the instructor, the system of rewards, fellow trainees, training con-
tent, progress in the course, overall satisfaction with the course, satis-
faction with the Air Force, satisfaction with personal development,:effort
put into the course, and endorsement to, a friend, the questionnaire was
administered on the third, eighth, thirteenth and eighteenth days of the
course. , Impact of-the various classroom social leadership systems could
be studied both among the various systems ‘and in changes over time,

To test the psychometric adequacy of “the Airmen Attitudes Toward
Training questionnaire, it was given to 69 elegtronics fundamentals
trainees at Chanute Technical Training Center, [llinois, on four consecu-
tive weeks. Table 3 shows the test-retest reliabilities of total scores

. .
Pl ~
~

Table 3

Intercorrelations Among Total Scores from Airmen Attitudes Toward
Training Ruestionnaire at Chanute Air Force Base (M= 69)

Ao 1
a r
8 do 2 [T
? e
- % : 3| .en | .68
) 2 o | .66 | 65 | .81
£
‘o 2 1 2 3 l‘
n b Administration of ‘
Questionnaire
Fote: All test-retest reliability coefficients are )
- significant beyond the .00l level, ---- - - y
. e
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from the questionnaire, _These reliabilities are all sufficiently high to

Justify use of the questionnaire as a dependent measure.

The major finding of the attitude analyses was that there was no
across-the-board improvement in attitudes as a result of the use of any of
the classroom social leadership systems. Table 4 presents overall mean
attitude scores for the four groups. These scores were derived by summing
across all 10 items of the AATT and across all four blocks and then
averaging.

Table b4

Overall Mean Attitude Scores
(averaged over items and blocks)

M SOD' o

. Baseline (N = 86) 3.92° .59

-

- LATS (N = 56) 3.95 .54
: IRS (K = 52) 3.98 .56
CBDS-(N = 36) 4,08 ‘ .5k

F Test N.S.

It is readily seen that none of the systems had a differgntiél impact
on overall attitudes. '
This general analysis, however, is quite insensitive to specific
effects of any experimental syvstem. 1In particular, the impact of experi-
mental systems is not likely to be felf all at once from the beginning of

the experiment and thus a finer analysis, broken dewn by block, is pre-
sented in Table 5. Inspection of Table 5 reveals no'significant differ-
‘ences among any of the systems for any of the four blocks, Also, except
for the baseline Hawthorne group, there are no significant block to block
differences among the means. None of the three experimental systems led
to block-to-block increases (or decreases) in overall attitudes. The
baseline Hawthorne effect group, however, showed a statistically signifi-
cant decline in overall attitudes across the four blocks. There are two
possible«systematic explanations for this particular finding. First,
(Post hoc #1, PH1) it may be that attitudes normally decrease over the
blocks of the course.(or at least across the initial blocks) and that the
baseline Hawthorne group merely reflects the typical trend in attitudes.

&
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Table 5

o~

Mean Attitude Scores From Different Tréatment’Groups Across
Administrations of Airmen Attitudes Toward Training Questionnaire

1 2 3 L

‘ Mean S.D, Mean S.D. Mean S.D. Mean S.D. F Tes£
Baseline 4,04 5k 3.98 .56 3,86 -.63 3.80 .63 2.76*

&

LATS 4,07 .57 3.96 57 3.§2 19 3.87 .55 N.S.
LRS .06 .54 3.9% .60 3,96 .59 3.98 .50 N.S.
CBDS L,17 .46 b.02 .57 4,12 .55 4,01 .57 N.S.

F Test " N.S. N.S. N.S. N.S,

Note: %*p < ,05

If there is such a trend, then in fact the other three experimental systems
succeeded in reversing or at least neutralizing this trend, and therefore,
have dempnstrated an important impact on maintaining favorable attitudes. .
Alternately, (Post hoc #2, PH2) it could be that the Hawthorne effect
treatment had an important impact, but in an unfavorable directiont. In
their experimental induction, it was suggested to the subjects in this
group that they were part of an experiment, that their views were important,
and that their participation would result in benefits both to themselves
and to the Air Force. Since there was no apparent benefit perceived during
the four weeks of the study, it could be that the significant decrease in
attitudes was a consequence of unfulfilled gxpectatibns and disillusionment
with the experiment. (It is also possible that varying degrees of freedom
in the F tests resulted in reaching significance for the Hawthorne group
but for none of the others. This possibility was checked by using the
Hawthorne degrees of freedom throughout and the finding was negative,
thereby eliminating this explanation.) A partial, after-the-fact test of
PH1 and PH2 was made by examining the mes. overall attitude scores of
trainees at Chanute Air Force Base., It wil' be recalled that these traipees
participated in a reliability study across f. r administrations of the Air-
man Attitude Toward Training questionnaire. | ~3n _scores for each adminis=-
tration were computed and then tested for ti.nd. If a significant decrease
in attitude trend were in evidence then the pleuc'tility of the first’
alternative would be increased. In fact, however, *there was no statisti-
cally significant decrease over blocks in overall at.itudes for the Chanute
trainees (week 1, M = 4.17, sd = .86; week 2, M = %.15, sd = .85; week 3,
M= 4,03, sd = .91; week 4, M = 4.02, sd = 1.01; F is no';, significant).
Thus, the decreasing trend of attitude scores for the bosCiine Hawthorne
effect group, slightly but not significantly mirrored by thc "hanute data,

' : : o
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.S _ __.._is more likely to_be a consequence of the. experimental_ﬁawi;horne._eff'ecii-,. e

intervention (and perhaps to a lesser extent a general decline in attitudes).

It can be suggested on the most tentative basis, therefore, that the various

experimental manipulations did have significant but very small effects on -

overall attitudes by preventing a general decline.

o

The analyses reported above may not however, be sufficiently sensitive
to show the full impact of the various experlmentfl systems. It can be
Plausibly argued that it is unrealistic to expect.any classroom leadership
system to have an across-the-board impact on all attitudes. Further, an
overall score such as computed in this study may mask interactions between
various treatments and particular items or content domains. .

- Mean scores for each of the experimental treatments on each of the

attitude items described in Table 6, are presented in Table 7. With the .

exception of item 3, attitudes toward felléw trainees, -none of the dif- ’

ferences among the experimental treatments on the items are significant.

Only for item 3 did the Classroom Behavior Dévelopment System yield a .

S1gn1flcantly higher attitude score than the ‘'other comparison groups

(F = 2. 81, p< .05). This itenm, pertalnlngfto fellow trainees in the

course, reflected incredsed helpfulness, fryiendliness and cohesiveness

among students in the CBDS relative to th other treatments. EXamining

this difference over blocks, it is appare it that the improved attitude to-

. ward fellow trainees originated at the béginning of the course (and there-
fore most likely was a consequence of itlhe acquaintanceship and psychological
contract exercises) and persisted throyghout the course. Block by block
mean scores for each item are prdsent€éd in Appendix F. 1In general, there
seemed to be no important interactions between the time of measurement and

ticular items and experimental systems. .For the baseline Hawthorne

roup, three items, show systematic decreases and probably account for the

major trend of decreasing attitudes described above. Those items relating
to the system of rewards, one's own progress in the course, and endorsing
the course to a friend do not show similar systematic decreases in the
other groups. The decrease of these items in the baseline Hawthorne group
and stability in the other groups is consistent w1th PH2, described in
conjuctipn with Table L,

—

The increased favorability of attitudes toward fellow trainees shown
in the data from the Classroom Behavior Development System is probably due
to the early exercises (those administered on the first two days of classes).
These involved an acquaintanceship exercise and the development of the
psychological contract in which trainees and instructor shared their expec-
tations about the content and outcomes of the training course. ‘"These ex-
ercises deserve further study and possible implementation in other technical
training settings.

In sumgry, analyses of responses to the Airmen Attitudes Toward
Training questlonnalre though sufficiently reliable to warrant use of the’
instrument, showed no significant differences among the experlmgﬁfhr} .-
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1.

2.

3.

9.

10.

‘able 6 —= R - (
AY

Airmen Attitudes Toward Training Items

Your Instructor in this course - Taking into account how effective a "

teacher he is and how he gets along with his students,

The Systém of Rewards associated with being an effective féﬁdent in
this training program - Taking into account what rewards are available

and what one must do to get them, SRS ~

Your Fellow Trainees in this training course - Tgk{ng into accouﬁ% how
well other students make this class ppefitable .for you, how well£

- students get along with one apother, d'fhe'gﬁneral togetherness of

your class as a group.

The Content of this course - Taking into account the interest, import-

ance, and challenge of the material required of you in the lcourse.

Your own Pioggess in the course - Taking into account how well you are
doing in terms of performence and how quickly you are mastering the
material., A ‘ '

L . *

Your Overall satisfaction with this .course - Taking into, account
generally all factors which are responsible for how satisfied you are.

The United States Air Force - Thinking generally of the system as it
is operating and affecting your life,

<

. - { . )
Your own Personal Development during the training you have had so far -
Taking into accountthe confidence you have in your abilities to go out
and perform effectively in your Air Forceé job,
How much effort are you putting into"this training course; how hard
have you honestly tried, regardless of how well you are doing grade-
wise? - "

L4

Finally, as of how you feel today, would you recommend to a new airman
who was your friend that he get involved in this tgchnical training
program? .o

. ‘
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systems.in terms of overall attitudes, and revealed a favorable impact for
the CBDS on attitudes toward fellow trainees.

‘Instructors' Assessments

To provide further information abaut the performance of the students
in the experimental systems, instructors completed a questionnairé (In-
structors' Assessment of Students' Effectiveness, shown in Appendix B) at
four points in time during their participatién in the study. Data were

' collected at the same times as the attitude questionnaires, namely, the
3rd, 8th, 13th and 18th class days.

<

Means were computed. for each item at each time beriod for each of the
experimental groups and these means are presented in'Appendix G. Since

there were no important differences among groups or, time periods on an item

by jtem basis, gply the overall mean scores are presented in Table 8.

o

. 7 Taple™® .

Overall Mean Scores of Instructors' Assessments "of Student
Effectiveness from Different Treatment Graups Across
Administrations of Assessnient Questionn%}res

] Administrations

1 2 3 ’ b
Mean S.D. Mean S.D. Mean S.D. Mean S.D.

Hawthorne  3.49 b7 -3.62 .79 3,58 .85 3.58 .90

g LATS 3.61' %’.85 342 7 .71 3.58 79 3.6 LTH

g IRS . 3,25 .54 3. T2 3.45 69 3.52 W87

g CBDS- 3.24 50 © 3.22 .63 3.38 .73 3.38 .79
F Test 5.11**'\\ 5. 25%* N.S. N.S.

Note: *¥p < ,Ol

v ‘i%?
Analyses of variance revealed significant differences among the experimen-
~tal systems on the first'apd second administrations of the Instructor's
Assessment questionnaire. These differences disappeared,on the third and
fourth administrations. In addition, there were no significant trends
over time for any of the groups. There is no readily apparent, systematic

~ explanation for the two significant F tests. For the first administration
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the" LATS group-has—thehighestassessment whﬁé—%w&pd CBDS
equally low. At time 2" the baseline ghQup has the highé§t-asse
the CBDS group has the “low mean score. Inspection of the item
shown. in Appendix G is of no help in dev[;{i\ng explangtions that are’ con
-sistent with these findings. e a At
, TN | m-_l_-:':,;i.; RSP

* As one means of trying to examine the meaning of itite findings in: <.
Table 8, intercorrelations between Airmen Attitudes l{i}o@ar@:’;&’rainipg}jfw
and Instrudtor's Assessment of Student Effeetivgnes's?‘Qzere-_fzompﬁtggi.jf Thes
intercorrelations are shown in Table 9. Examination of sthe dbtitide . 1.

T
o9 s

’ Tableg - ~ h‘.’\ﬁ *‘ oo t’ "
. Intercorrelations’ Anong Scores from Airmen Att¥tuads Toward Training - . )
.and Instructor Asse‘ssment of Student Effectivengss gue‘stioixina,;igggf,f‘ L
. oa 107 S A

. a . K
1' ¢ (222) ) . . ,
. i : 73 0 i gy #w i
ew P Ja8). 26 ]
BATR 4 g eemr gows ; :

S - (208)  (200) (202) . . )
s n
3 . " .
2 [ [ - .
: A A L0 0k ~,01 -,03 - v
I s 4 (217)  (21k)  (220)  (195) .
n . a .
8 : % 2 A '1”‘* '02 'ol '52*. . A
t s : * (218) (216)  (214)  (198) (210)
a® a9 ’ T -
uagp § 3 .08 JA5% ke .05 S6%% 75
c : f 4 (211) (209) (211) . (208) (203) (207)
o D o-/\-. | ’ ; 1 #»
° Aty b 07 07 .10 08  i,53%%  6gex g3
r 3 &8 (217)  (2a4] . (226)  (206) (209) - (212) (19%)
TN r 23 4 1 2 3
Administrations Adninistrations
Ne—
. ", Adrmen Attitudes Instructor Assessments
Note: *p < .05, *%p < ,001 .
: - +N's in parentheses :
> . s, - -
N iﬁc’h.\
N / 7 ,,”
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. intercorrelations in the upper left hand triangle of Table 9 shows con- -
.sistently high correlations among the four administrations. Similarly,
inspection 6f the Instructor Assessment intercorrelations in the lower
right hand trlangle of the table reveals considerable week to week stability.

«  The square section of the matrix shows the intercorrelations between atti-
tudés~1gd instructor assessments, measured at each of the four times.

&\ JInepection-of this portion of the table reveals no convergence of student
attitudes w1th*1nstructor assessments. Although 3 of the 16 correlations
are statlst1cally*§1gn1f1cant the highest of them is only .15 and all of
them are so low_as to shed no light on the meaning of the instructor assess-
ment scores. They do not, to any substantial degree,. reflect instructor

o 1perceptions of student attltudes.,
Tt

]

il

Further data pertinent to the meening of the instructor assessments
o will be presented in Tablé\l3 and discussed later in the text.

In summary, Instructor Assessments of Student Effectiveness were found

. to.be sufficiently reliable, but they reveal a pattern of differences among
,» the experimental systems which is of unknown meaning. Further, an analys1s
showed that instructors' asgessments were not related to student attitudes.

-

Aptitude -

iAptitude scores for ali students were examined to test the extent to
which aptitudes could predict performance in the course and also to examine

i“ the extent to which they might be differentially related to performance in
’ .various’ experimental systems. Table 10 presents thg AQE subscores for
™ general, administrative, mechanical, and electronictiaptitudes and the AFQT

scores for the trainees participating in the various experimental conditions.
It will be noted that except for the administrative subtest, there are no
significant differences among the groups. For the administrative subtest,
'~ students in the CBDS group had a higher mean score than students in the
other experimental treatments. These analyses lend basic support to the
hypothesis that all trainees came from the same population. -
B .
The data and tests recorded in Table 10 do not, however, rule out the
nossiﬂTTity*of statistical interaction between aptitudes and the experimen-
tal conditions leading to higher classroom performance. Table ll presents .
selected correlations between aptitude test scores and the two performance
measures (exam scores and time within blocks). Inspection of the selected
aﬂgpcorrelatlons in Table 11 shows that all those that are significant are of
such small absolute values as to be of llttle use from a practical
standpoint. While 13 out of 4O correlations reach conventional statistical
significance levels, the largest of them is only -.27 which accounts for
only a fractional amount of variance in performance. The most noteworthy
result shown in Table 11 is a relatively. consistent correlation of admin-
istrative aptitude with hours in blocks. Students who have higher admin-
L i rative aptitudes have a sIight edge in examination scores and use
. S p
. . . 2
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pslightly less time for preparation. This pattern holds up over three of
the four blocks. Again, however, the magnitudes of the correlations are
so low as not to have immediate application. -
The low predicti = validities shown in Table 11 can be further under-
stood by examination of the results presented in Table 12, ere the block
exam scores and the hours within blocks are 1ntercorre;a ed. The upper
left hand trlangle of Table 12 shows the 1ntercorrelat10ns of the block.
exam 3cores. The*highest of these is 6L, Inte;correlatlons of the hours
spent preparing for exams are shown in the lower right hand triangle. The
highest of these.is .76. 1In each case, the intercorrelations are low
enough to make it unlikely that single aptitude measures could show sub-
stantial relationships across all blocks. The lower left hand-square sec-
~ tion of tife table shows the intercorrelations between scores and hours of
preparation. These correlations, the median of which is .23, indicate
generally that students who take fewer hdurs to prepare for the exams also
score somewhat higher on exams (it is important to recall here that corre-
lation indicates nothing about causation). From these analyses it is
apparent that aptitude scores are not related to course performance tgrany

substantial degree. . .

Table 13 present- ‘intercorrelations of aptltude scores w1th trainee
attitudes and instructor assessments. PerfSrmance in the various blocks
is also related to tra‘nee aptitudes and instructor assessments. Inspection
of the aptitude score section of Table 13 reveals that the various scores
are not importantly related to trainee attitudes, but that they do have
substantial correlations (from the second assessment onward) with instructor
assessments of student effectiveness. The pattern of nonsignificant cor-
relations with aptitudes for tife first assessment followed by significant
correlatipns on subsequent administrations strongly suggest the presence
of bias in %he instructors' ratings. Students with higher aptitude scores )
tend to get higher ratings of effectiveness, even though there are no impor-
ant correlations between aptltude and performance in the course. Thus,
with reference to 1.ble 9, it is likely that the s¥ebility of the instruc-
tors' assessments over the four administrations is due.in part to b1as
introduced by the instructor’s knowledge of the aptitude scores.

~_ -

Tnsnent;on.of.thewzxmuuuuhzndzﬁJTablewl3*showsﬁnoslmmortant_cozrela- -

tions between course performange and ati.tudes or instructors' assessments.
While a few correlations reach statistical significance, none of, them are
sufficiently high to warrant practical interpretation.

Es

.

! s?

Admiﬂistrative Burden on Instructors

*Throughout the course of the field study the opinions of technical
' 1nstructors were sought. In the early stages those opinions were "used to
assitt in the design of the experimental treatments. In later stages the
oplnlons were used to assess the impact of the treatments. Structured
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o

*

- & Intercorrelations Among Block Exam Scores and
T *  Instructional Hours Per Block +

I'd

E Block 1
X =
o Block 2 - U3 :
s . (202) . -
o Block 3 .43 M1 - -
e (199) (199) . S
"Blockk .64  ,55 .52
(196) (196) (195) .
9 Trew o ) ]
H BlOCkl "'023 "t23 "025 .";18**
3 : (203) (202) (199) (196) A
r . - -
s L. Bloek2 .01 .22 =21 -03 .16
Pr (202) (202) (199) (196) (202)
. 5 % Block3 -.65 .30 -.09 k3 .47 .3 ‘
%xg i (198) (198) (197) (19%) "(198) <(198)
g. Block 2‘ "'.S.h \ -.55 "'.29 "030 c37 031’ 056
(195) (195) (19%) (a9k)..(195) (195) (193)

1 2 3 % 1 2 .3 4

Block } ° Block -

Rk X3

Exam Scores ;’%zstruction'al Hours

*,
‘ 'K *
-

£

R /
Note: *#*¥p < ,01, all others p < ,001
¥N's in parentheses
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- were viewed as negdigible.

interviews, informal conversations and questionnaires were used as means
of gathering these data. The Instructor Opinions About Training quest10n~
naire (shown in Appendix G) was administered prior to the beglnnlng of the
field experiment and again at the end to instructors who were still asso-
ciated with the course (a great deal of personnel turnover, by fray of both
reassigment and retlrement, occurred during the course of the study, and
thus, follow up data was based on responses of only 11 of the original 25
instructors). Two items were exp11c1tly 1ncluded in the questionnaire to
get opinions about administrative burdens. ‘Item 4, "The routine paper
work I have to do is excessive,” and Item 7, "I do too much administrative
work and not enough instruction" showed no change as a result of the im-
position of the experimental systems. That is; the instructors reported
no increased administrative burden as a consequence of having participated
in the experiment. Especially given the large amounts of time needed in
the CBDS and LRS treatments, as well as in filling out Instructor Assess-
ments of Student Effectiveness weekly, this finding supports the idea that -
the experimental systems were sufficiently useful additions to the regular
curriculum so that their "costs" in terms of time and administrative burden

. ‘ ' ' %
Interviews with the 1nstructors resulted in much the same picture as ‘
examination of the questionnalres Instructors who' part1c1pated in the *

Study felt that the effort was worthwhile, and that some particular ele-

ts of the systems (such as the peer nomination elements of the Leader-
ship™Regcognition System, .and the acquaintanceship exercise and the psycho-
logical ntract exeecise from the CBDS) were valuable additions to their
classes. X .

Cost Effectiveness

There is no rglative cost~advantage to adopting any of the expefimental

) systems as addltlo s to or replacements for elements in current technical

training curricula,; On the other hand, there appears to be no cost dis-
advantage either. Instructors found the peer nominations of the Leadership
Recognition System to be useful additions to their courses. The acquaint-
anceship and psychological contract exercises were also viewed as useful
by instructors and in addition, resulted in small, significant improvements
in trainee attitudes toward their peers, These exercises could be modi-
fied, used, in further research, and adopted throughout all technical
training chools. Cost of thelr,adoptlon would be minimal and.they would
yield some $mall behefits,

. .

Oq the whole, the experimental systems failed to yield any benefits 7
in terms of improved examination' scores or time savings in the curriculum.
They did not result in lower washback ratés. They produced no marked
improvements in overgll attitudes. Because of this general lack of impact,
computation of relative_ costs and benefits will be foregone. The systems.
hig neither a positive nor a negative effect on instructional costs. _It is
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hoped that this conclusion will be interpreted without prejudice to other
systems for managing social incentives. The token economy approach
originally proposed forsthis research, and outlined in Chapter 1, was not
implemented. Such an approach, having specific contingencies between
behav1or and reinforcers, may have altogether different effects on perfor-
mance and attitudes.
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Chaptel 4

Conclusions

This chapter presents a discussion of the findings of the field ex-
periment and interprets those findings in the larger context of the overall
contract for studying the management of social incentives in Air Force
technical training. Finally, the implications of this work for future .
regea;ch and practicéin the Air Porce will be presented.. ’

X N . «
AN r \j

The Field Experiment

¢

Four social incentive instructional systems, each designed to have
impacts on various facets of classroom social leadership, were tested in a
field experiment. On a priori grounds, two of the four systems (the Base-
line Hawthorne group and the Leadership Attitude Training System) were
expected to have minimal effects on classroom examination performance and
trainee attitudes. The other two systems (the Leadership Recognition
System and the Classroom Behavior Development System) were expected to have
larger impacts. - .

The general finding of the field exberimen%“was that none of the class-
room social leadership systems had any important positive or negative effect
on block examination scores and time spent preparing for examinations, on
trainee attitudes or on instructors' assessments of student effectiveness.

That the experimental systems had no positive effect on examination
scores may have been a result of an inherent inability of these kinds of
approaches to have an effect on cognitive performance. .In addition, though,
the lack of impact could have been-due to insensitivity of the examinations
and a psychometric "eeiling" effect. 1In fu%ure research it would be useful
to have custom developed performance tes#s for use as dependent messures,
rather than the standard course examinations. G

' None of the experimental systems produced a time savings in terms of
students' pace through the course. On the other hand, the systems did not
slow anyone down. Since the systems varied ih the amount of time Tequired
from 1 hour 40 minutes (for the Baseline and TATS groups) t3 8 hours 40
minutes (for the CBDS), this finding has some importance. In pafiticular,
it suggests that pace through the course is governed by normative expecta-
tions of how long it will take to master each block. It,is very doubtful
that elimination of the CBDS would result in a time savings of '8 hour's and
40 minutes. Rather it is expected that there would be no time savings at
all. )
One system, the CBDS, did have a significant and lasting impact on
one area of student attitudes, attitudes toward fellow trainees. This

-
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features of technical training”’curricula. This finding represents the
single important conséquence” 6f the implementation of the various class-
tems., : . e

Analysis of the instructors' assessments of student effectiveness and
aptitude scores revealed significant correlations between these two sets
of data, suggesting thd4t instructors' assessments were biased by knowledge
of student aptitudes. Such biases not only introduce.error into_research R
and administration, but they also may have significant impacts on the in- -
-~  teraction between instructor and student. Rosenthal and Jacobson's classic
study, Pygmalion in the Classroom (1968), illustrated the ways in which y
teachers' expectations can influence the behaviors of students. In the
technical training setting, instructors' knowledge of student aptitudes has
been shown to be related to instructors' assessments of student effective- .
ness , Further reséarch should be undertaken to determine the extent to
Awhich instructors' expectations have impacts on other aspects of technical
trainee's behavior, .

It must be repeated yet one more time that the results of the field
experiment have no implication at all for the effectiveness of alternative -
systems for managing social incemtives in technical training. Since none e
of the experimental systems involved direct contingencies between behavior
and reinforcers, the general lack of impact for the experimental systems L
must not be interpreted as a general finding of ineffectiveness for all
systems of social incentive management. ‘ 3

Social Incentive Management

-

In the context of the larger objectives of this research, a consider-
able amount was learned about the management of social incentives in the
technical training environment., The review of the literature, summarized .
in Chapter 1, yielded many findings about the relative potency of various T
kinds of social incentives and the circumstances under which such results .
are observed. Of greater immediate payoff to the Air Force, the identifi-
cation and scaling of social incentives, summarized in Chapter 1, presents
much information which can be used in.forward planning for the Advanced
Instructional System, various learner centered instruction procedures, and
in the administration of group-paced and self-paced courses, Incentives
such as choice of assignment, promotion, 72~hour pass, reduced squardron
detail and many others are all attractive. Studentd in a variety of
training courses say they would be willing to put out great effort to
obtain such outcomes. Incentives such as these show promise for serving
as reinforcers where appropriate contingencies can be constructed and
implemented.

e
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The major conclusion of this entire‘;eseaich effort is that the manage~
ment of social incentives is a particularly difficult art. While\social~
incentives can be identified and scaled With considerable ease, manipula-
tion and management of the same incentives requires consi¥erably greater
- _ . effort. A definite limiting condition on the results of the field experi-
' ment is that the social incentive systems|were tested only in one self-
paced course. It is possible that manipulations aimed at improving the
quality of classroom social leadership would be effective only in a group-
paced course, requiring considerable grou interaction. However, because
individual pacing seems to be the direction that most technical training
will be taking in the years ahead, the decliision was made in Phase I of this
project to select-g course in which student progress was self-paced. This,
of urse, may have reduced the salience of some of the group exercises. .

e each trainee worked at his own pace, there may have been no meaning-
ful incentive for cooperation and other social leadership effects.

Perhaps the most important question to arise,from this research effort

- concerns trehds in technical training instriction as related to social and
) . group factors. Will designers of future instructional technologies take

proper and sufficient account of social and group factors? The scaling

data show high attractiveness values for various social incentives. The
- results of the field experiment show the influence of the acquaintanceship
and psychologlcal contract exercises on attitudes toward fellow trainees.
Both these findings underline the importance of social factors. Especially
since most future training will be in a self-paced mode, social factors
must, be given adequate attention. .
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- . APPENDIX A
FOUR ALTERNATIVE SYSTEMS FOR ENHANCING SOCIAL REINFORCEWENT
\7 . >

The field experiment investigated only a limited number of possible
ways of managing social 1ncent1ves. Many alternate systems are possible,
and, in fact, four other systems were originally constructed for the field
test. Due to last minute changes in priorities and resources, arising from
operational considerations at the research site, the social contingency
systems described below were dropped in favor of the classroom social
leadership systems, The untested systems are outlined here _to illustrate
alternate ways of managing social incentives, -and to provide a contrasting
background for the procedures and findings presented in the body of this
report.

+ .

"Social Contingency Systems

The development of social contingency systems emanating from the
research on characteristics of incentives involved two basic compcnents,
delineating the system of incentive operation, and selecting the incen- N
tives to be included in the system, -~

<
-

. Four incentive systems were developed based on two critical variables

which may affect the utility of incentives: the source of their adminis-
tration and the basis on which they are awarded. The four incentive systéng
can be' described as follows,

System'l. Incentives are administered by the instructor based
on the individual trainee's performsnce,

n

System 2, Incentives are administeréd by the instructor and
_ the class as a group ‘based on the individual's
" performance, &'’ ,

_ System 3:; Incentives dre administered by the instructor to the
N tndividual besed on the performance of the class as

8 group,.

System 4, Incentivessare administered by the instructor and
thé class based on the performance of the.class.

‘The design variables incorporated in these systems, i.e., incentive
administration and .behavioral basis, were derived from previous evidence
suggesting differential impacts, The review of the literature provided
tentative indications that bading rewards on group performance may be
efficacicus in view of the intervening processes of cohesiveness develop-
ment and helping others reach. performance standards (Reben et al., 197h4).
That review; along with data from four Air Force technical training bases,
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also suggested that trainees may respond dlfferentlally to 1ncéﬁt1ves
a@m{ﬁlstered by their instructor (leader) and classmates (peer group).

The distinction between 1nd1v1dual- and group-performance-based
reinforcement is relativelv straightforward. Rewards are administered
based on’the individual's own performance, in terms of either an absolute
cut-off score or exceeding an individually predicted target score (based,

€.g., on his aptitude test scores), or .the individual is- ‘rewarded based.
on the overall perfoﬂmance of his class. The proposed systems 1ncluded
the absolute cut- off criterion and a minimal failure-rate on the part of
the class, Thus, for example, a trainee could be rewarded in proportion to
the number of points he scored above 70 on a block’ (performance) exam, So b//////
long as no more thap ten percent of his ¢lassmates failed the test, To
" this ‘poipt, the major criterion' behavior is, then, objective performance,.
as measured by standardized examinations,

Z\l(

>

The issue of administrative source generated the inclusion of multiple' ' .
behavior bases for reinforcement., In addition to objective black-exem
performance, the trainee could be rewarded for his leadershlp performance
with a system of determing "leadership p01nts to supplement (but not re-
place} ! 'performance points.” The varying source of administration is: .
operationalized in terms of whether the instructor alone, or the instructor, '
in concert with classmates allocates the leadership points. .In their com=
bination, a ratio of 2:1 is preserved between performance points and leader-
ship p01nts, so that the former behavior base is weighted twice as heavily
in determining rewards. The range of possible performance points is 0-30
(based on test scores of 70-100), Previous data from electronics courses
indicated a mean test score of 90. This would represent 4 mean accwnula-
tion of 20 performance points. Thus, to preserve the desiréd 2:1 ratio,
it would be possible to establish a mean of 10 leadership points for a
trainee to earn. If class size, were, for ekample, 10, then each student .
and the instructor would distribute 100 leadership p01nts among class i .
members in amounts ranglng from G-15 points for any student. The average
allocation a trainee reteives from class members is then added to his
instructor-allocated points. The average of these two scores- (instructor
and class) prov1des the final number of leadership p01nts for trainees
operating in the instructor and class conditions (systems 2 and'4), 1In .
other systems, only the instrugtor assigng leadership points. Finally,
if we gsswme the experimental syStem§ will cover the first four blocks of
the course, the total number of points an individual could earn would-be - .
180: 30 x 4 - 120 performance points, and 15 x 4 = 60 leadership points. '

Since, unlike the performance points, leadership point determinations
involve subjectiveé judgments, a study and experimental definition’ of
leadership behavior was accomplished as part Qf the Phase I research activ-
ities. The intent was to provide trainees and instructors with behavior-
observation reasons for assigning leadership status to the trainees. The

determination of relevant leadership behaviors, capitalized on the analysis .

of social incentives in training and the generation, by. tralnees and in-

structors,.of critical incidents of leadershlp behavior. . ) ’
50 '
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Six social incentives, which had previously been considered as potén-
tial rewards, were designated as social leadership bases for the determina-

.tion of rewards and studied with the sample of Lowry electronics trainees,

Trainees indicated on 5-point scales (never-always) the frequency with

" which these behaviors presently occur, and ideally should occur, in their

S

training program. The behaviors were also.studied with the variation of ,

.

the requndent-trainee as an initiator or recipient of the leadership act.

Results of this analysis are presented in Table A-l., The mean re-
sponses of trainees are indicative of several general conclusions. (1)
Social leadership behaviors are cuzzently operative in the training setting,
some (treating people as individuals and showing liking.and acceptance)
with substantial regularity. (2) Trainees believe that social leadership S,
behaviors should occur more freguently than they currently do; this result
was consistent across the six behaviors. (3) Trainees believe that they
should (and do) initiate leadership acts fo a greater extent than they
receive the act from someone else, It should be noted that.the exercise
of influence cannot be interpreted in the usual sense of she respondent
as a target, since the questionnaire items were embiguous. or to who actually’
inflhenced class activities. \ .
, The derivation and collection of critical leadership incidents supple-
mented thes€“categorical descriptions of classes of social behaviors and
provided instructors and trainees with exemplary objective markers for dis-

- tributing “leadership points, assuming, for the present, equal importance
" of the beliavior classes in defining social leadership. .

. Inceptives for technical and leadership performance .were selected on
the basis ‘Eg;“rthpﬁ_ ‘Sharacteristics, as determined in their identification
#md. gnalysig, and their manipulebility within the context of the proposed
gsystems.,, _'.'[’hes$e 'issues determined the. pricing of jncentives in terms of the
pérformance/,léa.dership points necessary to acquire them as rewards: Consider-
ations of incentive attractiveness, feasibility, frequency of realistic
receipif;,a.n& cost of implementation led to the proposed inclusion of 18
incentives to be availstle in the systems' eatalogs or menus., The “proposed
incentives and their values are presented in Table A-2, The incentives are
listed in the order of their attractiveness as assessed by ‘the doller method -
in the study of electronics trainees at Lowry AFB. Rating-method attrac-
tiyeness values are also presented and show a close ordinal correspondence
to the dollar values, ‘The incentives are presented in five levels of value, - 2
as indicated by the spacing between incentive clusters in the teble, With- ‘
in each level, the incentives have the same'behavioral-poin%"s’ value indexing ;
their "price" or the number of exam/leadership points which fmust be accumu- 7
lated to receive those incentives, The price was generated by multiplying

. the median, within-level, dollar value of {he incentives by two, The 'in-

cgntive prices are thus tied directly to their psychological reward value
tp the trainee and preserve several desirable elements of the incentive

gystems, First, the prices of the lower~level incentives gusrantee that
virtually every trainee can be rewarded, Even without leadership points,
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S ’e Table A-2

-~ 7

Incentives Proposed for‘Inciusion in the Social Contingency
i ) .,. Systems ) :

’ .

2

. - !

. . 5 " - Attracj:.iig:eSS . Points needed . Freauency
el Incentive Doliar . Retinp to acouire of nurchls}se
i Level I ) ’ .
: Choice in base assignmen 52 6.7 100 once~-last block
-~ Promotion © 50. 6.6 100 " *once-~last block .
, Level I .
Information--military . 20 6,0 32 once
~ ”»
. Information--civilian 18 5.9 32 once
T2-hour pass A5 5.-9 . 32 mltiple
- Extra instruetion 13 5.8 32 multiple .
Reduced squadron details 12 6.0 32 multiple
Level III R . . o
Phone call : + 10 5.6 18 multiple
o~ : - . ' P ) .
. Fleldtrip 9 5.6 . 18 Sfice~-1ast block
2h-hour pass 9 5.5 . 18 multiple
Level IV " .
Letter of merit . . T ~ 5,0 R 12 ence
/\,ﬂl
Cartificate 6 5.k V12 oncc‘--last‘ block
Udiform choice 6 5,1 12 multiple
Meals choice 6 Z;;,.p-» 12 . multiple - .
¢ Strengths/veaknesses 5 5.2 12 " multiple
level V
- Social event / .t 4.8 8 once--last block
News in home towvm paper 4 4.8 - 8 multiple
. Honor idcntity passed on 3 5.0 o 8 once~~last block ) 3
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. scoring 78 on an exam (or averaging 72 across b tests) would qualify one

for a reward, Second, the top-level incentives are very costly in terms
of both their system price and the implemenfatlon cost for the Air Force,
and very'few trainees are likely -to earn them, Moreoven%_tralnees must’
consistently maintain high nerformance,leadershlp levels’ and must forego
some lower-level incentives in the early training bloeks in order to
receive the costly ones, Scoring 90 on all four block examsgdone would
have to average five leadership points per assessmeht to qualify, if he
purchased no other incentives,along the way. With perfect (100) exam
scores and 10 leadership p01nts per block, if the' trainee opted for one -~
of these .top 1ncent1ves. he could purchase only one other secondrlevel
3 third-level, or 5 second-level. incentives. In no case could a tralnee
obtain both a promotion and choice in his base assigmment. Third, half »
of the incentives could be purchased only once in the system, and these
"one-shot”" rewards occur at each price level, The remaining incentives
in levels 2-5 could be acgnuired regularly throughout the time period-of .
the system. Receipt of 51x of the nine one-shot incentives is also re~ .
e to-cost or administrative cou- .
straints., Fourth, the proposed systems incorporate incentives with
motivational implications for recognition, time-off and individual con-
trol, and social activities,

4 ‘e

The ba51c elements of the 1ncent1ve instructional systems would in- ;\

volve examining performance and attitudes over four blocks or time periods
of the fundamental electronics course for trainees operating in one of the
four incentive systems. Incentives.would be used to reinforce both tech-
nical skill acquisition and:- the development of leadership skills in train-
ing., Thus, the social aspect of the systems is included both in the in-
centives and their behavioral contingencies. The major emphasis is on
social leadership behavior development, since such social behaviors as
"treating others as .individuals™ are difficult to conceptualize as rewards.”
Rather, technical and” social competence are viewed as goals of an incen-
tive system., The criterion-measures for evaluation would include block
exam scores, performance ratings by instructors, and measures of tralnees

attitudes, —

r
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Questionnaires Used as Dependent Measure® in the Field Experiment--

) thR Airmen Attitudes Toward Training and the Instructor Assessment
e oft Student's Effectiveness
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Afrmen Attitudes Tovard Training

- K

. ‘ . 13
- Please indicate how you currently feel about several aspectds of your" technical
L training. Below you will find severol items that describe different components of .
© your training experience. Indicate your present reaction to eagch comnonenl'. by i .

checkihg, or placing an 'X', in one of the five spe.ces below the item; this will
tell us how satisi‘ied you are with ee.ch part.

. B/ : . .
1. Your Instructor in” this course - Taking into account hov effect ve a teacher =
he is and how he gets along with. his students. o ‘
- 3 ] S(f‘: o Lot o « .
Very Somewhat Neutra.‘L Stuewvhat, Very . .
satisfied satisfied ~ .= . . 'dissatisfied dissatisfied
2. The System of Rewards associated )rlth being an effective student in this
training prograd - Ta.k:.ng into gccount vhat rewards are available and what one .
- - must do to get them. - "4« Y
. Very Somewhat * Reutral Somewhat Yery
satisfied satisfied . dissatisfied. dissatisfied 3

- 3. Your Fellow Trainees in this training course - Taking into account how well
other students make 'ch:.s class profitable for you, how well students’ get along

with one another, gnd tl\e general togetherness of your class as & group. ¥
- . Very Someuhg.t Neutral Somewhat , Very .
- satisfied satisfied dissatisfied dissatisfied

f v

urse - Taking into account the igrest, importence, and
arial required of you in the course.

L. The Content of Y
challenge of the

A T PRETTER T R RN TN

- R
' f
Iy
Very - * Bopewhat Neutral Somewhat Very -
i satisfied sa®i§fied , dissatisfied disse.tisfied s

5. Your own ogess ih"thé gom‘se - Taking into account how well you are doing
in terms of performance and .how quickly you are mastering the material.

P
>

. Yery o Somewhat Neutral Somewhat © Very Y
- 4 satisfied satisfied dissatisfied dissatisfied > ”:
. . 6. %Your Overall satisf&ction with this course ~ Teking into account generelly all ’ f;
factors which are responsible for how satisfied you are. )
r&" {n‘ . ¥ LI H
N . ] . ¢ ., -,
, * - Very Somevhat Neutral " Somewhat Very
. satisfied satisfied D»dissabist:ied dissatisfied .
4] - -
> ~ ) .
; - ‘ L ) ‘Ll_.r' . W
» - a
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. ' AATT-2

Py N hl
. . -

7. The United States Air Force - Thinking generally of the system as it is
operating and affecting your life. ¥ '

& L.
’
v - M
-

- Very- Somewhat Neutral Somevhat - Very T
satisfied satisfied > dissatisfied ' dissatisfied ~°

"

P
e

8. Your own Personal Development during the training you have had so far ~ Taking
into account the confidence you have in your abilities to go out and perform
effectively in your Air Force job.

&

o

. . ‘Very . Somewhat Neutral Somewhat Very
satisfied satisfied *dissatisfied dissatisfied

»

There are two more questions that ask for your opinions but without saying
how satisfied you are. Read these two questions and, as before, gheck one
of the 5 spaces for each. "

-

9. How much effort are you putting into this training course; how hard have youj
honestly tried, regerdless of how well you are doing grade-yise?

-

- . i ’

. Very great Quite a bit About average Slight amount Very little

- ”  deal of of effort; I effort; I of effort;~not effort; I
effort; I tried pretty usually tried very ofién or \didn't really
tried as hard herd g ©very at all

as I could

10. Finally, as of how you feel todey, would you recommend ‘to a new airman vwho
was your friend that he get involved in this technical training program? ‘ 5

Definitely yes Probably yes Don't kﬁow if Probebly not Definitely not
. I gould or not

.
“ -

gz pSY




¥ N -

P -

- . Inst:uctor Assessment of Students' Effectiveness

3 4 )

«

. Student Being Described:

Please consider this student relative to other trainees you have taught in
this course and indicate how effectively he is performing by checking the
appropriate space on the scale below each effectiveness item,

1. Showing ifitiative in the class

4 -

Very poor Worse than Same as Better than Very good -
compared to other trainees other trainees other trainees compared to

. other trainees other trainees

2. ;Knovledge of substantive material taught in the course -

¢

- Very poor Worse than  Same as Better than Very good .
compared to other trainees other trainees other trainees ccmpared to
) other trainees ) . other trainees
. ‘;v N
3. Communication skills N
>
. Y

]
& . -

Very poor Worse than Same as " Better than Very good ‘
compared to - other trainees other trainees, other trainees compared to ‘

> other trainees - other trainees.
- h.) Getting along with classmates

.

VYery poor Viorse than Same as Better than* Very good "
compered to other trainees other trainees other trainees compared to
other trainees other trainees

5. Overall performance in the course , . * o

Very poof Worse than Some as Better than Very ‘good
_ compared to .other trainees other trainees other trainees .compared to o
other trainees . : _ other trainees % .

v “ PRI V'h\‘

3 6. Exerting effort and applying himself to the training task

o Very poor Worse than Same as Better than Very -good .
compared to other trainees other trainees other trainees compared to
other trainees BN other trainees
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e Leadership Orientation Booklet

L I, What the Leadership Orientation Booklet is:

. The Leadership Orientation Booklet is a brief description &f the nature
-~ and importance of leadership in the training classroom and in the Air Force
more generally., This booklet will be read by incaming trainees in the
. Electronics Fundamentals Course, The material in the booklet is designed
to: (a) stress the importance of developing leadership potential as the
“airman begins his technical career; (b) communicate, at,the outset of
training, what is expected of airmen in terms of leadership behaviors;
and (c) to communicate these expectations in & novel, interesting way.
The expected behaviors and.leadership principles have been derived from
discussions with samples of trainees and instructors and from previous
writings on leadership, They are presented here in 2 manner which retains
the basic principles but frames them in a straightforward; often humorous,
orientation, This has beern done so that the ideas will be understandable
and inspiring for trainees regardless of their background or aptitudes.
The shortness and simplicity of the booklet should also increase the
trainees' retention of the basic ideas over time. B

to o> cmrimde ¢ e wcem e we. e Sriel. o,

¢

¥

II. fow the Leadership Orientation Booklet is to be used:

Your role in the use of the Leadership Orientation Booklet dis gquite’
simplé} At the very beginning of your first class session following the
formal orientation, distribute the booklets to'class members. Just use the
cover title page to tell them what the booklet is (an orientation toward
effective leadership in training) and where it's from (the Human Resources
Laboratory Classroom Leadership Project), Then give them 15 minutes to
read through thé booklet, When they have finished, indicate that they
should keep the booklet.and refer to it whenever they wish., Then move
into your regular electronics training activities,

Questions on the use of the Leadership Orientation Booklet should
be addressed to 2nd Lt. D. Shipmen or 2nd Lt. R, Noblitt at the
Human Resources Laboratory, LAFB, Phone 4385, The Leadership
Orientation Booklet is being evaluated for potential adoption in,
all appropriate technical training cour'ses, and your opinions on
its strengths and weaknessés will be sought at the conclusion of
this field tryaqut, ’ -
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Leadefship Attitudes in Technical Training‘
Lowry Technical Training Center

Electronics Fundementals -
ﬂ ~
Welcome tQ your first technical training class. As you know, a ' “

basic purpose of your being here is to learn basic technicel skills
: 1

that will be helpful to you in your Air Force Job and in pursuing

career goeals later in,life. Another purﬁose, that should be equally

stressed, and recognized in the classroom and elsewhere on base, is

to further the development of your leadership potentialz

What is zood leaderéhip? How can you be a leader of men? Why t

is leadership important to you and your country? In this booklet, we

-

shall give you a general picture of leadership and your role. Read
this short booklet now as you begin your training venture. Refer to .

it again whenever you like. It is designed for your own benefit to

2 .,

help get you off on the right track. It is not an order, it is not a

tesi; nobody is going to check to see if you've read or are following '
it. After gll, vho is going to profit from your being a leader--z_“

are; and so;will your fellow airmen! B . -

1

K

We ﬁopé'thé'next few pages are helpful to you. Good luck!

L wse b ee
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'readership is silly kid stuff"

WRONG... Ay

- N P,
s <

_Although some people may tee it this way at fifs%;ﬂseadership
is a serious ﬁa?te? with important cgnsequeAces. It'ﬁpesknot mean
getting a step shead of the othef guy and getéing laughéd or sneered
at for your efforts. The quality of leader;hip can determine the
fate of a nation as well as that of the average c&tizen.}’History
has recorded the succeéées of many d;fferent ieaders in the_;ilitary,

political government, and civic welfare. While you may not become

: F
president, leadership also affects youw here and now. How you deal

with other, people and how they treat you will have a large impact on
your attitude‘pnd how well you do your job. There are some things

you can do alone. But somevhere along the line, teamwork will meke

) S
or bréak any project. Teamwork involves how you lead and how you

respond to the leadership of others. Only through working together

with good leadership and everybody pulling hiSNQ?ight; car-a group

-

have what you might céll_"esprit de corps," a feeling of togetherness,

common will, spirit, and pride in what you're doing. Knowing you can
. ’ R 4 -
lead will also make your own individual life more pleasant as you '

~ :
gain the respect and afimiration of others.

* ~

o ' y |
' |
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! "Great leaders are born leaders...

You either got it or you don't"

v

WRONGOOQU ‘ ﬂ

< 2 n

Lea@enship comes through leerning and experience. You are ;bt o ‘

born knowing the right thing to do, at che right time, and in thg\ .
) . ' e

right place. And right now, in the midst of other youné'men in tﬁg-
: \

,‘________ﬂsame_ahQes2_a%_yQn;_is_a_gggd_hime_tg_hecgm:La;1eader. Being \\ -

<-\, diligent and constantij'putting out your top effort in your w3§k '
- / ' .
will give you a base to work on. Not only do you have to be a gqod -

guy, you have to know what you're doing. To be looked up to for
support, praise, and help, you have to develop the-expertness in i N '3
your field that will make your help and support valuable to the

other guy. .- ] o R : : .

\ ; T \
f ~ - l ) .t . y\

Leadership in the past may not be ?élevqnt,to legdership ﬁereﬁ

8o if you weren't class valediciorian, ¢lass president, or captain

. ' KA & ‘ .
of your football team, don't let that determine your leadership jin e

the Air Force. You're in a new- phase oé the ball game of life and

- - 4

you set the game plan and carry it out. L
. . P ' , . - ’., '3

r Remember... "Action, not words, makes a man." Ve

® L4

¢ M . - \'
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"Being a leader means being top dog"
o i
THIS IS ALSO WRONG...
§

3

ey
N ~

7Evefyoqe’can be aﬁlquEr. You are not compéting with other ‘men
'to becomeCthe leader. 'Rat;éQW;;eadérship is to be shared, and this
requires cooperation. bifferenél%énﬁggp lead at different tiﬁes and
_héﬁffifferent tasks. Also, for you to beu% good leader, people ﬁave
to folléw you. In setting a positive example f%r,gghérs, it helps to-

be honest, forthright, and ‘courteous. Leaders of the paé% have shown
P oty

. g 5
some form of courage. The electronics lab is not a battlefielﬂfwhpre

Y,

you can demonstrate courage under fire. However, you can be courageous .

by sticking to your principles but being openfﬁiﬁded enough to under-
 stand and respect other peoplgs"points of Qiew. Leadership can be )
shown in chﬁnging yourself as well as by trying to change others. If
you look at leadership this way, it is possible for every member of
your class to be an effective 1gader end for all gf you to learn from

eech other.

»

Remember... "He may not score
v . - "
And yet he helps to win--
Vho makes the hit

That brings'the'runner in" B

""Do unto others as you would have them ép untq,you" ‘

[}

{ . . b

"H/



FINALLY, THIS IS RIGHT; IN FACT, THAT'S WHATH LEADERSHIP Is

ALL ABOUT. " LN

~4

The leader who follows the Golden Rule respects others and gains
their mutual respect and trust. Leadership always inéolvés &ou with
other people; here that includes your classmates, instructors, and e
other; you work with from day to day. They have needs and desires jhsb .
as you do. The mark of the good 1ea§g§\fs to.make all of them, including

> -

yourself’, happy and productive. This means relating to othef human

*

beings as you would like them to relate to you.

Here are some examples of human relatiogns leadership in the classroom

|
\ . -

that you may try to encouraée and do yourself. ) . P
€, R * * (* -

I ’

‘0 Show support of other people's behaviors and—they will

3 support you.-
o~ ‘ . . :
" o Show concern and respect for the needs and feelings of others,
'ﬁ"} —""’Jm”.‘ ‘ ‘ - : ’ -
aﬁ;h :and they will show respect for you. °* . ’

"t‘:vr..,~ Treat other peoplé like individuals and they will treat you

N . . )
1fke the individual human being you are. .

-0 Help 8fhg;s solve proﬁlems and they in turn will help you.
- \‘\‘: , ~ .
o0 Share iaform&%igp with others and they will give knowledge

y
e,

to you. o - .

w




N

Te

e

e ’ , 6 »
" o Praise others' accomplishments and they will eﬁcourage you.
o Initiate friendships and you will becéﬁz a friend.
‘ #* * , #*

A

When this kind of leadership tekeg place in a clessroom, everyon
: ’ R % ]

there contributes and benefits, This makes the training course a

AN

}
smoother, more pleasing experience. The Golden Rule of Leadership

also prepares you for working with other groups of people when you

leave Lowry. The Air Force trains men, not Just mechanics or teghnicians.

The concept of the Whole Man - competent, energetic, inquisitive,
challenging, and leading with the right attitude - makes the s?s m gO. \
But léadership cannot be taught from a maﬁu;lﬁlike techni;al material
can. You have to develop yQurself, with experience and guidance’from

others, into a just, dynamic, and effective leader.

It's all up to you...
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The Leadership Recognition System has been devised to:

Recognize effective leadershlp in the technical

°
training classroom,

.0 Aid the development of trainee's leadership
skills,

o Contrlbute go the growth of the whole man, the
effectlvetalrman. - .
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Sequence of Activities

Briefing of instructors and other course personnel,

. . . e ' .
First day of class: Briefing of traiqées--distributing Trainee's

LR§ Manuai,‘defining classroom leadership, discussing'the purposes
of LRS, reviewing the Classroom Leadership Recognition Form, and
reporting leadership standing, describing observed behaviors, and
'planning leadership éevelopment.

fdinth day of?class: Distribute copies of the Classroom Leadership
Recognition Form, Each trainee must comple£e at least 3 nomina-

tions' as he wishes (except he may not nominate himself), The
A

completed n&mipation forms are collected and review.d by\the in-
- A3

structor, The number of nominations each trainee receives is e

r

reported on the Recognition Summary Record.

Fs

Tenth day of éiass: Leadership Standing and Development discussions
are held individually wi£;_;;:h trainee, The Classroom Leadership
Recognition Forms are distributed to trainees receiving nominafions,
and individual coaching sesgions are hel@.

Nineté%pthqday of class (éaﬁe as ninth day): Distribute copies of

the Classroom Leadership Recognition Form, Each trainee must complete

at least 3 nominations, and may make as many nominations a8 he wishes

(except he may not nominate himself), The completed nomination form3
are collected and reviewed.py the instructor, Thefﬁumﬁer of noming=-
tions é@ch'trainee receives is reported on the Recoénition Summary

Record, .

<
ez

[ S
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Twentieth dgy of class (same as tenth day): Leadership Standing
and Devei;ément discussions are held individuélly with each trainee,
The Classroom Leadership Recognition Forms are distributed to
trainees receiving nominations, and individual coaching sessions
are held. - |
Additisnal repetitions of the cycle of collecting nominations ané

Holding coaching sessions can be done at the discretion of each

instrmictor., LIRS is inteﬁded to have a major impact early in the

course, But may be extended if desired.




Guide for Briefing Trainees about LRS +

This briefing should be held as soon as possible after the trainee enters

his classroom for the first time. Ideally, all trainees in the same

4

classroom will receive their orientation, receive this briefing, and
begin their course assigmments together as a group at the same time,
frainees beginning the course at other timgg should be given individual
briefings, ' »
- Introduce the Leadership Recognition System in the following way:
1. "In addition to the particular job skills you will learn

ST during technical training, we will devote some time to )

3

leadership.. Specifically, during the next several weeks

3

we will participate in the Leadership Recognition System
as a means of identifying effective leadership in this

t classroom, The purposes of the Leadé;ship Recognition

System are to:

.

1. recognize effective leadershp in the technical
training classroom, N .

. . 2, aid in the development of leadership skills, and

3. contribute to the growth of the whole man--to
your growth as an effective airman.

This booklet is your manual for the Leaderéhip Recognition

System, Read it, When everyone has ?inisﬁéd, we will have

fe . ., - Iy

N\\Q\brief digcussion covering effective léédership in the
clagsroom, use of the Classroom Leadership Recognition Forms,

and any questions you have," - R (
c §

, . ?5‘ . -
78, o -

*




!

*Trainee's Manual," f%struct each trainee to read the book-
.4

let immediately, 3 co

3. After everyone has finished reading the booklet

3 -
I - P

- - --discuss the definition and examples of effective class-
_room leadership; ;

--review the Cl@sgroomﬁheadership Recognition Form, draw-

ing especial” attentmon to the need to repgrt a specific =&e =wmem o= = -

incident to Justify nominations and the other procedures
related to making nominations; .

~--announce that the first rounddpf 23m3Q9Pi89§ yili Egke
place in.about two weeks; e :

--point out that each trainee must nominate at least
three of his.classmates, and that he may nominate
other, additional effective leaders in his class;

--suggest that each trainee be especially alert for in-
stances of leadership, and that he jot down a note as
a remainder for when the nominations are made;
4 QDS o> Out TW O e o g, :v“;&\
~-outline the proceaures for the Leadership Standing and
Development discussions like this:  "After the nomina-

2. Give each trainee a copy of "Leadership Recognition System,-

TP A9 PERL oW 2y @ 00000 WO Lo @, we0 P

Ve s.a m T o B

tions have been made and collected, F+II sort them: okl TS

Y eas .

and review each one. The next day I'll meet separately
with each of you to let you know your leadership stand-
ing and to dﬂscuss*your leadership in the classroom,
The idea is ‘to help you find out about your leadership
skills and to develop them.”

--ask: '"What questions do you have?"

. . v

4, Answer any qﬁestibns that arise as well as you caf.
The following information may be helpful:

o The Classroom Leadership Recognition Form 55 completed
by trainees only; the instructor makes no nominations.

o The instructor serves as a coach, helping trainees to
develbp their leadership skills, especially trainees
vho receive few (or no) nominations.

76 '
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Recognition of leadership has no direct impaét on
course grades. Rather, recognition is given in
addition to the regular classroom performance in-
form%tion. , 7
S
Nominabions on the Classroom Leadership- Reeognition
Form shduld cover leadershipsobserved during the
training®*day only. While leadership in the squad-
ron is highly deéﬁrable this system is intended to
recognlze lea%frshlp in the classroom.

Nominations will be made on the 9th and 19th days
of class. Recogﬁltlon of leadership standing and
leadership development discussions will be held on
the 10th and 20th g}ass days.

thpublic posting of leadership recognition will be
mofle, The emphasis here is on recognizing (and devel-
‘9pEng) the leadershlp of all trainees, not just the -

%§fﬁg performers.!

The i tructor will keep a record of the nominations
e a$s gt in coaching tralnees and to assist in evalu-
ating the LRS.

o Sen

« o‘ocThq }eadershlp Recognition System has been devised

d to&zchleve the purposes announced in the Trainee's

é Maqual Recognize effective classroom leadership;

. Mgl inideveloping -leadership skills; and contribute
to the«growth of the whole man, the effectlve air-

ma-n. '1;

> ER . oo™ M‘>§

The IRS is being implemented in this course and

3

S evalﬁated‘prlor to adoption in all appropriate

techhical training coufEes,

Trainees must nominate at least 3 classmates for °
recognition each time the Classroom Leadership
Recognition Form is used. Enough copies of the
form should be provided to each trainee so that
he could nominate every member of his class

*, (except himself). .

Self-nominations for leadership recognition are not
permitted, Leadership is effective if others re-
spond to it, and this system tries to reflect the
responses of others.
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When all questions have been discussed, conclude the
briefing stating the hope that this system will lead
to improved skills and more positive leadership in
the classroom, and go cn to the next activity.
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Using the Cla.ssroom Leadership Recognition Form
The Classroom Leadership Recognition Forms should be distributed to

trainees at séme convenient time on the 9th and l9th da.ys of training.
\ - e P

-

. . 7 - .

) . Each tra_.inee shouid bé given enough copies of the form so that he could
5 v . » .
nominate. every other member of his class if each of them deserves redogni-.

~

tion. Thus, if you have 8 trainees in your class¥oom, you should give -

each trainee.7 copies of the form,

1%
Trainees must nominate at least 3 fellow trainees on the Classroom Leader-

ship Récognition Form each time it is used, This requirement. holds even

. . . N

— or it.is difficult to think of what the person dici. -If a trainee still

<&

objects, point out that the purpose of ILRS is to nelp him learn to i&entify

leadership behavior, and ask him to keep trying.

“
P 4
+ ~ -
\ e N , .
. . .
~
- [y

A justificati’on must be written for each nomination, even if it is brief,

S,

permitted t6 nominate any person tmce or more on the same day,

i
-

" ‘A trainee may not nominate himself. /

o

When collecting nominations, check to see that the ora.inee has nominated a{

least 3 different people and that he has not nominated himself. Record the

“" number of» nominations he makes on the Recognition Summary Record.

4

4 <

P

Each 'trainee should use only one form per nomination, and should not be -

A8

if it is objected that onljr one person (or no one) was an effective leader,'f

]



Classroom Lcadersh%p Rerocnition Form

On this page, you are to identify a member of your electronics
fundarentals cless whoit you recognize as & good leader. This re-
} cognition should be bascd-on what that person has done during 1ihe
past tvo weeks during the treining day (elascroom, breaks). “he
Tirst thing you should do is read the following llst of behaviors

s that define good classroor leadership. Y
) The lcader may: - . -
o () how support- of oth e} peeple's beheviors. X
A o ow concern and respect for the needs and feelinys
of others.
0 Treat people like 1ndividuals. °
o. FEelp cthers sqlve problems. :
-0 Encourcge others nnd praise their accomplishments.
o° Initiate frienaships vith others. .
‘ . o ‘Increase the “togetherness" and pride of the class.
o Help others accomp%;sh training geals of_the class.
. Row, 4o tuo things. First, write the name of the person whom you

recognize as a leader in 1n tne space below.

7

¢ T A leader I recogniue is

4

Second, provide your justificatiom for nominating this person. . .
Write out vhet this person did that mekes you recognize him as .
& leader.

This leader did the following (use only one page):

-~ -

o . . : . : o

*”
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RECOGHTZNO! SUMMARY -RECORD
Leadership Recogniticn System
\ Electronics Fundementels
. Lowry Technical Training Center .

Instructor Shift

Date of treinee's dbriefing -

Dete of 1st Round Date of 2nci Round

Number* of Number of

]
. Rominations Discussion lNominations ’ﬂ.‘g—*’mscussion
Trainee Madel Received? Held?3 Made Received Held?
” N s . ~
- &
o add
- —— %

B g

ot

-

1pgch trainee must nominate et leest 3 of his classmates, even if he feels thet
none are really cffective leaders. In collecting the Classroom Leadership
Recognition Forms, record the number of norinetions each trainze makes.

2Racord the number of nominutibﬁs each trainee reccived.

3piscussions mst be halﬂ%’;}lcvery student repardless of the number qi

nominetions he receives. .
B [T . e .
PO 3 &
‘ . ~
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Guide for Coaching Trainees on Leadership

- ~ Standing and Development
The most significant activity in the Leadership Recognition System is the
- . T v-¢
discussion you will have with each trainee concerning his leadership stand-
ing and development of his leadership skill, This section presents sug-

gestions for conducting the discussions, -

What the trainee expects

Trainees expect to have a brief, confidential discussion with you on

»

'the day following collection of the Classroom Leadership Recognition Forms.,
They expect to find out how many nominations they have received, They've
been told they c¢an read énd keep the nominations, Each trainee knows that

il
the nomination forms (or lack of them) will help him to learn sbout what

behaviors the people ip his classroom respect as effective leadership, You
will probably want tozcomment on any themes or consistencies ‘that show up

in the nominations, and also on how closely thqireported behaviors fit the

_definition of classroom leadership (do the descriptions cover all aspects

‘of the definition?). Give the trainee a chance to comment ‘on the incidents
N - \

. —

is leadership (even though others may not have recogniZéérit). Finally,
find out what the trainee would like to do about his léadershipﬁin the |,
classroom, and get him to set clear, specific goals relating to ways he

wants to improve his leadership performance, -
. B . [

e trainee's manual for LRS emphasizes self-deVelmeént, not develop-~

t reported on the nominations, or to describe what he has done that he thinks

7

o e e B
Ay
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a coach, to help him, Thus, you will have, to refrain from telling him

what to dé}«and instead, ask him what he wants to do and help him to dis-

cover how to do it, X : ..

Preparing fqr the diséussion

Aftef collecting and éhecking off the nominations that each trainee
_makeé, you can start preparing for the next day'é discussions, Record the
mmber of nominations each trainee receives, and then read through the )
justifications for each nomination, For each trainee, jot down a few
notes to guide your discussion with him, Note themes and consistencies
that show up in the incidents, and check to see how many aspects of the '
definition of leadership are covered in the incidents.,

Arrange for a place to hold the discussions., Since the trainee expeéfs
to’diécuss his skills with you confidentially, a private meeting place out~
side the clagsroom is ne;ded: The best arrangement is for you and the
trainee to be seated side by side at a fable in a room where there will
be no interfuptions. éince these discussions will be quite brief (10 to
20 minutes), the space is not needed for too long a timé.

Incidentally, your absence from the classroom.during these discussions

will be a nice test_of the classroom leadership of your trainees,

oy a
U P4 .

Once you'vé gotten ready to talk with every trainee, decide-.on fhe

‘

order you will see them, Avoid talking with the top performers first or
last, The same gaes for the low performers. And make sure that you can’

talk to all your trainees during the samerday--a delay or postponement can

‘be vefly threatening, ' ) . ’ A
. g s .
" , I T

=56
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- .Holding the discussion

Once the trainee and you have been seated, tell him how many nomina-

r

ﬂfbioqs he has received., If you wish, you might also comment on his'stapdf
B, ' ‘

40§ relative to other trainees (be consistent--either tell all tﬁainées
their relative standiné, or none’of them),

Next, give the trainee his nominations, ;nd allow time for him tb
read through them, When he has finished reading, add any comments you
havgrabout consistencies or themes, and how well his behavior fits the
deﬁinitidn of classroom leadership, ’ |

It is best to refrain from interjecting your own observations on the

‘tra;peé's leadership, or your own philosophy of ieade;;hip;' Under some
circumstanées? though, &6ﬁ‘may need to add your:own commentary, The
trouble is tha?i“preaching" can get in the way of your role as a coach'
and Helper., The focus should be on the trainee's actual beﬁavior and the

.desired leade;ship behavior, N

Next, give the trainee a chance to reflect on the nomigations he has
received, Praise his efforts wﬁen it is warranted. Inquire sbout what
led up to the incidént; %:zgyéed on the recognition forms.

‘ Take time to ask how well the nomination forms agree with his ideas
about his own leaderéhip gehavior. This step is especially important for
the trainee who receives one or no nominations, since it calls for him to

-report and reflect on his own view of his behavior. This fhen'leads to an

easy transition to discussiﬁg development of skills and specific improve-

ment of goals.,' .
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Finally, ask the trainee yhat he would like to do about imﬁroving his ~
classroom leadership skills ("There's always room for improvement"), Set
same goals, specifié ones, to be checked in the neg? future, Cl;ar,
specific goals leadoto better performance than general exhortations to "do
your best" and "try harder,". It is important that the trainég sé&ect and
specify the goais himself., He is likely to perform better if he'feelq»;haﬁ

the goal is his own, not one that has been imposed on him, Your role is

-

~ to help him make his goals clear and specific, and to make sure that there

+

are some benchmarks for measuring atta;nment of the goals;‘

Specialqsituations »

The coaching on leadership standing and development can be the most
valuable part of LRS. It will be the most challenging to you as a Techni-
cal Training Instfggpef. If can also present some interesting problem

gituations, Here are some tips on handling some special gituationg, You'll

have to bg creative and flexible in handling others that might~ come up. -

o Some trainees may get no nominations. This means that their .
leadership behavior is not perceived by their peers as-worthy
/ of recognition. This fact will need to be faced, It is
probably best to face it head on, fairly, without, censure.
"John, you got no nominations. Your classmates didn't report
anything they considered important leadership behavior. How

- o you feel about that?” From this point, you can discuss

the reasons behind his reaction ("You were surprised? Why is

that?" or "It's sbout what you expected? Why is that?", ete.),

you, can discuss effective leadership behavior (Trainee: "Well,

I really don't lmow what to do." Instructor: "What you can do

is outlined in the definition of leadership,.."), or follow )
whatever approach seems most promising, If the trainee comments

that he has been trying. to be a leader, ask him to describe what

he hag done, This sheuld be sufficient to move the discussion

to profitablé lines, .
x\g'

=
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You might want to ask a trainee to make up examples of behaviors
that are worthy of leadership recognition. Reviewing the leader-
ship definition would be one approach, Reviewing the sample S
Classroom Leadership Recognition Forms in the Trainee's Manual
would be another, Or it might be proper sometimes to ask him to
recollect.the incidents he reported in justifying his nominations
of other trainees, The point is to make sure that the trainee
understands what behaviors are viewed as effective leadership.
Even a low ability trainee who is performing poorly on exams can
exhibit leadership behaviors in the classroom.and during breaks,
~Such instances will require your special attention.

If both the trainee and you would see it as being useful, you
might want to hold extra coaching sessions,

The nominations might reflect popularity as much as they reflect
leadership behavior, %pu will need to make sure that the focus
is on leaders8hip, - '

If a trainee gives you the impression that he doesn't care
about LRS or developing his leadership skills, you should
discuss his views with him, Make sure he understands the
purposes of LRS as stated in- the, Trainee's Manual, and em~-
phasize the value to him of improving and using positive
leadership skills, both in thé Air Force and elsewhere,

"

Be sure to give praise when it is deserved.

»

15
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f Purposes of the Leadership Recognition Syst3h

o % [

x
~ -

[

The Leadership Recognition System has bzen devised
tos . : ’ ]

’ -

d_ - Recognize effective leadershygkin the -
technical training classroom. ¢*~

o  Ald the development of your leadership
- - skills. Y . .

o . Contribute to the growtf of the whole man—-
3 to your growth ao an efj ctive airman.
F]
. / .

¢
- . .3 J

¢ -
- -

This manual is provided to explain to you the ~
goals and operations of the Leadership Recogniﬁ%on

' System (LRS). Please fead it cercfully, difgct any -
. ) - :
questions you may have to your technical instructor. . -

- x

/ .

Keep this manual and refer to it vwhenever you wish

to review the operation of the LRS.

e

-
k ‘ ¥
E )
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Intfoduction

_ Leadership in the classroom invol;es key behaviors whicﬁ\‘
contritute to rwaximum leérning, which develop positive attituées
and mprale, and wg;ph support stﬁdcnt effort and motivation.
Extensive reséarch has ideniified and defined important elass-
room leadership behaviors. The Leadership Recognition System -
provides you with a clear understanding of classroom leadership
and offers a system of gathering information that will let you
know about your leadershin behaviors in the classroom. It will
help you develop your leadership skiiZZi

Study the defiﬁition gnd examples of efﬁective classroom
leaderspip shown in this manual. Then, later in this course,
&ou w331~be asked to nominate your classmatca {10 recognlze iheir
effective leadership. Nominations will be made on the Classroom
Leadership Recognition Fofﬁ, and properly completed sample copies
of it are shown iﬁ this menual.

Be sure to study the definition 6f leadership very carefully,
becguse effeétive classroom leadership may be different from
effectiv; leadership in other settings.

. ¢ ' ’ Y
- -
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What is Effective Leadership in the Classroom?

- <

. * « - The good classrocm leader may: . .

o Show_gupporf of other pecople's behaviers. -

o Show concern and respect for the needs and@ feelings
of others.

’ ' .o, Treat people like individuals. -

Help others solve probleus. o4

Q

o :izggyage othérs and .praise their accomplishments. .

o nitiate friendships with o;hérs.

<

o Increase the'"togeyhérness“'and pride of the class.

o  Help.others accomplish traininb goals of the class.

To make this more specific, several cxamples are shown next.
Your goal is to watch for ‘instances of leadership like these.

Exemple 1. ) S
D N ﬂ? .
Airman X realized that some of the students could not keep
up with the instructor - so he asked the instructor to go
over the beginning of the block-instead.of going on to new .

material.
. Example 2. ’ - .

A group went down to the orderly rocm to give blood. One

guy took charge apd nade a heud count and controlled some
. . guys from screving arovnd by telling them that the sooner
- ~we got finished, the more free time we would have lzft.

~ a*




Example 3,

. Airman X had to work very hard to finish his projects -
before the cnd of the tinme scheduled for the block.
Airman Y asked if he could help explain anything.

11 *

Examrple 4%

After trying for a long time to uncross some of hia wires,
Airman X finzlly got his circuit to work. Airman Y told ¢
Niwm that he was an 0.L. dude for not quitting end for

keeping his cool. :

E.camplz 5.

Airman X saw that Airman Y was having problems with the
oscilloscope. Airwan X shoved him hov to work it instead
of criticizing him for what he did wrong. Airman X told
him that he didn't mind helping because it takes time to
get it together in electronics.

Example 6.

Airman X helped to inéreese the feeling of togetherness
of the class by getting to know each and every member.

These exuamples illustrate some aspects cf leadership in
- a *
the classroom. Watch for these and more. You will be

using theAClaésroom Leadership Recognition Form to

nominate dhd recognize fellow classmates, and &ou will

need to report specific’ eXamples of their leadership

behavior. . .
. )

-

The next page shows o sample of the Classroom Leadership-

Recognitioh Form. Read it-cafefully;

-

. R R
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Classroon Leadership Recognition Forn

¢

On this pege, ‘you are to identify a rember of yéu? fundancntals
electronzc* class whom you recorcnize &s a good leader. This.
recognition should he besed on whet that person hos dene during
the past two weeks during the training day (cleszroom, breaks).
The first thing you should do is reaua the following list of
bebaviors that define good, classrova leadership.

The good leader nay:

o - Show gupport of other peonle's behaviors,

o Show concern and respect, for the needs and feeclings,
of othérs. ) -

o Treat people like indzvzduals. ,

o Helg othg;s solve problems.

o Encourage-bthers and praise their a-cornlishment

o ,Fnitiete’ friendships with others. _

o Increase the "togetherness" and pride of the class.

o Help others kccomplish training goals. of the class.

.Now, do two things. First, write the name of the person whon

you recognize as & legader in the space below, -
-t *
b A leeder I recognize is: .

[4 N »
»
Cw
e h -
» s

- -

E

Second, prov1de your Justification for nomxnating this person.
Write out what this person did that meXes you recognize him &s
2 leader.

/

This leader did the following (use only one page):

» -




t b

-

The next six pages show samples of good classroom leadership in a’

2

technical training course. Try to think of other example

effective leadership gw—you read :thes.e samples, N

n

"t

-
-
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~ Classroom Leadership Recognition Form

On this page, you arce to identify e menmber of your fundencntals
electronies clnsr vhon you recogfnize as a .good leuder. This ’
recognition should be based on what that person hes done during
the past two weeks during the trcining day (classroou, breaks).
The first tiuiing you should do 15 redd the following list of

i vehavicrs that.define good clastroon leadership. .

The good leader may:

o Show support of other people's behaviors.
o0 . Show concern and respect for the needs end feelings
of others. .
o Treat people like individuals. i
. o Help other's solve problens. J
3 o Encourage others and preisc their eccomplishments..
o Initiate friendships vith others., T -
o Increese the "togethernees" and pride of the cless. i
) . (] 'Help-other§ accdomplish training goals of the class.- )
Now, do two things. First, write the name of the person vhon .
" - You recognize as a lcader in the space below.
- A leader I recognize is: s
Geolzge Wad hington o
™~ '

Second, provide youy Just1f1cat1on for nominating this person.
Write. obt what this verson did that makes you recognlze him
. as a leader. ‘

~

This leader did.the following (use only one page):

1 was having treuble keeping up with the -~ .

matericl so0 Geonge asked the instructor Zo

go ovex the beginning of the bfock <instead of

g0ing on to new matcrial, Ao, he hetped

-

me: feel pride 4n what 1 am Leawiing. : 2

7.

1
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- Clesaroom Leadership Recognition Form

On this page, you cre to identify a rember of.your funderentals
h clectronics class whom you recornize as a gocd leuder. This

recognition should be based on what that .person hes done during

‘the past tvo veeks during the training day (classroom, breaks).

. The first pping you should do is recad the~following list of
vehaviors thzt define good classroom leadership.
5 The good legder may: . . w e T
. ©  Show support of other people's behaviors. '
o Show concern end respect for the needs and feelings S,
., of others. Ty

. Treat pcople like individusls, -
Help others 'solve problems. ’
Encourage others and praise their accomplishments.
Initiate frierdships wiih others.

Increase the "togetherness" and pride of the class.
Help others uccomplish training goals of the class.

0O 00000

Now, do two things. First, write the name of the person whoem
you recognize as a leader in the space belov. .

A leader I recognize is:
John Adams®

Second, provide your Justification for nominating this person. {
Write out what this person did that makes you recognize him
as & leader.

. . o
This leader did the following,(use only onc page):

° ﬁ%& ' »

e wert down Lo the ondenly koom to glve

btood, and John made a head count and

contnolled some quis fhon serewing axound -,

by telling us thot the soonen we. gol

ginished, the mone {nee time we would have.

‘e




oom Leadership Recopnition Form

Class

» J 4
On this poge,/you sre to identify a reumber of your fundencntels
electlronies class whom you recognize un'a good leader, This
recocniticf chould be tused on what that person hus done during
the past Awvo weckhs during the training éey (classroom, breuks).
The firgt thing you should do is read the Tolloving list of

The good leeder hay:’

L o Show support of cther people's behaviors. )
o Show concern and respect: for the needs end feelings
of others.

o Treat people like individuals, .

(<] Help others solve problems. .

o Encourege others and praige their accomplishments.

+ o - Initiate friendships with others.

) Increase the "logetherness" and pride of the class.
] Help' others accomplich training goals of the class.

P

Now, do two things. First,zwrite the name of the person.whonm
you recognize as a leader’in the spuce below,

A leader I recognize is:

. Tom Jefferson

- I3 * n, 1] 0] . ) - :
Second, provide your 3ust1f1cgtloggé?r nomineting this person.,
Writc out what this person @id tha xnakes you recognize him

as & leader.

LY

This leeder did the following {use only one page): .
- S

“
N A guy was way behind in Laying 2o §énish
-
: up a block on Lime and Tom ashed 4if he

could help out and explain anytiing.

L3
8, *
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‘Classroom Leadcrshiv Rccognition Form

Ao

On this poge, you are to identify.a regber of your fundarmentals
electronics cluss whom you recornize ac a rood leader. This
recognition should be based orf whet that personr has donc during
the past two weelis during the training day {clessroow, bresks).
The Lirst thing ycu should do is recad the following list of
behaviors that define good classroon leadership.

The good leader pay:

o Show support of ather people's beheviors.

‘ o Show concern and respect for the nceds and feelinge

of others. ,

o Treut people like individuels.
o Help others eolve problens.

‘ o Encourédge others and preise their accomplishments.
o  Initiate friendships with others.
o Increase the "togetherress” end oride of the class.
o Help others accomplish training goels of the cluss.

Now, do two things. First, write the name of the person whom
" you recognize as a leader in the space belov.‘ .

A leader I recognize is:

Jim Madizon )

’e

]

Second, provide~your Justification for ﬁozinating‘this person.
Virite dut whot this person did that makes you recognize him
as & leader.

~

This leeder did the following (use only one page):‘_

<

-

1 worhed on a cirncuit-gor a Zong time, .

getting seme wines stnaight, and got Lt

2o work., Jim told me T wasan 0.K. dude

gon not quiiting and leeping vy cool.

T
100 \
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Classroon Leadership Recognipioh Form
N

L

On this page, you are to identify a nember of your fundamentals
electronics class whonm you recognize as & good leader. This

'recognition should be bascd on what that person has done during

the past two wecks during the treining dsy (classroom, breaks).

The-first thing you should do is rced the folloving list of

behaviors thet define good classroom leaderspip. . ‘

The good leader muy: T e
o Shov support of other pcople's behgigiors.
. o Show concern and respect for the ngeds and feelings
. of others. * .
K] Treat people like individuals. —— e .
) Help others solve problems. g T T
o Encoprage others ond praise theiraccomplishments. }
o .Initiete friendships with others. -
) Increase the "togetherress" end yride of the class.
o Help others accomplish treining goals of the class,

Now, do two things. First, write the namefof the person whom
you recognize &s a leac.r in the 'space belbw,
. A leader I recognize is:

-

e John Homroe

Second, provide your Justification for nominating this person. .
Write out what this person did that mekes you recognize him
as & leadey, )

’

This leader did the following (uﬁé only one page): .

/ .Y

L3

! A guy was having a probLem with the oscilloscope

‘and John showad hin how Lo wokk it aazdi'wn't

eniticize him for what he did wiong, He said he

N didn'Z mind helping because it fokes time to get

it togcther in electronics. . d

R4

It
I




Clessroon Leadership Recognition Form

On this pege, you erc to identify & rember of your fundanentals
electronics cless whow you recognize as a geod leeder., This

. recognition should br bLoged on what that person hag done during
the past tvo weeks durins the training dey (classroom, breaks).
The f5rst thing you should do is read ihe following list of
behaviors that define good classroem lecadership.

The good leadef may:

o Shov support of nther people's behe-iors.
0 - Show concern and respect for the nzeds and feelings
of others. .
.0 Treat people like inddaziduals.
o lelp others solve problems.
o) Encourage others and praise théir _accomplishments.
o Initiate friendships with others. ’ .
o Incresse the "togethcrness" and pride of the class.
o) Help others accemplish training grals of the class.

3
{

Now, do two things. First, write the name of the person whom
you recognize as a leader in the space below.
-

A leader I recognize is: L

Andy Jachson

Second, provide your Justification for ncminating this‘bersén.
Write out what this person did that makes you recognize him-
as a leader. \

This leader did the following {use only one page):

' ‘! {”".

— . _ 55

¢ N i

4 3

Andy hefped to inenease the feeling of

Zogethenness 4in oun class by getting

2o hnow each and event one of us

persorally. !

<
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. Using the Classroom Leadership Recognition Forms . <
. 3 - .

At least twice during this course, your instructor will give you copies
of the Classroom Leadership Recognition Form to fil} out. You will be

A .
given enough copies of it so that, if everyone of your classmates demon-

strated effective classroom leaderéhip, you could recognize each one,

You will be asked.to nominate at least 3 of your classmates, so be alert .

IS

for instances of good leadership. If would be a good idea to jot down a

note right away to serve as a reminder when'you‘re asked to make nominations,

~

S 3

. Iry to be specific and complete in describing the things that the person
4 .
did that made you recognize him as a lea&er. To report_simply, "He was
friendly"' is not specific nor complete. Describe what actually happened

that led you to say he was friendly and to nominate him,

~When the nominations have been made, your instructor will collect them,

of . ..
sort them out and read them, and §he next day will give -them to the = - -

-

prplé who are recognized, Some students”will receive many recognition

forms, while others may receive only 1 o 2 (or none). You may get none;
that is, no one felt you behav?d as a leader (regardless of how effective
you feel yoqlare). 0? it's possible to get recognition fﬁrms from each . .

member of the class, The nomination forms (or lack of them) will help you

to learn, aboutywhat behaviors the people in your classroom respéct as

s o4

«¢ffective leadership, *

t N

Kl .
st

o~

-
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Leadership Standing and Development

3
Qn ,the day following collection g% the nominations, your instructor wil%

* -
B

have a brief discussion with you, First, he will report tﬂe number of
nominations you received and will give you yqur nominations to reaq and
to keep. Next, you and hé will disquss the reﬁorts'of_your lesdership in,
the classroom and also how closely your leadership fits the definition of
classroom leadership, You'll have a chance to describe what you've done .
éhat constitutes leadership, whether or not others have récognized it,
Finally, you will be able to set somé goals with your instrué@or about
.~ < *

things you can do in the coming weeks to improve and develop your leader-

ship skills, - : , s

’

" -

There will be no public posting of leadership standing. The purpose of
thé Léadership Recognition System is to recognize and develop the leéder-

ship of every student, not just the top performers, All discussions of

leadership standing and development will be confidential between you and

your instructor. He is there to serve as a coach, to help you develop

your skills,

»
x

- R - -~
Recognition of leadership in LRS. has no direct impact on course grades,

ws

) . .
Rather, recognition is given in addition to regular classroom performance

information, -

~

e . R

Why’reéognize leaderéhip?l It has been shown that a'good-way of develop-

ing and maintaining leadership is to be sure that éach person knows when,

101 -




- Leadership Recognition System seeks to provide you with such information,

. 15
where, and under what circumstances others say he is effective. The

You can then be in a‘better pésition to plan your own development,

™

aa
N

102 : :
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Introduction .

Thée Classroom Behavior Development System was designed in collabora-
# tion with technical training instructors and students to m4§imize the
impact of training on the airmen., Its goals are to fa0111tate learning
. and generate high morale by enhan01ng the quality bf~student instructor
- interactions and by increasing student motlvatlog, The basic tactic in-
volved -in this program is the use of several studént-group and instructor v
' discussion sessions which are conducted in an atmosphére of cooperation
and support. The program outlined below details the varfious sessions
and activities to be carried out. Please read them carefully. Because -
- it is ajﬁémonstratlon program not all of the issues or problems ou' may
. encounter will have been anticipated, therefore, your support ‘g enthus- .
N iasm will be needed and greatly appreciated. Your appraisals and comments
I will be gathered at the end of the trial period and will be included in
the final evaluation., Similarly, student reactions and performance w:n.lﬁ‘t
also be obtained to indicate the relative contribution of’ the progran,

g

sessions in the first five weeks of the technical training school.
Research has shown that the first experiences we have in a new setting

are very important. Thus, it is crucial that these sessions be carried
out as described and according to the schedule provided for maximum impact.

The Classroom Behavior DevelopmenQ;System requires several class //
234

The program will be described in the following format: a) the time

* to hold each session; b) the general goal or major thrust of the session
Will be spelled out; c) the behaviors or techniques that you should use
are presented., You should be thoroughly familiar with the activities of :
each session prior to conducting it. In some cases, "trying them out"
beforehand will be useful, particularly if the techniques are not familiar.
to you. For other sessions merely reading over the instructions will be
enough. Remember, your conduct should appear natural and not "forced."
Your students should be comfortable and interested and if you are not in
control of the situation, it is unlikely that this will be the case.

’ f}

Session One
pession vne

A, This will occur on the first day of classes immediately after . ° -
the students arrive in their actual classrooms., Many instructors take
2 certain period of time upon first meeting their class to brief students
on their philosophy, the course, classroom procedures, etc. The activ-
ities described_below should be made’ a part of this orientation. '

B, Goals for the session are to give the students an overview of
Classroom Behavior Development System and to create a first impression
of technical training as a cooperative, supportive learning environment
where the instructor's mission is to facilitate and maximize the learning
of important skills. . . .

-
~

Ol
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Several techniques or procedures are to be used during this

session (which should last about an hour), They are listed in the pre-
ferred order or sequence that they should occur.

1.

3.

A series of statements should be made about the importance
of the attitudes or the philosophy of Classroom Behavior
Development System. That is, training is most effective
and time spent most productive when cooperation exists
among students and instructors. An atmosphere of trust,
of a willingness to be open and frank with one, another

,while working through the course content should be stressed.

Relationships should be/supportive of the students and tend
to make people feel gobd and feel that they are important
as human beings, Thus, mutual respect must be promoted.
The ipstructor has the responsibility not only to convey
this impression of the classroom "climate" to the new
students but he must act in such a way as to bring it
about and maintain it throughout the course of instruction.
Sin‘cerity is needed in this regard. The instructor must be
convinced that all people have some value or worth that he
can promote learhing for all his students,

—
werview of future Classroom Behavior Development System
sessions, It is important to let students know what is
going to happen in Classroom Behavior Development System,
Toward this end a student menual has been prepared which
outlines the goals of .the program (stated above), the
various sessions, qnd what is expected of them, At this
time the instrudfor should go through the booklet with
the students, briefly outlining its content. Students
should be assigned to read it more thoroughly that night

_to become fully prepared for the program,., General questions

from the students should be sought and answered, However,

a more detailed discussion should be held off until just
prior to, or during, the appropriate session., The one ex-
ception to this will be the area of classroom leadership.

In this case it should be clear what behav1or is important
and how it will be judged (this is covered in Session three).

One important factor which produces a healthy learning
envirorment is for students to be aware of their status as
unique individuals and that they may have ¥arying atti-
tudes and abilities. The instructor must recognize and
let the students realize that there are great individual
differences among people, especially with regard to life

. goals, values, and background. The point is not to stress
differences per se,.-but to make clear to the student that

not everyone will thimk like he does, nor react to social

- i 2_
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'Wgr learning 51tuations in'a s1milar manner. Statements
o this effect\should be prov1ded by the instructor. -

.To support the ndtion of different backgrounds, the (instructor should
get as much information o6n his new students as he can. prior to this first,
meeting, At the very least the instrudtor should know the student's first
name, home town, high school, number of brothers and sisters. Knowledge

of the" student's AFSG is also desirable. In a casual manner, the instruc-

" tor should share scme of this information.about each student.with the
group, This procedure has the double impaet of demonstrating individual
differences and of indjcating to the student_that the instructor cares
enough abéut Lim to treat him as an: indivadual A ) - ~

Preparation for this exercise: A, The instructor should review
-~ each new studént's personnel folder before the first class meeting. He
should noté or record, on the acquaintance register prov1ded below. some
" key personal information sbout’ each of his new students.' The specific )
. things to write down are indicated .by the columns of the form. There is
also a space prov1ded for any additional noteworthy infonmation about the
. student. B. The instructor should survey these forms just before the
" first class to identify Similarities and differences among students. -

-

. \ - .
Procedurés for this exercrse' Within ‘the first session, the .instruc-
tor will use the information on the acquaihtance registerd for his class,
"He should shere with his class some of the facts that he has recorded in
such a way that.he conveys something about each student; In order %o )
acknowledge some of the similarities and differences among his students,
~ the instretor should note things they have in common or -that are unique
' an&-ask for discussion about them,

YA "‘ -

Here are two examples of specific things the instructor might doz
. ¥ .
‘). From his record the instructor might noté that th-ofihis
- - : students ate froi the same state or eéven’area, In an
’ attempt to-make his comment meaningful to the two students
_“he .might say to thetit and the class "I undersdtand ' that Joe
"and Bill are frOm Southerh California."‘ P

13 S g . 4 -
“

[the instructor shOuld point Joe and*Bill out]

.

& t

"You should find Colorado Weather a pleasant change"

P

-

e [or, the instructor might have said somethiﬁg ‘£hiat he knogs ‘fwwl‘“

about Southern California that wowld havé .showed his.-
interest]. ‘ po

L Ahat
»

b) The second way the instructor might‘share ihformation is
to compare occupational specialties of class members, To

106 .
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- . . do this before the first class meeting., Once yoﬁ've got the information, note
- : .. ’ ) : . - , < B . . \
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do this he might state the number of students in each of

the specialties represented in the class. He could-do

-this by writing them on the blackboard or by merely saying
them aloud. [In doing this he should indicate which stud-

ents are in the same specialties, ) .

Regardless of the épeciflc content of this session the instructor -
should recognize each student and do it in such a way that is casual and

not appear "forced." N

Where:the instructor generates interest or curiosity (in himself or
in his students) he should encourage the continuation of the conversation
for a reasonsble period of time., This should be done especially where :
student commehtggnr questions occur,

~

In the event the instructor does not have ‘personal information about .
each of his students available before the first class meeting he will -
have to start the acquairfance process by getting the information from
the students themselvés, Using the categorles on the register he would
get the students to volunteer information about themselves in one or more
of the areas, .He would them proceed in the above instructions. | -

.

Remember your goal is to show your interest in the students ‘and not
to be overbearing or artificial,

kA

.

4, This Classroom Behavior Development §&stem technigue to be
used in the first session involves the instructor~in telling
the class something about himself, He should describe his
background, his career plans, his skills, interests, etc.
T The instructor should recount his own experiences and diffi-
culties (if any) as he wept from basic to technical train-
ing, The difference between the two settings and the
‘ problems of adaptation that most students face should be
expressed, The students should feel as a result of this ’ -
disc#ion that the instructor knows about the pressures and

*

diff ties they will be facing. Moreover, this knowledge .
should be paired with a willingness to help the student .
cope and adjust to the new situation, The competing ex-
pectationg of school versus squadron, concern over learning,
the new (for the students) freedom that the LCT system pro-
vides, and the pitfalls of being on your own should be
covered, Remember, the student has just come from basic

* . trafning where he was told when and how to do everything,
Technical school requires a good deal of independent
effort, self-control and motivation. The student has to
adjust to the new "ground rules," ‘ '

1
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This session"should end with reference to the next day's
session, The instructor may then wish to shift to more
technical or substantlve issues and go on with his orien-
tation to the clas% operation (e.g., equlpment,mhreaks

ete. ). L Y4 - .

s

Session Two

A,

This will occur on the second day of classes (Thursday), during

the first hour and a half of the class meeting, -

B.

the students,
what is expected of each other,

C.

require a good deal of sensitivity, openness and personal understanding,

.l.

Specific instructions and forms to use for this Student Perceptlon
‘exercise” are prov1ded separately.

2r

. «.lenghed.. at, or worse, actually punished’ for honestly saying

Goals of the session are to develop a psychological contract with

Both students and instructor should develop a clear idea
A second goal is to get students to par-
ticipate and to be open about their own concerns, a certain amount of )
trust must be developed :

-~

Several techniques will be used for this session; these will

In a‘group discussion format (w1th chairs pulled into a
circle for ease of communication) tF& instructor shares his
thoughts with the class, What does the 1nstructor expect
from his students--what behavior attitudes or performances?
What can the instructor do to help the student meet' these
expectations? What information or actions can he produce
for the gtudents? The importance of his acting as a pre-
liminary screening device for'students prior tqQ exams is
an example of a "protective" rqle he can play. What kind
_of obstacles does the -imstructor know about that each
student will face? How will squadron life relate to
learning? How can the instructor help? Finally, the

technical complexities of the course should be acknowledged.,

The instructor should think of the common problems students
have with course material (e.g., basic mathematics) and

¢ come up with suggestions for the students which.may help

“their progress.

I
-4'7
>

The instructor must get his students to express their state
of mind, This is llkely te be .difficult to accomplish.
‘Remember, the students may have had no experience in speak-
ing out or giving their opinion. Or .perhaps, if, in the
past one did give his point of view, he may have been

109
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what he thinks, But it is important for the instructor to
know exactly the feelings and perceptions of his students .
if he is to help them, particularly if he is to clear up
misconceptions, identifying students with little contidence
or those who otherwise need special attention, Usually,
this- occurs in classes but it takes a long time, and by the
time it comes, it may be too late since the process- of dlS-
satlsfactlon and poor morale has set too deeply. | -
) Students should share their expectations, the goals they have for the
course and for themselves in the long run. The instrucztor should encour-
age positive comments, specific realistic goals and attitudes which would
be good for learning. lgaln, great differences across students wikl
exigt, The instructor at this point wants (a) the student to fee} he can
trust the class -and the instructor, and (b) the student to think in posi-
tive terms, in terms which will help h1m progress., For more information, -
read through the Student Perception exercise.
3. Flnallyt students questlons and reactions to the course
material, instriments and procedures should be obtained. - '
During thls session the instructor wants to make the
learning task quite clear for everyone. What seems like ~
a simple question for one person may be crucial for . hil -
course work improvement for others.’ Sperd up to ‘20 '
minutes in a group discussion to’ ‘be sure that all stu-
- dents know what classroom performance is expected of. ot
them, -

~

~

-
.o ! .

- Session Three ' : ‘

" e

A, The nature of leadership in the classroom should be discussed
thoroyghly. First, the Student's Manual for the Leadership Recognition
System (which the studénts will have read) should be reviewed, The def-
inition of classroom leadership behavior should be raised, its importangg -
to creating a healthy learning enviromment must be stressed; and the fact .
that it is an unlimited quantity that all people can manifest’ in some : -
,degree must be made clear, Questions should be answered to the best of .
the instructor's ability. .leadership nominatidn procedures should be o
covered so that the students are clear as to what they are to do in the
next (fourth) se881on) Pleage read the Instructor's Manual for the
Leadership Recognition System for more information aboyt conducting this
session, Finally, it is very impo ant for students to think about léader-
ship and set goals for themselves as to the nature and level of leadership

behavior they will engage in,

¥

Students should be encouraged to approach the instructor at any time
to talk about any of the. issues raised in the group discussions., This is

¥

»

:
.
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particularly true with regafd to learning problems
issues. The last part of session three calls Jor
the Leadership Planning form.. It is shown on th

for using it are given on the .following pages.
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Purpose: THe ain of this exércise in session threce 18 t6 gel”students to think
about their classroom leadership behavior and to commit @hemselves to the
highest possible levels qf effectiveness. '

Preparution:‘ You, the in;tructor, should be vexy familiar with the Leuderghip
Recognition System and its goals. More specificplly; those behaviors
which could be uééd to characterize each of the dimensions of clessroom
leadership discussed in Leadership Recognition System should be clearly
understood and recognized. Finui&y, you should go over the exércise

a

. yourself beforehand to have a good "feel" for what the students are to do.
»

The exercise: Each student will be given a Leadership Planning Form one of
‘ - which is on the next page. Using this form as a work sheet as you talk

to the entire class you wil® proceced Liwrough*the steps outlined below.

Be sure that all stndenis are done wiﬁh one stage before moving on to the .
next one. Answer questions as they are raised- by your stydents to the
Jbest of your ability.

Step 1: At the appropriate time in session three you are to pass out the

e

leadership Planning Form. E;plain {10 your. students that it has been .
foqu thgt getting people to cleufly state their intentions as to how

they will behave in the future is important to ac%ually getting that
s

behavior perforned. The béhavio; of concern in this ciass is leadership.

Thus, the exercise is dcsichcé to get ‘people ‘Lo cowmil themselves to showing
) ’ - e

-more leadership behavior than they have been doing in the past.‘
» Step 2: The behaviors listed on the Leﬁd%rship Recognition Form (which is in

. " R

the Sludent Monual) should be copied by the students in the spaces (marked
#2) on the plunging form. The gtudent cen’ abbreviate tHEse b?havior v
v s *

descriptions if he wishes. slovever, all must be listed.




Step

10

3: Because scme of the behaviors are more difficult than others to perform,
the student is to indicete which ones he feels he has more difficulty or
troudble with. He is to place & D {for aifficult) in the space prov1dcd

next to the L behaviors that are comparatively speeking, harder for him.

Also, he should place an E {(for easy) next to-the U behaviors which are

_easier for him (agoin relatively speaking) to perform. Note: the leeder

Step

-

behaviors may seem t; all be easy or all difficult to the student. But

he must still meke a relative‘judgment in step 32 Also, you might merk the
D and E code on a bleckboard..

L: Here the student is t? indicate the amount or the extent to which he
do?a each of the Behaviorg listed. After looking at each one, he is to
decide if he does that behavior a lot (every dey); occasionally {once a
veck) or rarely (once every two veeks) and place an L; O or R respectively,

vhichever is appropriate. This should be done 1’& all the behaviors listed.

Also, 1ist the L, O, R code on a blackboard. 5 .

Step 5: The student next looks at each of the behaviors and decides how

important, in his opinion, each one is to producing a @ood learning situation
in technical training. If a'behavzor is very important he should place a VI
in the space provided., If it is only of some importance, SI:should be used
and %f it is not felt to be importent ot all he should-placé the letters '

o

NI where appropriaté. ALl behaviors should be judged.

< -

When the student has completed Step 5 he has sunmarized pis actiona‘anb
Teelings with respect to specific leadership behavio}s in the cigssroom. E
He has ryotematically thought about leadership and has described his own
Bituation. How it is time to use this information in a vay that will

«

promote more leadership behavior by ench student.

113 ‘ .
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Step 6: At this point the inStructor should ask each student to -think about

the leader behaviors which he has indidateh‘ns providing soﬁe difficulty to

perform. He should choose one of these which he does not perform regularly -
) . - .

and vhich he feels is of come importance to classroom effectiveness: Once

he has done this he should write this behavior, category down in the place
i

provided next to "Key Behavior" off the form. Moreover, h2 should think

what He can do to increase the likelihood that he will exhibit more of

> +

this behavior._

. ~ -
Step T:. With the previous step completed, the student should write dowﬂ what"
‘actions he will toke in the next two weeks. This should take the form-’
of a statement starting #ith "I will attempt to ...." Fu;thermore, the
student should write out an example of the action {or actions) ﬁe will
try out. This should be as specific.as possible. For example: "Since
Joe and I have not been able to get along;I will improve this situation
by showing h;m in our next discussion that I still ;espect his viewpoint."
Step 8: The last thing each stﬁdent is to do ig>to indicate which person {or

persons) he will be relating to in t;ying to be a more effective leader.

' "This could include you, the instructor. To do this he should place their

initials in the spot provided on the form. | ) .

For the most part, each student will have filled out his Leadership
Planning Form privately. He should keep it to remind himself of what he
said he could do and show it to others only if he wants to, This means

" that you should ot insist on seeing the form, However, “should he want

to 'share 1t with you (e, g., during the private feedback session for Leader-
ship Recognltlon System) you should be prepared to discuss it with him,
All of the preceding should be stated to the class when they finish fill-
ing out the form., Actually, if the student does wish to share his plans
with you it would provide an excellent basis for getting to understand ,
that student's point of view and for counseling that student to be even
more effective. But remember, although you might want to see the form,

it must be offered by ‘the student himself, : , ;u

11k . -
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LEADERSHIP PLANNING FORM

-

e

. {1) Your Name

.

12

&t

& i, Date
{2) Behavior * (3) pirricuity (%) Amount .(5) Importance

a ,
b,
/
é Y
a “ : < .o~ .
e

-

w” . 1]
el
& * .
. J
h - .
(6) Key Behavior: *
1

{7) Actions to be - '

taken in next . .

two weeks:

%
d ° (8) Person o persons involved: )
115




Session Four . 13
meosm =

-

A. This will occur orf the ninth class day and-will also be in a *
group format. . - -

Y - P
. .- £ - -

B. The goals for the session are to use the Classroom Leadership'
Recognition Form and to update what has been happening in the classroom.,
This session should provide an opportunlty to ralse old issues of concern
and to deal with new ones im a planned manner.

~ €, The act1v1t1es for the session are as follows (agaln, arrange
the group in a circle).

ROV

1, PFirst students shéuld be instructed to fill out the Class-
room Leadership Recognition Form, They should be reminded
that they must nominate three-.persons but that they may
nominate more if people have behaved in ways defined as
leadership, . They should be careful to write down the in-
cident(s) on which they are making their judgments, This - ~
will be very important to the person receiving the forms.,
When this is done 41l forms passed out must be collected
before discussion continues. For more detail, see the
Instructof‘ﬁ Manual for the Leadership Recognition System.
2.. The group should focus on what has happened to the "agree-
ments" or "psychological contract" over the Dast days.
Have expectations beep_met, have they been violated, have
they changed? Students should be encouraged to -express
what they feel about the class operations, its atmosphere,
the work load and the attitudes and behavior of others.
) The instructor must encourage honesty, yet he cannot let
' Y  the discussion break dowanr into personal animosity. i
General concerns should be raised; specific problems or -
conflicts should be dealt with privately, The students
should feel that there is again a clear understandlng
among all members, - .

3. -The last part of this discussion will deal with observed T o
differences (if any) in class learning. The instructor
should synthesize the problems he sees as common to qp
least some of the class. Again, if mathematics is a ﬁrob-
lem it should be brought up. Students may also raise
issues missed by the Training Instructor, . The class and
instructor should discuss and come up with strategies or
ways of dealing with these problems, Air Force ATC regu-
lations should be observed, but student ideag should be
adopted wherever possible. Some material or certain con-
cepts could be reviewed ‘at this time. However, future .
periods should be scheduled as needed to cover the material
in question, . ' -

.
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Session Five < o -
A, ‘This, sesslon will be an interview held prlvately with each student

on the day after Classroom Leadership Recognltlon ‘Forms are completed,
i.e., the tenth class day. .- ~

. " The goal w1ll be to feed back the results of the recognition
forms to the, student ip such a way as to recognize and maintain present
leadership behavior and generate motlvatlon and interest.in effective
leadership among all stldents, : . ’

Ce The activity of thls Classroom Eehavior Development System

session will be quite similar to that which is involved in an appraisal
interview, According to the instructions in the Leadership Recognition
System booklet, the instructor should review and tally the CIRF's for
each student. The incidents recorded should be evaluated, the student
involved 'should be considéred before having a private, counseling-like
session with the student. These discussions should be carried out for
all students duyring a given day., The #iscussion should focus on the
student's judgments and should be designed to enhance the student's moti-
vation to behave as a leader., For those gtudents receiving few or no
nominations, special care must be provided to eliminate the possibility
that the student would become hostlle, resigned or otherwise disruptive.
Here the instructor should focus on’ways of behaving that would be
' recognized as leadership. Thus, the Training Instructor becomes a helper
or counselor rather than a judge. The instructor should keep his opinions’
#£0 a minimum and instead rely on the examples generated by the class to
. guide the infrequently nominated student. Personal growth and a posltlve
attitude should be stressed. See the Leadership Recognltlon System
Instructor's Manual for further in£esmat&g§1/,

-
-

Session Six : .

.

"

A, This should occur two days after the private feedback meetings
have been held (about the 12th class day).

B, - Goals for this session are to review what students felt were
. examples of good leadership, to generate other incidents which could be
used and to set goals for even better performance for the class as 2
group, ‘ ) R s
b . C
"C. The activities of this sessioh will be done in a group with two
or three student volunteers to help cut the illustrations of, leadership.

1, PFirst, students should be asked to give examples of what
they consider to be effective classroom leadership., As
much information leading up to the example behavior should
be given and what specifically 1mpressed the student should
be determined. ]

.
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2. The instructor should select (beforehand if possible) two
or three leadership incidents and should have the students
re- enact them, The instructor should point out the im- °
' portance of a person's perceptions and how a given behavior
- . can be interpreted in a different way. ~ The instructor
should demonstrate the different reactions that could be
expected if only smell aspects of the situation were. .
changed--students could see a good incident become percerved
as a poor one, The Training Instructor should offer his
general comments and observations’ on leadership behaviors
in the class; he should offer support for them as well, )
3. Following the demonstration and re-enactment of leadership
incidents that have taken place in the. .classroom, the in-
structor should select three students to participate in an
Action Learning case., The case illustrates some of the
difficulties in developing and maintaining effective leader-
ship in the classroom, Instructions for the participants
and observers are avallablq separately,

4, The class and the instructor should set goals for the group
with regard to leadership. Certain classes of behavior )
should be encouraged; agreement on and commitment tonactlng
in an effective manner should be gotten from all students.,
A group perspective should be maintained,

- . ~ 4

5. Last, classroom performance (progress) should be reviewed,

The instructor can spend the amount of time necessayy to

review how well learning has taken placeé for, the group as

a whole, High performing students$ may be singled out for

special recognition at this time, If common problems in

a technical area persist, a strategy could be developed to

deal with it,

Session Seven

A, This session takes place on the 19th’ class day, and is 1dentlcal
with session four, The session comprises readmlnlstratlon of the. Class-
room Leadershlp Recognition Forms, and offers the students a chance to
recognize ‘changes in the ,classroom leadershlp effectiveness of their .
peers, Please turn to the Instructor's Manual for the Leadership Recog-
nition System for further information about collecting the ncmlnatlons‘

Alsq, turn back to session four in thlS manual, page 10, to ’
review other procedures for this session. Secszidn seven should contaln
all the same gctivities as session four. ' . -

-~y . .
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.
. "y
N

118 /

“«




’ o ' 16
Session Eight '
.- . g}? . / i \ .
A.' On thg 20th day of clas§4nggw§gggigup9}gtprivate interviews with
each of your students to give them their recognition nominatiohis ‘@nd to
‘ discuss changes in the effectiveness of their classroom leadership during
the previous two weeks. Suggestions for conducting these discussions are
found in the Instructor's Manual fer the Leadership Recognition System.

Session Nine

" A, This session is a group discussion which should be held on the
25th day of class. ”),

B, Its purpose is to summarize the experiences of the class members
as they've worked through the exercises in the (lassroom Behavior Develop-
ment System. Since the system has been intended and designed to have. its
major impact during the initial weeks of technical training and to develop
the attitudes and motivations of trainees as they leave basic training
and enter career fields, this session should serve to bring together the
student's experiences- in the c¢lassroom and swummarize the impact of the
system, This session marks the formal end of exercises comprising the
system, but you are free to continue any aspects of the system that you
and your students find valuable.

. ¢, You should first announce t at this is the final session scheduled
. under the Classroom Behavior Development System, Next, announce the pur-
apbse of this. session, as outlined above. - :

(

Jr Appoint somegne to make some notes on the discussion, The notes
should be collected, and will be used in evaluating the system, '

[

' The first part of the discussion should be directed toward the
learning climate in the classroom. Discuss the activities and events that,
helped learning, and also the barrie{s and forces that hindered it.

-

The other part of the discussion should focus on the elements of
the system. Specifically, you should seek student's~opinions on which
exercises were the most helpful and the least helpful. Also, seek sugges-
tions for changes that could beymade.

Finally, discuss-the behavior development activities that, students
would like to wundertske during the remaining weeks of the course.

N | : . : .
‘ o
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SN ) Introduction “e
- :’\‘ » AN ?\." 3 - N N \
R During the next five weeks, you will be, participatinrz in the
vﬂla.ssroom Behavior Develobrent System. is manuel presents the pur- ‘

Y
»

poses of, t'he system and, outlines the activi ties that you and your class-
. mates, yill updertake. Recause the -U. S. Air Force-is concerned with
developint' your skills and personal effectiveness, various approaches
.%o the hamingﬂprocess are being evaluated. ‘The Classroom Behayior

* Developtent Sys%em is one- of these systems.

"In collaboration with technical training instructors end students,
the Classrcom Behavior Development System has been-designed to- facilitate _
Jearning and to generate hifh morale by inecreasing the émount and .
guality of studert and instructor‘ contact. Increased student motivation -
is.also desireds Discussions. 'between you and your instructor are the
basic tactic used in this system. The discussion sessions are £o be
carried,out in efi atmosphere of mutual coo'oeration and’ support.
Classroom Rehav* or Deveiopment System, stresses the importance of
J.eadershfp in tre classroom, leadership which hrings ebout & heelthy
len.rnling situation. As & student,.You are exoected to use your time Pl
{n a productive vay. You should acquire. new ski"}s and develon.«into

£l

s B responsible.and. effectiye member of a tesm. The discussion sessions,,

. the behavior expexr ted of you, and the class exercises ere all désipned ¢
€c ;:rovide You wizh the skills needed to ’be -an, effective airman

Y- r

” N . ~ -
Fuekt - ’ v ’ T o o~ e
" .' . ! - o 3 N ' -' -
m .- . ‘ The Program | .- - .

- led

Belov is< a.n,outline of the various sessions in the Ciassroom m'

. Behavior Develop:nent System as they will occur during the first five .

weeka of tgehmcaf training. A brief description of ¢ach séssion is

given jo,you wita. instructions as to what you will be.expected to. do i ..
d what yon shculd learn as g resuplt. .More information will be s

provided, at the <im& -of the -actusl sessions..'If Vou -heve questioﬁs LCARS

-+ your instructor can always help you. Your classmg’ces may a.lso have .
infonnation you reed. ‘ s b

) . . "., XN
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Session One. i o . P

" ‘e W - v

e, o
s :
PR
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* - This occura on<the first dav of. class. ‘I’h.is is vhere yon are
- introduéed to tYe:systems 'Ihe instmctor ‘witl 1%1} vou, about the
. Classroom Behavier Development SVStcm and now it works. He; Wil *stregs

the- importandgé cf oein(; cooocrative with one anot‘ler and of honestv :‘

* ghd.trustworthizess in your deulings with people syod encounter in -~

technical traising, Ve will make it, .elear that rrutual respect: "will be’

the key to posibive astitudes and, student 1eurniny. You should think

. about thesé, p:ints end ask ydurs clf W at they- méan o ‘you and what 2
you ‘can do £ help devolop e good lem‘nlny situation. .
* 2 : A. ‘. _-"' fas - ’ ‘A Al ' ’
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The instructor will go over this booklet with you and spend time
on several of its sectiond. You should realize that this overview is
only an introduction. You will always have a copy of this manual to
remind you of the various yrarts of the vprogrem snd to learn shout it

‘more completely. L

Your ipstructor will point out the fact that You are all somewhat
different in what you believe ,and what you want from life. This
means that you should not be surprised if a classmate does not amree
with you or-see things as you do. You both have a risht to hold vour
beliefs but you need to realize that a srooth vorkina relationship
should stild b possible in order-to produce- a- pood-learning situation:

e

Mutual respect and ecceptence should be developed .as you help one
another work through technical training. The instructor will intro-
duce you to your classmates end give some background information to
the class on each student. Ke has taken the time to do this bhecause.,

he believes that you are 211 individuals and should be treated that way.

This may alsp show that while you all may have come from various
Places, you 4o have many things 4in common.

After the general introduction, the instructor vill tell you some-
thing about himself. PHe will probably describe his backrround, career
Plans and interests. He'll also share some of the problems he has
faced or knows you will face in technical training. 8% you listen to
him you should realize that he has & pood deal of informetion to help
you learn: it should also be clear that the instructor was being open
and trusting toward you and that you should behave in a similar way.

--As he talks, consider that you may be following a career path similar
to his.. ;
p ;
. Finally, your instructor will turn to some of the important facts
about the classroom and the actual operation of the course. Be sure
to ask him questions as they occur to you. Remember, his job is to
helv you learn.

Session Two. . ~
e i

Théﬂgecdhd session will occur on the §Z;ond day of classes. h

Al

There will be three parts to this period which will involve the foilowin@:

- . L

“-A. The.instructor will rather the class for a proup discussion
session. During this discussion he wi1l tell vou how he cangfielp
you in your learning. He will try to be specific about his skills
and the information e haes. Fe'll also tell you shout problems some -
students have in adjusting to technical training. During this time
you should ask yourself what specific information might be helnful
to you. Perheps somethinm is b6thering you already. He would like
to know this. As he dogs’ this he will try to make clear to you vhat
he expects of you: "your béhavior, your effort and your level ‘of
perforrance. ;mqggpgrs alvays want their studenﬁs to do well; he wants
to make sure that you know what he meens.

1 -
. '
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B. You and your classmafes will privately talk emong yourselves
to decide what you want from your instructor. This will tale place

in an exercise celled the Student Perception exercise developed for y -
this purpose. The exercise is.in the badk ‘of this booklet so be sure ’
that you read it over before the second dession. This exercise is ¢

designed to get you to consider how you feel about technical training,
-sgbout yourself, and about the instructor. You may he surprised, to
find that other students have similar concerns or problems. As you
go through the exercise, you and your classmates will have to spell
out your thinking end make it clear to the instructor what you expect
from him and how he cen helprall of you get this. It is possible
you will consider what you want to get out of training, out of the
) Air Force, or out of life in general. You may wish to see how the ,
- instructor-reacts to your -thinking.—The-more-information you-give - —— — -—————
- intd the group discussion, the more accurately the instructor will
understand how you feel and how you think. Only then can he best
help you.

, C. After the Student Perception exercise has been completed, -
’ you should be sure to ask any guestions dealing with technical
materials, equipment’, etc. that have been on your mind. MNow is they L
time to rajse any issues that you need to know about to do the
projects ahead of you.

-
-
1

Session Three. -o
' ,This session will occur on the third day of class. The -main
focus of this group discussion will be on leadership in the classroom.
Time will be devoted to defining what behaviors can be considered as *
- effective classroom leadership and how those behaviof&™are important
to learning. A system of Leadership Recognition will be introduced.
The Leadership Recopnition System is outlined for you at the end of
~ this booklet. Please be sure that you read it before the third
session. '

To meximize positive classroom leadership behavior, each of you
. will be asked to plan what you will do to strenpgthen.your leadership
skills. Specifically you should decide-vhich leadership behaviors you
- will perform during the school day. Also, you should set pozls for
yourself ahout learnineg and leading. To help you ‘do this, your
- _ instructér will give you a leddership behavior e;ercive.

Session Four. .
v
‘ . ’ This will teke place on the ninth day of class. Two primary
: activities will occur at this time. First, you wvill be asked to
! Ti11 out a Classroom Leadership Recognition Form for those classmates
whom you feel showzd effective classroom leadership durins treining.
’ You must recopnize at least three people who acted as leaders, but
. you can fill out a form on as many others as you think deserve it "
e (not dounting yourself). - Please be thoughtful about this. Ask
’yo"rself ~ho, showed effective leadership behaviors? You will be
asked to write doun the examnle(s) or incident(s) that made you




. nominate a person., The pl‘ocedures for recognizing effective leadership

are covered in the back part of this menual. . -
o
" The second pert of the fourth session will look at what has

happened £o tHe "agreements" or the "earning contract" developed in
the Student Perception exercise. Have you been doing what was expected™  ~ —=-—
of you? Has the cless? What about the instructor? Fas he let vou
dowm? How do you feel your learning has been going? These and other
questions will be raised. Vhen the group is done, any problems or
issues that have been bothering you should have been "put on the table"
and cleared up. You have to help meke this discussion worthwhile by
Your participation, honesty, and helpfulness.

, Finally, the discussion will turn to any technical material or

.:}‘

problems—that-are-affecting more-thanone student+If there—are— —

SNV

‘none, fine. If you’ and others are having trouble with the same part

of the course material, you and your instructor should comé Lup with .
& vay to deal with it. Vhat can the instructor do to help ell of

You? -Perhaps some special instruction would help. What can you do

to help yourself? Maybe just watching a demonstraticn would be

useful. In any event, you and your instructor should discuss these

learning problems and come up with solutions that you all can work on.

Session Five.

This will occur on.the tenth day of class. The instructor will
meet with you privately. He will chow you the results of the class
Judgments of leadership. During this period he will give you all
the Classroom Leadership Rgcognition Forms that you received from
the class. The instructor will help interpret these forms and
discuss with you your reactions to them. «

LAY

It will be important to look at-the examples of leadership
behavior that other students have written about vou. This will show
what you did that wag/ viqued as effective leadership.

Some of you will receive many recognition forms. Conpgratulations!
Perhaps you may try out new leadership behaviors. Some of you may
receivle few or even no recognitlon forms. Your job will be to work
with your instructor to find out ‘what you shouild be doing to be .
considered as an effective classroom leader. Don't be discouraged. .

If you have spent some effort, what is it that you ere doing that
prevents it from being recognized? Your instructor ecan help yoﬁ here.
He will serve as a counselor if you want, and will help you to increase
the chance that, you will receive recognition in-the, future. In the
Leadership Pecoanition System' it is possible for all peovle to bé
effective leaders.

-

Session Six. .

This will occur about the 12th1 day of class. In a group dis- R
cussion you and your classmates should review the behaviors that were -«
frequently recognized as effective leadership in your cla..s. More
specifically, you all should try to describe and discuss the exzinples
and incidents you received on the Classroom Leadez ship Rccorvnition forrt.

i




Segsion Seven.

. Session Nine.

. - L N

P

5™

v

Your instructor will then coordinate an exercise designed to

e = - -illustrate same”leadérship incidents. He will give you more informa-

tion about this during the session. The goals of the exercise are fo
show you how easy it is for a given leadership behavior to be mis-
understood and not recognized. We all have the problem of accurately
knowing “what scmeone is up to.” Actipg as a leader is not easy; it
is not a one way street. The person you are trying to help must
accept your help. Otherwise he may not like it or recognize it as
leadership. This exercise will show the importance of what we think
znd how we see the situation, "When the exercise ig completed, you
will have a still better idea of how to be an effective leader.’ Also,
since this exercise uses some students to act out incidents, you may
be asked to @eflp out the instructor in this way. Give him all your
support,
e

At the end of the exercise, you end your fellow students should
discuss how you can increase the effectiveness of each's leadership.
You should specify wheére and what kipd of behaviors you will perform
in the coming days. The instructor will help you to do this because
his goal is to get a&ll of you to be recognized as effective classroom
leaders. He will have speqif?c,suggestions on how to do this. -—

!
i

This ﬁil} occur on the 19th élass day. It involves another
administration of the. Classroom Leadership Recognition Forms. Since

you will have gone throupsn this before, you will be very familiar with

what ‘to do.

; Y
Session Fight, o - 3

This will occur on the 20th class day. You end your classmates
will privately get back the résults of the class judgments on leader-
ship. As before the instructor will help you interpret the forms that
you receive. You can also contrast the jJudgments that you received
with wvhat you expected to get and plen for classroom behavior in the
future. As always, your instructor is there taq help you.

t

This will occur on the’ 25th aay of classes. The purpose for this
groun discussion will Ye to summgrize your reactions to the Classroom
Behavior Development System. Your opinions, attitudes and suggestions
will be gathered and combined with those of your classmates and
instructors. This period then serves as a summary point as to how
the system hag vworked. This discussion 18 the chance to see how well

“the objectives have been met. .
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Purposes of ‘the Leadership Recognition System

>

1

7

TR

The Leadership Recognition System hiag been devised
to:

7

o Recognize effective leadership in the
technical training classroom. °

o Aid the development of your leadership
skills.

o] Contritute to the growth of the whole man-~
to your growth as an effective airman.

hd

-

~

This' manuel is provided to explain t0 you the

goalk and operations of the Leadership Recognition.

System (LRS). Please reéd it carefully, direct any
questions you may have to your technical instructor.

Keep this manudl and refer to it whenever you wish

to review the operation of the LRS.

7

. m‘(
<Q
i
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~Introduction-

Leadership in the class?éom involves key behaviors which

contrmbute to maximum learnlng, which develop positive attitudes

and morale, and which support student effort and motivation.

Extensive research has identified and defined important class~
The Leadership Recognition System

room leadership behaviérs.
provides you with a clear understanding of classroom leadership

and offers a system of gathering information that will let you
know about your legdership behaviors in the classroom. It will.

help you develop you} leedership skills.

Study the definition and examples of effective classroom
Then, later in this course,

——
¢

leadership shown in this manual
3
you will be asked to nominate your classmates to recognize their

Nominations will be made on the Classroom

effective leademship.
Leadership Recognition Form, and properly completed sample copies

of it are shown in this manual
Be sure to study the definition of leadership very carefully,

[ .
because effective classroom leadership may be different from

effective leadership in other settings.

128
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¥hat is Effeétive Leaderchip in the Clascireoon? ’
Thé‘good classroom leader may: | o { . ‘ \
o Show sgppogy of other people's behaviors. : ‘~. ’
(o] Show concerﬁ and fespect for the needs and‘féelings .
of others.
o Treat people like individuals.
o Help others solve problems. |
o Enéourage others and pfaise their accomplishments.
6 Initiate friendships with others. "_
ol Increase the "toéetherﬁess" and pride of the class.
(o] Hélp others accomplish training goals of the class.

goél is to watch for instances of leadership like these.-

‘f;agake this more specific, several examples are shown next.
Y

' Example 1.

Airman X realized that some of the students could not keep
up with the instructor - so he asked the instructor to.go K
over the beginning of the block instead of going on to new
material, '

Example 2.

A group went down to the orderly room to give blood. One
guy took charge and mede a head count and controlled sone-.
guys from screwing around by telling them that the sooner
we got finished, the more free time we wvould have left.




Example 3.

Airman X had to work very hard to finish his projects
before the end of the time scheduled for the block.
Airman Y asked if he could help explain anything. ’

Example b, , . ] _ ,

After trying for a long time to uncross some of his vires,
Airman X finally got his circuit to work. Airman Y told
him that he was an 0.K., dude for not quitting and for
keeping his cool. wd

¥

Example 5.

Airmen X saw that Airman Y was having problems with the
oscilloscope.~_ Airman X showed him how to work it instead
of criticizing him for what he did wrong. Airmen X told
him that he didn't mind helping because it takes time to

get it together in electronics.
. .

b

\
v Example 6. -

Airman X helped to increase the feeling of togetherness
of thq clags by getting to know each and every member.

?

These examples illustrate some aspects of leadership in

the classroom. Watch for these and more. You will be

using the Classroom Leadership Recégnition Form to

nominate and recognize fellow classmates, and you will .

need to report specific examples of their leadership .

behgvior.

s

The next page shows & éample of the Classroom Leadérship

Recognition Form. Read if carefully.
- c"“‘?"‘w,?‘_ ~

(R
a
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Classroonm Leadership Recognition Form

On this page, you are to identify a member of your fundementals
electronics class whom you recognize as a good leader. This
recognition should be based on what that person has done during
the past tvo weeks during the training day (classroom, breaks).
The first thing you should do is read the following 1list of
behaviors that define good classroom leadership.

- The good leader may:

~ ¢ 7

Show support of other people's behaviors.

o o

Showconcern—and-respect-for-the needs—and—feelings
of others. '

Treat people like individuals.’ '

Help others solve problems.

Encourage others end praise their accomplishments.
Initiate friendships with others. '

Increase the "togetherness" and pride of the class.
Help others eccomplish training goals of the class.

000000

Now, do two things. First,'@rite the neme of the person whom
You recognize as a leader in the space below.

A leader I recognise.is:

b

Second, provide your Jjustification for nominating this person.
Write out what this person did that mekes you recognize him as
e leader.

. A
This léader did the Tollowing (use only one page):

@ .
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The next six pages show samples of good classroom leadership in a tech-
nical training course., Try to think of \other examples of effective
R
leadership as you read these samples. .
.
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‘'as a8 leader.

‘ ’

- - -

Classroom,Legderéhip Recogaition Form

»
S

On this page, you are to identify a member of your fundamenfals

-electronics class whom you réecoguize as a good leader. This

recognition should be bPased on what that person has done during
the past two weeks- durzﬁ} the training day (classroom, breaks).

The first thing you should do is read the following list of e
behaviors that defzne good classroom leadership.

* The good leader may:

- I

o _Show support of other people s behaviors, -
[ Show concern and respect for the needs and feelings
of-others. ’
[ Treat people like individuals. I
o , Help others solve problems. .
o Encourage others and praise their accompliohments.
[ Initiate friendships with others.
¢« O Increase the "togetherness" and pride of the olass.'
0 Help others accomplish training goals of the.clgss.»

Now, do two things. Fiis¥, write the name of the person whomsslu

you recognzze as a leader in the space below. e

A leader I recognize is:
Geonge Washington

Second, provide your justification for nominatidé tHis pe}éoﬁ.
¥Write out what this Son did that makes you recognize him- _

This leadér did the follewing (use only one page): '

»

13

a i

1 was 9\14:;19 trouble keeping up with the

Y Ve

' matenial 80 Goongt asked the instructon Zo 7

g0 oven the beginning of the block instead of - N
going on to new mafenial. ALso, he hefped - .-
) me feel pride in what 1 am Learning. .

%

e AQG I3 .\ .~“ -
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** On this page, you are to identify a member of your fundsmcnta.ls

-electronics classswhom you. recognize as a good leader. \This
recognition should; be based on what that persen has done during
the past two weeks durimg the training day (classroom, breaks).
The first- thing you. should do i's read the following list of
behaviors that def:.ne good -claséroom leadership.

A T)Se good 1éa.der may"" - . - ~

[

Show support of other people s behaviors. S
Show concexrn a.nd respect “for. the needs a.nd feelings
of others. . R

;
‘o

o Treat people like individuals.‘ - Tl
o  'Help others sol¥e, problems. KU
o Encourage others and praise thelr accomplfshments. ~
o Initiate friendships with, others. -
) 0” 1Increase the "togetherness" and.pride ‘of the class. -
-~ o Help others accomplish traininz goals of me c‘lass.
oA T
Now, do two things. - First write the nane of tﬁe person whom
you recognize as a leader in the spa.ce 'beJ.ow. . TR A ~_ .
LA leader I recognize is " AT
R - f ;-,; h John. kdasis- . " . "
Tt T . Second, provide your Jﬁstii‘ication for nbminating this peraonr

v,\

. - Write. out what this person did that hmakes You recognize hm
. T as a 1ea.der. LT e oo 5
’ W S . ° . ~ , ; ‘.-ﬂ 3\ )%&;

T -..,

we went do;vn i:a xhe cmdw;&g noom} to gwe
b!,aod dnd Jo[m mde a head coumt i

cont)zo&ed some. gu ys. ,5lwnf Awewmg a/wand

Ty

by atd;ung us thaf the Aoone)c zt:e got

(uu,bhcd the mone, sztunc we xww&d haup,.

»—a&
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: CIassroom-LeadersHip Recognition Form l -

PN

electronics class whom you recognize as a good leader. This_
recognition should be based on what that_person has done during
the past two weeks during the training day (classroom, breaks).
The first thing you should do is read the following Iist of-
behaviors that define goodig}aosroom leadership. L

The good 1eader may: - . ) R

\

%

o _Show support of other people's behaviors.
Show concern and respect for the needs and feelings
of others. .

" Treat people like individuels. _ ° T
Help others solve problems. N
Encourage others ang praise their accomplishments.
Initiate frjendships with others, )
Increase the "togetherness" and pride of the class.
Help others accggpligh training goals of the class.

B .

Qo006 o

0 o0

Now, do two things. First, write the name of the persén whom
you recognize as a leéﬁer in the 'space below.

«»

£ leader I recognize is:
. ) Tom Je“e}uson

r
T

8econd, provide &our Justification for nominating this person.

Write out what this person did that makes you recognize him -

‘88 & leader,

This leader did the following (use only one pege):

s

A guy was way behind in tfzy.éng Lo finish

' up a bLock on time and Tom asked if he

.could heip out and expﬁa&n anything.

~ « -




-4

e S N
N * 10~

Class;oom Leadership Recognition Form

} -

5 o

"~ electronics class whom you recognize as a good leader. This

recognition should be baseéd on what that person has done during
the past two weeks during the traiding day (classroom, ‘breaks).
The Tirst thing you should do is read the rollowxng list of
beh?viors that define good classroom leadership.
’ The good leader may: oL - -
‘o §how support of  other _beople's behaviors.
Show concern and respect for the needs and feelings -
“of others. N
Treat people like individuals.
+ Help others solve problems,
Engourage others and praise their accomplishments.
Initiate friendships with others.
Increase the "togetherness" and pride of the class,-
Help others accomplish training goals of the class.

o

cQQO0COoOCQ

Now, do two things. First, write the name of the person whom
you recognize as a leader in the space below.

“ A leader I recognize is:
S Jim Madison

Second,-pfzi{;e your justification for nominating this person.

Write out-that this person  did that makes you recognize him 4
&8 & leader. - . .

This leader did the following (use only one page):’

“
«
"

1 'wonked on a chu,t 50/:. a Long timé, s

getting some wmufsutugmt and got; it

2o wonk, Jim told me 1 was' an 0.K, dude'

’ 60} not quifting and keeping my cool.

\-
. ¥

=




AN

Classroom Leadership Recognition-Form ~

On this page, you are to identify a member ,of your fundementals
electronics class whom you recognize as a good leader.. This -
recognition should be based on what that person has done during '

Now, do tvo things. First, write the name of the pemgon whom
you recognize as a leader in the space below.

A leader I recognize is: pres
John Monnoe

Second, provide your Jjustification for nominating this person.

Vrite out what this person did that maKes you recognize him

as a leader,

This leader did the following Zuse only orie page): |,

~“ Pyrerey

the past two weeks during the training day (classroom, breaks).
The Tirst thing you should do is read the following 1list of J};ﬁ’fﬂﬁ*«*b‘
behaviors that define good classroom leadership. o -
s el
The good leader may: - . &
) .
o Show support of other people's behaviors.
., © Show concern and respect for the needs .and feelings
of others.
o Treat people like individuals.
) Help others solve problems.
y o Encourage others and praise their accomplishments.
o Initiate friendships with others.
o Increase the “togetherness" and pride of the class.
o Help others accomplish training goals of the glass. -

’

A—gury-was—having-w-probtomwith-the vswittscope

and John showed him how to work it and didn't

eniticize him for what 'he did wrong, He-said he

didn't mind helping because it takes time to get
it togethen sn electronics. ’

130 -
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Classroon Leader;hip Recognition Form -

On this puge you are to identify a member of your fundamentals .

electronics*claSS'vhom You pecognize as a good lesder. This - L Ee

recognition should be based on what that person hes done during *

e !*the past twoiweeks during the training day (classroom, breaks).
The first thing you should do is reed the following list of
behaviors that define good classroom leadership.

-

- ‘

The good leader may: .

,

o ‘Show support"or other people's behaviors. N
Show concern ard respect for the needs and reelings .
others - ] . ' ‘

Trﬁgt people like ipdividuals. ° - -
Héﬁp others solve problems. :

Encourage others and praise their accomplishments.
Initiate friendships with others.

Increase the "togetherness" and pride of the class.
< Help others accomplish training goals of the class.

(o]

000000

Now, do two things. Firsty write the name of the person whom
.~ You recognize as a leader in the space below.

O T [ -
- - A leader I recognize is:

i Andy Jachson .

Second, provide your jhstificaQion for nominatinh this person.
Write out what this person did that mekes you recognize him
2s a leader. -

. This leader did the following (use only one page):

.

T R ~TAndyhelped to"tric/zeu ¢ the 6ee,&c‘ﬁ§’a”5**“ T i
' . ’ toge,tltmnua m our c&ué by ge,tang

Lo know each and every one 05 us

, pensonallis,
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Using the Classroom Leadership Recognition Forms

—_ - - At least twice during this course, your instructor will_éive you

copies of the Classrotm Leadership Becoénition'?orm to £ill out.

. .

g,
v

. You will be given enougﬁ copies of it so fhat, if everyone of yoﬁr

classmates demonstrated effective classroom leadership, you could

~
-
as e - T

> recognize €ach one, ., .
. : You will be-asked to nomipate at least 3 of your classmates, so
s ' *a . be glert for instances of good leadership. It would be a good

M i idea to jot down a note right awey to serve as a reminder when

you're asked to meke nominations. .

’

- Ty .
Try to be specific and complete in describing the things that the

persbn did that made you recognize him as &' leader. To report

-~

g}mply, "He was friendly" is not specific nor complete. Describe

'yhat actuafly hébpened that led you to say he was friendly and

~

to nominate him.

Vhen the nominations have been made, your instructor will collect »
them, sort them out and read them, and the n;xt day will give them
to the people who are recognized; Some students will receive

- many recognttioh forms, while others may receive only 1 or 2 (or

[y 8 .

e - none), You may get none; that is, no one felt you behaved as a

Id
leader (regardless of how effective you feel you are), Or it's

. 'possiblq to get recognition forms from each member of the class.
The nomination forms (or lack of them) will“help you to learn ) .
P ! ¥

. about what behaviors the people‘in your classronm respect as’

‘(\v,f*’ effective leadership, - . ’ ’ R

~
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Lgadgrship Stending and Development

* N

On the day following collection of the nominations, your instructors

.

will have & brief discussion with you. First, he will report the
numbexr of nominations you received and will give you your nominations

to read and.to keep.. Next, you and he will discuss the reports of
A

your leader%hip in the classroom and also how closely your leader-

ship fits the definition of classroom leadership. You'll have a

'

chance to describe what you'ﬁe done that constitutes leadership, \

.

vhether or not others have recognized it. Finally, you will: be

able to set some goals with your instructor about -things you can

. do in the.coming weeks to improve and develop your leedership skills.

L PR

There will be no public posting of leedership standing. The purpose
of the Leadership Recognition System is to recognize and develop

the leadership of every student, not just the top performers., All
discussions of "leadership standing end development will be
confidentisl between you and your instructor. He is_there to

serve as a coach, to help you develop your sk#lls.

-

Recognition of leadership.in LRS has no direct impact on course -
grades., Rather, recogﬁiticn is given in addition to pggular class-

room performance information.
. . . «

LAY
i

Yhy recoénize leadership? It has beeﬂ shown that a'good way of .
developing and maintaining leadefship is to be sure that each ‘e

g ’ Yy
person knows when, where, and under what circumstancmot_hers sa‘f‘:»'», mee-

Yie is effective. The Leadership Recognition System seeks to :

provide you with such inforftation. You can then be in a better - ,

“

position to plan your own development.

140
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Classroom Behavior Development System

7

Field tryout' The Classrogm Behavior Development System is being evalu-

ated for potential adop i/i in all approprlate technical training courses.

fThe Classroom Behavior ﬁevelopment System has been devised to facilitate

the'development of leadership skills in the classroom, Its effects on

leadership behaviors in the classroom, attitudes toward training, block
exam performance, and self-oaced speed are being evaluated. The field

tryout consists\of implementing Classroom Behavior Developing System as
detailed in the Instructor's Manuals, and monitoring attitudes and per-
formance on:a weekly basis,

Questions on the operation of Ciassroom Behavior Development System or

the conduct of the field tryout should be addresseq to 2Lt. D, Shipman

W

or 2Lt. R. Noblitt at, phone 4385, the Hhman Resources Laboratory, LAF¥B,

-

_ Your opinions on the strengths and weaknesses of Classroom Behavior

Development System will be sought af the conclusion of the field tryout.

143
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Purposes of the Lea‘dership Recognition System 7
' e ; . 5
- ? .
The Leadership Recognition System has been devised to:
o Recognize effective lead.ershlp in the technical (
tralm.ng classroom. . .

‘o Aid the development of trainee's leadershlp
skills, . ‘ .

X o Contribute to the growth of the whole man, the
effective airman, -
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¥

Sequence of Activities

"

Briefing of instruyctors and other course personnel,

First déy of class: Briefing of trainees--distributiﬂé Trainee's

" LRS Manual, defining classroom leadership, discussing the pﬁrposes

of LRS, reviewing the Classroom Leédership Recognition Form, and”
{

reporting leadership standing, describing observéd behaviors, and
planning leadership development,

Ninth day of class: Distribute copies-of the Classroom Leadership

< “

Recognition Form. Each trainee must complete at least 3 nomina-

-

tions as he wishes (except he may not nominate himself), The

_ . cpmpletéd nomination forms are collected and reviewed by the, in- /

stfﬁctor. The number of nominations each trainee receives is
reported on‘thg'Recognition Summary Record.
Tenth day of ¢lass: Leadership Standing and Development discussions

are held individually with each trainee, The Classroom Leadership

Recognition Forms are distributed to traineé§ receiving noﬁinations,

“and individuasl coaching sessions are held.

e

SRR NN

v N | 148':

Nineteenth day of class (same as ninth-day): Distribute

R

copies of the Claésroom Leadership Recognition Form, Each trainee

must complete at least 3 nominations, and may make as many nomina-

g

tions as he wishés (except he may not nominate himself), The com-~

pleted nomination forms are collected and reviewed by the instructor.

-

The number of nominations each trainee receives is reported on the

Recognition SummaryPRecoid}

Geoo1bs

-
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Twentieth aay'of class' (same as tenth déy):' Leadership Standing

and Development discussions are held individually with each trainee.

4

The Glassroom Leadership Recognition Forms are distributed to

Y hasY

- a
trainees receiving nominations, and.individual coaching sessions
- ’ i

-
a

are held, toL . ] :
Additional repetitions of the cy%le of collecting nominations and

holding coaching sessions can be done at the aisc;etion of each

.
& N

. ., e . .
instructor, LRS is intended to have a major impact -early in the e
v
course, but may be extended if desired.’ - oo - ..
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‘ ’ Guide for Briefing Trainees about LRS

v

: ) ‘ .

This briefing should be held’as soon as possible after the,S;alnee enters

-

his classroom for thé first tlme. .Ideally, all, tralnées in- the same oA -

classroom will rdceive their orientation, receive this ppiqfihg, and N

¢

begin. their course assignmenps together és a group at §he same time,

~ . ‘rainees entering the course at .other times should be given ipdividual ’

‘“ﬁriefings. : . )

- ' . Introduce the Leadershlp Recognltion System in 4he following way:
1. "In gddition to the partlcular job skills you will learn

- .

durlng technlcal training, we wingdcvote some time to

/ ' leadership; Specifically, during the next severnl weeks
. ) - 5
s we ;will participate in the Leadership Recognition System .
P . as.t means of identifying effective leadership in this ' AN .

classroom, The‘pufpéses of the Ltadership Recognitiion . .

: '
. ) \
. > .

) .  System are to: -~ : “ ) : o
, ‘. “#§?J . 4 lt‘ recognlze effective. leadershp in the technlcal w o
N R s “traxnlng classroom, .
#‘,”ﬁfg’”}g @" : - ’ »
SN 24 a1d %g’the development of lqaderéhlp skills,, and
. .contrlbute Yo the drowth of the whoJ,e men--to . w
' ' your growth as an effectlve aimmany " . . ¢+ o~

v - )

2. Make sure each student has redd his copy of ”Leadership ) :

» N7 R . v a - > v .
. . Recognltlon System, Trainee's Manual," * It Was dlstn;bu;ed AN o
. 8 , . 14
. 4 ] *as part of the mantal for the CBDS.( ’ S
H" ’ N Y « ; ;y’
‘ . s L ‘L
¥, "; . ) -~ ‘ E “ > z" @ ‘; ‘ ) ’o
. . : ot . 5 . 4: . ”
n' " v, . ot

- ’
. : L
. oo w/ . A
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After everyone hasﬂféviewed the ménual: . I

--discuss the definition and examples of effective class-
, room leadership; . - . -

--review thé Classroom Leadership Recognltlon Form, draw-
ing especial attention to the need to report a specific
incident to justify nominations and the other procedures
related to making nominations;

L)
o

~-announce that the f1rst round of nominations will Luke
place in about two weeks;

--point out that. each trainee must nomlnate at least
three of his classmates, and that he may nominate

other, additional effective leaders in his class; *

--suggest that each tralneeébe espec1ally alert for 4n- .
stances of leadership, 'and that he jot down a note as
a remalnder for when -the namlnatlons are made;

—-outllne the procedures for’%he ﬂeadershlp Standlng and
Development discussions like this¢ ' "After the nomina-
tions mave been made and collected, I'll sort them out
and review each one, dhe néxt day I'll meet separately
with each of you to let you know your leadership stand-
ing and to discuss your leaderskip in the classroom,
The idea is to help you find out about your leadcrshlp
‘skills and to deve10p them.” :

—

--ask: "What questions do you hawe‘7 C s

.

Vi
Answer any questions that qrisg as well as you can,.
The following information may be helpfulk:

o . The Classroom Leadershlp Recognition Form is completed
by trainees only; the instructor makes no nominations.
o The instructor serves as a. coach, help1np frninnon to
. develop .their leadership skills, especiaglly trainees
‘ who receive few (or no) nominations,
3 i &%
- 0 Retognition of leadership‘has no direct impact on .
1 course grades. Rather, recognition is given in
o additlon to the regular classroom performance in- .
formatiqn. . , R ‘

’
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o Nominations on the Classroom Leadership Recognition
- Porm should cover leadership observed during the ~
training day only, While leadership in the squad-

. ron is highly deS1rable, this system is intended to

- . recogpize leadershlp in thchlassroom.

»

T

o] meinatidns will be made on the 9th and 19th days
of class, "Recognition of leadership standing and
leadership development discussions will be held on

) "the lOth and 20th tlass days. - - . )

[y

o . No public posting of leudership recognition will be

. °  made., The emphasis here is on recognizing {and devel~
©o- ~. oping) the leadership of all truinces, not ,jusl Lhe
« -7 Lop~ performers, .

~

- o—The—instructor—will keep a record of the ncéminations
~to assist in coaching trainees and to assist in evalu-
ating the LR;. r .

-

‘ : o The Leadersﬁgn Recognition System has been devised

’ to achieve the purposes announced in the” Trainee's
Manual: Recognlze effective classroom leadership; ;

%2 gid in ‘developing leadership skills; and contrihute
to the growth of the whole man, the effective air-
man‘

o The LRS is being implemented in this course and
evaluated prior to adoption in all approprlate
technical training courses.

) o 'Trainees must nominate at least 3 classmates for
"o ) recognition each time the Classroom Leadership
< "Recognition Form is used, Enough copies of the
. form should be prov1ded to each trainee so that
Iy .he could nominate every member of his class o
{except himself).

S o . Self-nominations for leadership rccognition nve not
L " _permitted, Leadership is effective 1f others re-
o TP . spond to it, and this system tries tot "reflect the
- responses of others.,

-

<

1%

S, When all questions have been discussed, conclude the
PR brleflng stating the hope that this system will lead
. " to improved skills and more positive leadership in
.o - the classroem, and go on to the next activity,

. .4"~”' ’ 11}9
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, Using the”Classroom Leadership Recognition Form

O GRER
" » «

The Classroom i.eqdership Recognition Forms should be distributed to .
_ trainees at some conve/nient time off*the 9th and. 19th days of tra,ining.~

Each trainee s&ox_zl'd be given enough copies of the form so that he could -

~

nominate every other ‘member oi‘Bs class if each of them deserves, recogni-

tion,  Thus, if you have 8 trainees in, your claséroom, you should give

‘

each trainee 7 copies of the form. - A .
Trainees must nominate at least 3 fellow trainees on the Classroom Leader- L

é
ship Recognition Form eac}f& time it is used, This réquiremerit holds even
‘ PO 5 =

. B v .
if it is objected that only 8ne person (or no one) was an effective leader,

or it is difficult to think of what the person did, If a trainee still

objects, poiht.out that the purpost of LRS is to help \him learn to identifyf
- ) -
leadership behavior, and ask him to keep trying., .» ’

-

i

V3

A justi}‘icéi:ion must be written for each nomination, even if it is brief,

¢ -
. -

.- —~ L .
Each trainee should use only one form per nominafion, and 'should not be »
-~

permitted to ﬁominate any person twice or more on the game day. L.
A trainee may not nominate himself. ’ '

When cqllecting nominations, check to see that t}ie ‘trainee has nominated

at least 3 different people and that he has_not nominated himseif. Record

the numbeéy of nominations he makes on the Recognition Summary Record.

M
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Classroom leadership Recognition Form

On this page, you are to identify & merber of your clectronics
fundarentals cless vwhoia you recognize as ¢ good leeder. This re-
cognition should be baced on what that rerson has done during the
pest tvo vecks during the treining dey {(clascroonm, '"breeks). The
first thing you should do is read the folloving list of behaviors
that define good clessrcom leadership.

The good leadet moy:
Sh&b,support of other people's, beheviors.

Show concern and respect for ihic nccds und feelingn
of others.

Treat pecople like individuuls. ) -
Felp others solve problems.

Encourege others rnd praise their accomplishments.
Initiate friendships with others. ~

[o 3 o]

Increase the "togethernesst end pride of the class.
Help others accomplish training geals of the class.

o oloo oo

Ylow, do tuo things, First, write the name of the person vhom you

,recognize ds & leader in ti tnc space below.

e

A leader I recognize is:

Second, provide your justification for nominating this person.

¥rite out vhet this person did that ma&es you recognize hinm as
a leader,

This lcader did the following (use only one page):




. . 7
RECOGNITION SUIMMMARY RECORD ' 9 -
B , —~~ .
. Leadership Recogniticn Gysiem

i Electronics Fundcrmentals
Lowry Technical Training Center -

s

Instructor shift

Date of treinee's briefing «

Dete of 1st Round Dute of Zna found

- Humber of ' T _Number of -
Homipations Discussion  MNominations Discussion
Traince Mede! Received?. Hela?3 Made Received Held? .
— — — —_—
aomas b 4
§
¢
. » ) :
* - /<
. —_— ‘ -
-
" Bdcd et .
. (‘ [ . N
—— e

. . L)
IEach trainee must nominate et least 3 of his clagsmates, even if ‘he feels thet

none are reelly c¢ffective 1eudex§.l In_collecting the Classroom Leadership .
Recognition Forms, record the number of norinations each trainze makes.

v

2Racord the nurter of nominatibns each trainee received.

3pigcussions {t be held with every studcnb recardless of the number of .
norinpt1onc he *eceivcs. :

(%4 -

S - L) v
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Guide for Coaching Trainees on Leadership

Standiﬁg and Development
- N f ) . e

¥ Y

The most 31gn1f1cant act1v1ty in the Leadershlp Recognltlon System is the
dlscuss1on you will have w1th each traxnee concernlng his leadership stand-
ing and development of his 1eadership skill, Thre section‘presents sug-
gestions for conducting the discussions, - ‘ Q ‘

i A ]
" What the trainee expects " ' ' _ .

Trainees expect to have a brlef, confldentlal discussion w;th you on
the day following collection of the Classroom Leadership Recognition Forms.
They expect to f;nd out how many nomlnatlpns they have received. They've _
been'told they can read and keep the nominations. Each trainee knows that
. the nomination forms (or lack of them)} will help him to learn about wh
behaviors the people in his classroom respect as effectlve leadership, Y
will probably want to comment on any themes or consistencies that show up

in the nominations, and also on how clusely the reported behaviors' fit the

A

definition of classroom 1eader8hip (do the descriptlone cover nll aapects
\
of the definition?). Give the trainee a chance to comment on the incidents

reported on the nominations, or to describe what he has done that he ‘thinks

is leadership (even though'others may not have recogpized it), Finally,

»

find out what the trainee would like to do aﬁout his leadership in the
‘ \-‘ I ¢ v
1assroom, and get h1m to set clear, speclfle go°1° relating to ways he

wants to improve his 1eadersh1p performance. N

The trainee's manual for IRS emphao}zes self-development, not develop-

ment imposed or coerced by the instiuctor, The trainee expeetoqyou to be
. o A

153

—_...1_



11

a coach, to help him, Thus, you will have to refrain from telling him
n ¢ .
what to do, and instead, ask him what he wants to do and help him to dis=- ' :

co?er how to do it.

Preparing for the discussion ‘ , _ :

L

After collecting and checking off theAnomi;a;ions that each trainee

‘makes, you can $tart preparioé for the next day's discussions, Record the
numbeyr ofﬂhominations each trainee receives, and then read phrough the
justificat;ops for each nomination. For each trainee, jot down a few
notes to guide your, discussion with him, Ngte themes and consistencies

b
that show up in the 1nc1dents, and check to sée how many aspects of the

definition of legdership are covered in the incidents.

A

- Arrange for a place to ﬁold the discussions, Since the trainee expects
to discuésfhis skills with you confidentially, a private meeting place out-
side the olassroom is needed The best arrangement is for you and the
* %

tralnee %0 be ‘seated side by S1de at a table in a room where there w111

be no interruptions, Slnce these dlscusaiona will be quite brief (20 o

-
N ¢

20 mlnutes), ‘the space is not needed for too long o time,

Incidentally, your absence from the classroom during these discussions
will be a nice test of the classroom leadership of your trainees.

Once you ‘ve -gotten ready to talk with every tralnee, decide on the
order you w111 see thegqi Av01d talking w1th the top performers first or | -

last. The same goes for the low performers. And’make sure that you can

talk to allhyour°tréinees during the same day--a delay or postponement can

*  be very threatening,

5.
o




,their relative standing, or none of thém)i

.ment of goals,

A

Holding the discussion a

Once the trainee and you have been seated, tell him how mnny nominn-
tions he has received,, If you wish, you might also comment on his stand-

‘ing relative to other trainees (be consistent--either tell all trainees

%

* Next, give the trainee his nominations, and allow time for him to
read through them, When he has finished reading, add any comments you
have ;bout consistencies or themes, and how well his behavior fits the
definition of <classroom leaﬁersﬁip. |

It is best to ref;éin"from inte;jecting your own observations on the
trainee's leadershif, orpyour own philosophy of leadership; Under some
ciécumstances, though, yoﬁ nmay need.to add‘you; own commentary. The

_trouble is that "preaching" can get in the way of your role as a coach-

and helper. The focus should be on the trainee's actual behaviér and the

[
w2

“desired leadership behavior,

Néxt, give the trainee a chance to reflect on the nominations he hao
received, Praise his efforts when 1t is warranted. Inquire about what
.led up to the incidents reported on the reéogﬁitiop forms.

"Take time to ask how well the nomination forms agree with his ideas
about his own leadérship behavior, ThlS step is esPec1ally important for
the trainee who rece;ves one or no nominatlons, s1nce it calls for h1m to
‘report and reflect on his own view Qf his behavior, This thgn ‘leads to an '

[y

easy transition to discﬁssing development of skills and gpecific improve-

L 155 B e
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Finelly, ask the trainee what he would like to do about improving his

classroom leadership skills'(”There's always room for improvement"), Set

same goals, specific oneé, to be checked in the near future. Clear,
specific gdals lead ta better performance than general exhortations to."d;
your best" and "try harder." It is important that tLhe tnainée select and
specify the goals himself, He is likelyhgé—perfonmﬁetter if he feeis that

the goal is his own, not one that has been imposed on him, Your role is

" to help him make his goals clear and specific, and to make sure that there

DSh

Special situations

are some benchmarks for measuring attainment of the goals, ~

4

[

The coaching on leadership standing and development can be the most

véiuable part of LRS.4 It‘ﬁill be the most thallenging to you'as a Techni-

cal Training Instructor. It can also present some interesting problem

situations, Here are some tips on handling some specinl allunblong, You'd1

have to be creative and flexible in handling others that might come up.

©  Jome trainees may get no nominations, This means that their
“4¥eadership behavior is not perceived by their peers as worthy
of recognition., This fact will need to be faced, It is
probably best to face it head on,. fairly, ‘without censure,
- 7 "John, you got no nominations. Your classmates didn't report
! anything they considered important leadership behavior. How
do you feel about that?" ~From this point, you 'can discuss
the reasons behind his reaction ("You were surprised? Why is
that?" or "It's about what you.éxpected?, Why is that?", ete,),
you can discuss effective leadership behavior- (Trainee: "Well,
I really don't know what to do." ~Instructor: "What you can do .
is outlined in the definition of leadership..."), or follow
whatever approach seems most promising, If the trainee comments
that he has been trying to be a leader, ask him to describe what
he has done. This should be sufficient to move the discussion
to profitable lines, : .

s ,:1E§%g6'
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Lel

> wyv-
_ You might want to ask a trainee to make up examples of behaviors’
that are worthy of leadership recognition. Reviewing the leader-
ship definition would be one approach. Revnew1ng the sample
Classroom Leadership Recognition Forms in the Trainee's Manual
would be another, Or it might be proper sometimes to ask him to
recollect the incidents he reported in justifying his nominations
of other trainees. The point is to make sure that the trainee
understands what behaviors are viewed as effective leadership.

Even a low ability trainee who is performing poorl& on exams can
exhibit .leadership behaviors in the classroom and during breaks.
‘.. Such ingtances will require your special attention.

&

Rl B

mlght want to hold extra coachlng sessions,

The nominations might reflect popularltybas much as they reflect
leadership behavior. You will need to meke sure that the focus
is on leadership. '

*

If a trainee gives you the impression that he doesn't care - -

about LRS or developing his leadership skills, you should
discuss his views with him. Make sure he understands the -
purposes of LRS as stated in the Trainge's Manual, and em-
phasize the value to him’ of improving and using p031t1ve
leadership gkills, both in the Air Force and elsewhere..

Be sure to give préise when it is deserved.,

e
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LEADERSHIP PLANNING
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L

FORM

(1) Your Name

Date

-
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Y -
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Some Insights into Behavior Development: /An.Action Learning Case Study.

ose, The purposé of this exercise is‘to gemonstrate lgadership

Purpose
behaviors to the clasé in a way that allows them to see some -

.

< ¥
of the problems in leading others, They should gain insights
into leadership behaviors éhrough théir participation, observa-

tion, and discussion of the situation to be presented.

[8

Review the case materjals provided in this exercise very cldsely.

_~ Preparation,

e
- Reading the sets of informationrwill help yqu anticipate be-
= . 2l 1.
N i -5 ing for discussion

of ﬁhe case after its ccmplétébﬁ; This material consigts of
eight parts: spgcific procgﬁﬁ;es for you to follow (detailed
below), a general informatigh sheet, information sheets for each
of‘tﬁe four students to be difec%iy involved in the case, ﬁn- |
structions for observers, and a set of guidelines to ahsigﬁ you
) : in leading discussion of the case. Eve?yone in your class will

be: involved in the case, but you will have ta sélect four people

to perform as the four persons who will be given the parts to

SeTectathose who you think will give it”a sincere

n ' play.
effort. o P

. Procedure. Here are the steps you should take to lead_the Behavior Develop-

—

v f q ment Case Study.
/ i , . .
! 1, At the begfnning of the session, state the purpose of
s . the case study to the ¢lass. (The general purpose is
° R their‘Stgdent's Manual, but they have no more speci-
g ; . . fic information). The purpose is stated.on the first

.

! page of this exercise. You should glso say that the case *

will allow all of us in the class to see how people react

L

[ —

I

n
9
t
! .
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r

in & hypothetical leadership situation. The students
) can compare what happens here WIth their own leader-
ship behav1ors. s ‘ .
2. Select the four people to be Maier, Joe Porter,
Bill Tiffin, and Pete Mayo. «ngorm the others that
they will be observers and that their observations
are an importent part oOf the exercise,
e .
3. Distribute the General Information sheet and read it .
" aloud to everyone as they look it over. All people -
get thls sheet,

L, Dlstrlbute the appropriate 1nformat10n sheet to Sam
Maier ahd the observer sheets to each observer, Tell -
them to read their sheets over, while you talk to the
other three people, Vo

» . - .
- - 'y

®

5. Have two chairs at the front of the room. Have Maier
Slt in-one, with the other empty but fa01hg him, While
thé others are reading, take Porter, Tlffln, and Mayo
out of the room and give each his Information Sheet to
read, ‘Try to keep these three people somewhat separ- e
ated so they don t: talk to each other~ Tell Porter ’
you'll call him to. the room in about 2»m1nutes, tell
Tiffin you'll call him in sbout 10 minutes; and tell

. t o AiMayo, you'll ¢all him in sbout 20 minutes,
6. é%%f;n to the room and allow a minute or two for Maier .-
. and Observersgto finish- -reading, When Maier has
A finished tell him that "class is over" and Porter will
-be coming by soon. Then call Porter back into the room .
-7 ' (the empty chair), Maier will then begin a discussion

with him,. . : .

7. Let the discussion go for 5 minutes or until Maier and/
Porter have finished, whichever comes first,- Have
Porter return to his place,in thé class and call Tiffin
into the room. He .takes Porter's old place for dis-
. cussion’ w1th Maier., Let-this discussion proceed for*
g . 10 minutes if, necessary. Then send Tiffin back to his 3 ;,'hJ v
spot and brlng.Mayo in for another 10 minute discussion ’ |
with Maier, When this has ended, the action part of Tl 9
‘the case is over, . ‘ B

8. 'Return Maier and Mayo to regular chairs in the'group and
°  Dbegin discussion of the-case by turning to your Discus-
sion Guidelines, Continue the discussion for the next y}
- 15-20 minutes to gee what the men have learned from ‘
the -experience, ., ;

. o , ‘e
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Instructor's Diseuésion Guidelines : ) .

1, Heve two or three observers report to the group on what they - .

. saw happenlng in the three scenes, . : .

~ a~n 1]
L) -“-' -

2, Have Maier, Porter, Tiffin), and Mayo read their informatiom

sheets to the class, Then ask’ for points.about the partici-

pants' roles that the observers and Maier hadn' t seen before,

3. Analyze what happened in the discussioén process you just
observed, to get the’ group to pay attentlon to issues
like the following: . A

1

8. How did Maier attempt to show leadership behaviors?

b, Was Maier consisteﬁt in the way he approached.the
leadership problem with each of the three men when

their discussion sterted? >

¢, What were the outcomes of Maier's leadership attempts? -
What happened to-each of the other three peOple° Wes N
Maier "successful"? - Yo

d,. What were the effects on Maier?, How did he handle each
situation as it progressed and new informastion become
-available to him about the guy in the other chair?
(Note By "this time, the discussion should have revealed
the basic point that-people differ widely and a ,
’ leadepshlp approach which is effective if you're
. Lo dealing with a "Porter," might not be appropri- )
’ até, or would require some change, for another el ot
. kind of person),
- e, If Maier's behaviors were not successful, or begkfired,
try to determine why this was so,

f. Discuss what a "Maier" might do when confronted with
differences in oplnion. Be careful here, Try to get
as many suggestions as you ean; but don't force any

a > premature conclusions,” The goal here is to'make people .
aware of potential problems, not to find a "right"- .

solutlon.

g. . Close the discussion by asking everyone to try to relete
’ what happened in this session to any problems he may have
encountered so far in his own classroom behavior develop-
ment, This should provide & transition point for moving
tq analysis of cléass progress in behavior-development and .
qpat might be done in the days ahead

. Yy e
N s g =

- N o ; ’
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Information for Observers

1

e~

You are about to overhear dlscussions between Airman Maier a.nd three

. » - other people in succession:. Airman }orter, Airman Tlffin, and Sergeant

Mayo. Watch what happens and form your own conclusions about it. Look

for the following points: *
a., What is Mater trying to do in each case?
b, Is whatever he is doing working out well?

c. What is Maier doing right? What is he doihg wrong?
What is his major objective? What types of 1ea.der-
- " ship behaviors is he demonstrating?

d. What are the feellngs and goals of Porter, Tiffin,
and Mayo? :

L]
¢

~ e, How does Mayo use his higher rank (or does he)?

Jot- down notes as you listen, Do not enter imto the dis;cuss'ion.

-

will be askeg «for you.r comments when the discussion has ended.

L3
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Information for Sam Maier

2

You are an airman basic enrolled in the fundamental glectronics

the course

technical training course. Yoﬁ are about halfway thro
" end have been performing very well or your projects and exeminations.
Unfortunately, not all of the other people in the.class hive been doing
so well. You think this is unfortuna&nagééause of seversal\ reasons:
1. You have a sincere commi{ment to‘}he Air Foree and its

goals of serving the couptry, so you vant all of your

N fellow trainees to become electronics experts and succeed ” -

in training.
2:3 You have a genuine concern for the welfare of other

¢ ) .
people.. You have been brought up to respect the fkelings

" of others, and have always tried to "look out for the

other guy."
3. You feel that helping end cooperating with the other men
- will impfove attitudes and morale.of the group, which
wiil contribute to their effectiven;ss in training.
) Three of the men in your groﬁp seem to be having particular difficuvlty
in their work. Since you are on the LCI training systém, y;u haven 't
Hed @ugh time, or reason, to talk with an& oft these guys'or get to know
them. You don't e;en know vhat their problém§ are, fhey might or might

not be trying herd; in raét, they might or might nbt be caring ebout

their performance. But you have seen them noping end grumbling around




A the classroom a:fter their last'co'uple of block tests--s80 someth:fng szst

¢

be wrong. Lt ot

You have decided to seé what you can do to help each of them. The

three men, Airman Joe Porter, Airma.n Bill Tiffin, and Sergeant Pete Mayo

. are all here in class. When the instructor signals that class time is

hj
and give them help and support. You will spend a few minutes with Joe,

oveﬁou are going to gpproach them to try to learn about their problems

< then Bill, then Pete, L
PR Y
\
r "
} -
Y ‘_‘, »
. -
.
: ’ ( )
1
oy g
! wF /;‘i’
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Information for Joe Porter

You are a basf& airman in the fundamental electronics {echpical'.
training course. Yéu are about halfway through the course and have
gotten\there by the skin of your teeth. Things have really been ﬂqing
badly. You’ve had to répeat two blo k tests and barely passed the rest.
You wish you were doing better but just can't seem to cateh on to t
material. Slnsslyou are wcrkinp on the LCI system, you haven't bo ered
to talk to any of your lassmates about your problems~--besides, il

““would piobably be embaryassing. Though you've‘done well in school, you

have suddenly found it /hard to deal with mechanical things. The wath , - \

ccnes pretty easys~bdt once ybu get to that work bench on your own

n

you feel lost.

There's one guy in the class you would really like to talk to.

. -

““f? o | San Maier seems like a nice, easy-going guy you would like to make
PR ¥ I .

h?‘ 5r;rlends with. He's also sharp in electronics and does his work Juickly
<

f " and easily. It would be nice if he offered to give you a hand. You .
¢ ' ' .
feel sure he could teach you scmeth}ng and pick up your spirits. But
you're not sure he would take time to help and you don't want to make

8 fool of yourself by reking the first contact. So now you are plugsing

along as’usual but waiting for Sam to say something to you. If he

doesn'f, you'll really have to give serious thought to whether you're

.

roing to be able to cut it in this specialty field.

r ~




. Informetion for Pete Mayo

-

You are a sergeant in the electronics fundamentals technical

training course and not at all happy/abopt it. The course is ebout

half ovér and you haven't been performing up to par. This is the
first, time you've had ﬁny trouble in your Air Force career, though,
and you‘are confident that you cen make it on your own if you apply
yourself and try harder. }ou ve probably just been away from a school
classroom too loﬁg and ar? having a hard time getting into a new
specialty. You origipally thought it ﬁould be a good move to switch
over to this field but have become disillugipne& with the who%e thing.’
But thiégs should é;t better. You have enjoyed a successful career

so far, by getting*ﬁhings done and gaining the respect ?f those you've

. dealt with. This is no time to cop out, especially since there are

younger, greener kids in this class vwho might consider you an example.
Lately you've noticed that one guy in the class, Sam Maier,- has

been watching you pretty closely. You wonder what he's up to, especially

since he caught you griping to.yourself asbout that last exam you botched

up. He seems like a nice,guy and you suspect he'll probably try to

talk to you to help you over the rough parts of the rcad. - But this

is the last thing you need! You have no particuzﬁr grudge against

Sem, but your performagce is really noue of his business. You've

always been sort of independent and won't take cézéi@y from anyb;dy,

ﬁérticularly a fresh recruit”out of besic. If hé's'so good, he should

get done with his wnrg.ana ret out faster, like you're supposed to do

in LCI courses. You can teke care of youiselfﬁ¢ '

167 -
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-l;i ‘ in}ormation for Bill Tiffin ' ST
'Ypu are a basic airman in thre fundamental electronics technical
training course, You_.are about halfway throuph the course and have not

been doing top well on yodf%g?ojects and exams. This doefn't really

_ bother you too much, so long as you get by. What does hother you—is

that nobody else really seeﬁs to care about you, or anyone else but

themselves. What this pragram needs is some sociel life. If you.

could gaé together with a classmate you might be.able to have-a gogd time
&

and find some interesting extracurrié&lar things to do that would take

some of the edge qff a dull tfaining day. After all, there are -

thousands of electronics specialists in the Air Force, but how many -hanpy

-

ones are thefe? And, as you see it, that's what life is all about -
/enjo&ing yourself w;th o%her peop%a. Rather than worryins about )
hitting 95 on a block ;est, you thiak you would be better off meking
some close friends., » \ |

‘The one guy yoa would really like to budéy-up with is Sam Maier,
who is in your cla;a agd seems coal. ‘?t would be preat to talk to him
after ciass and see what you could get going between vou. You might
be able to organize a friendly game, or double date with a couple of
nicé blonds you knoa’froﬁ the WAF.;quadron. Yau figure you;ll let Sam
ﬁakeothe firgt move though. ;f he cpens Lhe door to friendship,—&ou'll

certainly take advantage of the offer. A guy could go nuts if he's

deprived of friendship for too lang in the military.
’ ),.-
e W
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Table F-1

P . 4
} Airmen Attitudes Toward Training Items
t H ]
Your Instructar in.bhis course - Taking into
& teacher he is gnd how he gets along with h

unt how effective
students.

r, .
The System 6 Révards associated with beinp’an effective student in
this traiuing program -~ Taking into account what rewards are available
and vhat.pne~must do to get them.

o
Y FeiJow Trainees in this tralining course - Taking into account how
VEI; otyer students nmake this class profitable for you, how well
Btudaﬁts get olong with one another, and the pgeneral toyetherness

of your ckass %§§§ group.

The Conten$ this gourse - Teking into account the interest,

importance § and challenge of the material required of you in the
course, ¥ A

Your own Progress in the course - Teking into account how well you
are doing in terms of performance and how quickly you are mastering
the material,

-

Your Overall satisfaction with this course -~ Taking into account
generally all factors which are responsible for how satisfied you are.

Tﬁe United States Air Force - Thinking generally of the system as
it is operating and affecting your life,

Your own Personsl Develoovment during the training you have hed so far -
Taking into account the confidence you have in your abilities to go °
out and perform effectively in your Air Force job.

How much effort are you putting into éﬁiswtraining course; how hard have
you honestly tried, regardless of how well you are doing grede-wise?

Finally, as of how you feel‘foday, would you recommend to a new airman
who was your friend that he get involved in thip technical training
progran? .

Instructor Assessmen% of Students' Effectiveness Items

Showing initiative in the class
Knowledge of substantive material taught in the ocourse

- Communication skills

Getting along with classmates

Overall pcrformhnce in“the course

Exerting effort and applying himself to the training task

v~
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Table F-2
Means from Airmen AttitudesToward Training and Instructor's
Assessment of Student's Effectiveness from Baseline

Treatment (N = 86) Across Adpinistrations

s

ADM 1 © M2 mM3 Ml

Varisbles  Mean S.D. Mean SD Mean S.D. Mean 'S.D.

1 L.,68 0.62 L6 0,75 467  0.73 L.,59 0.7k

2 3.h$ 1.01 3.47 1.05 3.28  0.95 3.1k 1.07

3 4.k  0.83 4,31 - 0.81 . 430 0.79 4.18  0.77

4 h.26 ‘0.99 .31 0.85 4,10 0.98.  3.87 1.02

5 4,26  0.80 Lok 0.91 3.87 1.05 3.70 1.1k

6 k.06~ 0.85 Lok  0.95 3.86 1,00 3.7% 1.00

7 3,39 1.25 3.38 " 1413 3.38 1.18 3.37  1.26

8 4,09 0,91 L.06 0.8 3.99  0.83 L0k 0.82

9 kot 0.8 - 3.96 0.8 ' 3.95 0.78 3.96  0.82
10 5.82 0,99 3,58  1.04 3.5 105 - 3.h2 ';voa '

{

1 3.55 010  3.77 - 0.78  3.67 0.5  3.75  0.88

2 3.52  0.78 3.55  0.89 3.49  0.99 3.55  0.95

3 3.25  0.58 3,47  0.73 3.43'° o0.8% . 3.4 0.8

4 3.2 0.57 3.38  0.71 3.45  0.72 3.48  0.75

5 3.51  0.67 3.77 0.88°  3.65 0.95 3.55  1.06

6 376 071 3.87 075 3,79 0.85 . 3.80 0.9h

. (.
A - ?r”.y, a
R
.
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Treatment (N - 56) Across Administrations -
ADM 1

Varisbles Mean ‘.S.D.
| 463
3.52.

“wr

4,13
?
4,16
}.0h
3,78
4,24
3,84
4,07

3,57
3.52
3.59
?;63

T 3.70

3,76

49 0,69

Table F-3

ADM 2

Mesh

4,59

3.23

b.32

4,13
3,80

395

3.8k
4,13
3.88
3.77

3.48

'3.35

3.lh

13,23
305h
3,66

S.D,

0.68

1.2h

0.7

1.10

1.03
1,07

1.05

0.81.

0.85

1.01

0.87

0'82

0.62

10,50

0.Th

0.72

3.69

ADY 3

Means from Airmen Attitudes Toward Training and In;:;;Etor's

Assessment of S@udent‘s Effectiveness from LATS

e

Mean S.D, Mean

Ty e

ETTY oW 2a @ Do ae

4,63 0.5  h.69

3.06 1,132 2,94
4.32 0.65  L.%o

3,980,982 o %-3+83 -

3.85 0.98 3.79
4,00 0.80 3.67

3,80 1,04 3.81 -

3.98. 0,77 4,06

© o awa

QA o ot ©
3.93 0.77 3.83

1.ol¢.m,,;_-3.,6_9_‘._1,.',;)1_;.,_?*_7._@«3_“..~

3.80 0.85  3.62

3.38 0,78 3.23

3,42 0.83 3.h2

3.l 0.TH 3.k

3.56. 0.83 3,43

3.87 . 0,70 3.68

_ . ApM W

.
. e, o
°d:§6o : U”":’ = .‘.’u '

s.D.
"o o B N R i

0.51 .
1.24 e =
0.66 ’

==0.*9h~ < w;: IR
0.87
0.96

lJIg

0.80°

o, Sin

G ewenair

0.86

0.77
0.6k
0,63 -~
0.75

0.80
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Teble F-h

*
\

!} Means from Airmen At%'j;tudés Toward Training and Instructor's

é\ % Assessment of St&gent's Effectiveness from LRS
) / é ﬂ Treatment (N = 53) Across Administrations’
Ter -'Jt ADM 1 \ADM% " ADM 3 ADM 4

e o ’”\Va.riabaea Mean 8.0, Mean s.‘ﬁ#1 Mean S.D,  Mean S.D.
) 1? 462 0.66 L.60 0.60a L.65 060 L4.78 0.48
TenTo 29 .3s o147 337 133 U327 129 3.2 1.23
L ERE:! o0 .39 0.66 SWbS 07Th W3 0.80
. mé ’ . 1; 37 '}?33&?9 .12 1.08 i'f k.12 0,97 L4.08 0.76
AN P i;;;f 3, 81 3?1 3.8k 1,21 103,67 0,97 3.5h 1,02
“‘«c\ ) \tx‘; , 6 - ;h.qe J,Oh io 3.9% o.9t;‘~ 3.88 1,03  3.9T 0.76
/j , %““*\:\gﬂj ;.377 i, 81 ‘«5191; é 83 .1.00 3.78 1.03 14,03 0.80
* o ioey 8 ' .33 °*o 'ﬂsi 4,0 0.93 14.08 0.89 .08 0.64
: ‘ h oo "b Qz hfos 0.78  3.9% 0.66 .00 0.75
3, 85 . 111 3u 1367 128 3.1 1.08  3.65 1.03
- 3.“28« 57 3.53 0.0 3.64  0.72  3.58  0.85
3,23 0517 3.28 05 352 07k 340 1.00
3.0 0.52'{ 3.35 0.63 3,22 0.58 3.4 0.85
3.15 o1 3,28 0,57 3.22 0,51 -3.58 0.79
3.30 0,58 3,39 0.85 ‘ 3.56 o0.8% 3.4 0.85
3.3k 0.59 3.60° 0.80  3.56 - 0.73 3.75 0.89
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] Teble F-5
¢—Medns from Airmen Attitudes Toward Training and Instructor's. e
o Assessment of Student's Effectiveness from CBDS

Treatment (N = 36) Across Adminjstrations

-

- ADM 1 ADM 2 ADM 3 ADM &

7

Variables Mean 5.D, Mean S.D., Mean 8.D Mean 8.D.

1 k.72  0.70 h§76 0.66 k.oth  0.62 4,60 0.70
2 342 1,27 3.9 1.23 332 1.39 340 1.19 )
:( <
3 L6k o064 k4,61 0,60 L,68 0.6k L,5%  0.70
A . '
t 4 L,k2 0.8 K28 0.73 , k.29 0,91 L.09 0.98
t i :
1 5' hto3 loll 3{85 1020 3085 1.11 3091 0079 '
t. . .
u 6 hak  o,72 k.09 0.91 k,18 0,90 3.77 1.1k
d v , .
e 7 3.67 1,10, 3.73 1.13 3.79 115  3.83 1,04
s
8 k.25 0.77 k.06 0,79 k2k 0,70 3.9% 0.87 ,
9 k22 0,72 4,12 0.74 k.2t o0.72 k.23 0.8
=10 " k,a7 0,78 -3.78 1.0 3,88 1,00 3.71 1.02 o
A 1 3.36 - 0,56 3,39 0.57 3.52 0.71 3.46 0.82
s T
8 2 3.25 0,50 3,18 0,91 3.32 0,90  33% 0.8
e - : : 2 s
s 3 3.19 0.53 3.1 0.57 3.32 0.63 3.23 0.65
a ‘\(:'«
e . s \’“ PN X
n ] 3.19 o0.,k0 3,21 0.88 3.3 091 3,37 0.9
t w4 :
5 6 3.25 +0.50 3.29 0,54 3.4Q} 0.65 3.5 0.85 '
: #
) ’ \ ,f . -
‘f . .
“ f"'&"
¢ J - -
T cﬂ% \_
I
\ e

SRR TN
-
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Means from Airmen Attitudes Toward Training from Control

Group at Chanute Air Force Base (N = 69)

ADM 1

Variables Mean

1 i .67
2 k.00
3 4,20
4 4,46
5 4,01
6 ~  h,071
T 3.73
8 o2
9 b3
10 ¥,15°

SQDC

0,66
0.89
0,83
0.7
0,92
0.98
1.01
0.81

0.96

0,82

‘Table F-6

Ao,
Mean S.D.
4,71 0.52
L.,oh 0,93
'h.3§ 0.6k
L,49 0.7k

. 3.89 102
ik 0.99
3,58 1.1k
4,26 0,76
k.19 0.77

L 3.87 1.0
< <
175

i

ADM 3
Mean S,D,
4,39 0.8

4,00 0,89
k.30 0.69
4,19 0.83
3.80 0.98

'3.93  0.96
3.80 1.2
.00 0.92
-4,09 * 0,70
4
3.78 1.07

A 15&3

- .
ADM k4

Mean S.D.
4,20 1.05
4,03 0.92
4,28 0.89
4,25 * 0.93
387 1.03
41T 1507
3.73  1.21
4.06 1.00
413 0.62
3.73 1.1k

5§
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Table F-8
3 Intércorrelations Among Aptitudes From Airmen

“ 3 .
in all Treatments at Lowry Air Force Base®

L4
¢

General Apt.

Admin, Apt. 463 . .
] (181) ‘ S
Mecl;q Apt 0 . 65 ] 33 v .
— 1+ (181) (181) - - :
7 oA oy ’ ) . .
o . Elec, Apt™  .6b R .48
- . (181) {181) (181)7"
y AFQT 32 w25 o 23T/ W5
; - (175) (a75) (a75) . (275) .
¥y T : : C =
.Gen. _’ ’ Admin, Mech.  Elee., ° AFQ‘I)':;
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Instructor Opinions About Training
oy

P2lov are several statements relevant to an instructor's role in the technical
training program. Indicate the extent to which you agree with each statement by
checking one of the five spaces below each statement.

R 1. I feel free to teach my-classes the way I vant to teach them. <

St:?on(;ly ‘agree Agree Neutral; neither Disagree Strongly Disagree
agree nor disagree . :

2, I am rewvarded for a teaching job that I do well. i

Strongly agrece Agree N;utral; neither Disagree Strongly Disaa::ce
. °  agree nor disagree

3. I'get a good variety of activities in my instruction job. ' 3

4 — e [ ——e——— N
Strongly agree Agree Reutral; neither Disagree Strongly Disagree
agree nor disagree . - a

4. The routine paperwork I have to do is excessive.

Strongly agree ~  Agree Neutral; neither ‘Disagree Strongly Disagree
agree nor disagree .

5. Offering incentives to trainees for doing well would be & good way to improve
- norale.

) Strongly egree. Agree | Neutral; neither Disagree Strongly Disagree
. agree nor disagree. -

6. Offerins incentives to trainees for doing weil vould be a good way to improve
performance.

-

s{rongly apgree Agree Neutral, neither Disegree Strongly Disagree
esgree nor disegree t - -

T. I do too much administrative swork and not enough,inatruc'tion.

Strongly agree Agree Neutral; neither Disagree Strongly Disagree
esgree nor disagree

8. I would'like to spend extra time with slower students in remedial training.

Al

e
. Strongly agree Agree Neutral; neither Disagree Strongly Disagree L.,
. ' agree nor disagree
¢ . * -
', 9, It vould be a §5csd lhea to have gxtra training time with the best students
to give them Extra advanced instction they won't get in class. . : ’

Strongly agree . Agree Neutral; neither Disegree Strongly Disz,'_;reu
agree nor disagree :
! %
- 10. I like to experiment with new approaches to instruction even though I may
not be siure they will wdrk out well.

Strollgly aé;;:— eé’wLNeuual, xeitner DiSAg'.‘ee Btrongly Disngre.:
* agrae nor_disagr?z " -




-

31. Being a.technicel instructor is a difficult Job.

.

Agree . Neutral; neither Disagree

Strohgly agree
- -. agree nor disagree

12. Being & technical instructor is & satisfying job.

Strongly Disagre2

Strongly egree Agree Neutral; neither Disagree
agree nor disagree
rd
Q -
. .
!
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