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Abstract 

 

 

The purpose of this study was to examine the relationship between leader development 

activities and leadership evaluations of cadets attending U.S. Army Reserve Officer Training 

Corps (ROTC) Cadet Summer Training Advanced Camp (AC). The Cadets are evaluated on 

their leadership attributes and competencies while demonstrating confidence in the skills and 

military operations essential at the tactical level. The Cadets completed the Army Physical 

Fitness Test (APFT), Field Leaders Reaction Course (FLRC), 12-mile road march, Basic 

Rifleman Marksmanship (BRM) and Land Navigation Written Test/Practical Exercise. CBRN/ 

TC3 (First Aid), Platoon Operations, Patrol Base Operations, and Call for Fire. The three 

research questions were answered based on an analysis of the survey responses. The researcher 

used both descriptive and inferential statistics to analyze the data. Based on the analysis of the 

data from this study, the data suggested that there was correlation between group physical fitness 

training, Night Land Navigation training, BRM, and cadet’s leadership evaluation. The findings 

revealed that there was a statistical significance between APFT, Land Navigation Written 

Test/Practical Exercise, BRM, 12-mile Ruck March and the cadet’s leadership evaluation. 

Recommendations for further research studies on the correlation between leadership 

development activities and overall leadership evaluation rating.  

  



iii 

 

Acknowledgments 

 

 

Giving honor and glory to GOD, without him nothing would be possible. Thank you, 

Jesus, for blessing me. Thank you for placing me in the right place at the right time. There is 

truly nothing like the Auburn University family. To whom much is given much is required. 

I would like to thank Dr. James Witte, Dr. Maria Witte, Dr. Jane Teel and Dr. Leslie 

Cordie. Dr. James Witte thank you for believing and having faith in me from the very beginning. 

Thank you for teaching and allowing us to learn without even knowing. Dr. Maria Witte thank 

you for always providing that boost of confidence and encouragement. There is no one that has 

that warm smile and positive attitude. “You can do it!”  Dr. Teel thank you for your mentorship, 

guidance, and candid feedback. Dr. Cordie thank you for being my strength to push through the 

long nights and early morning writing sessions. I would also like to thank my University Reader, 

Dr. Paul Harris. Simply true professionals. I consider you all members of my family.  

Sheniqua Banks and Jennifer Hillis, thank you my dear friends and dissertation battle 

buddies. We kept each other going throughout; even when we were completely overwhelmed.  

To my parents, Henry and Mary thank you for making education an important part of our 

lives. Thank you to my sisters and brother for being my biggest fans and cheerleaders. Thank 

you, Lisa, Pam, Keneasha, Keisha and ANMC family for your encouragement, love and always 

lifting my spirits. Finally, I would like to thank my loving husband and best friend Michael, my 

two boys Myles and Myron for their love and support. Mommie did it! Let’s get Motivated!! 

Love you to Infinity and Beyond! 



iv 

 

Table of Contents 

 

 

Abstract ........................................................................................................................................... ii 

Acknowledgements ........................................................................................................................ iii 

List of Tables ................................................................................................................................ vii 

List of Figures .............................................................................................................................. viii 

List of Abbreviations ..................................................................................................................... ix 

Definitions........................................................................................................................................x 

Organization of Study .................................................................................................................. xiii 

Chapter 1. INTRODUCTION ..........................................................................................................1 

 Statement of the Problem .....................................................................................................2 

 Purpose of Study ..................................................................................................................3 

 Research Questions ..............................................................................................................3 

 Significance of the Study .....................................................................................................4 

 Limitations ...........................................................................................................................4 

 Assumptions .........................................................................................................................5 

Chapter 2. REVIEW OF LITERATURE.........................................................................................6 

 Purpose of Study ..................................................................................................................6 

 Army ROTC History............................................................................................................7  

 Leadership ............................................................................................................................8 

 Leader Development Programs ..........................................................................................14 



v 

 

 Leader Development Activities .........................................................................................25 

 Leadership Theories ...........................................................................................................31 

 Leader Requirements .........................................................................................................39 

 Leader Performance and Evaluations ................................................................................43 

Chapter 3 METHODS....................................................................................................................48 

 Purpose of the study ...........................................................................................................48 

 Research Questions ............................................................................................................48 

 Research Design and Approach .........................................................................................49 

 Population ..........................................................................................................................49 

 Instrumentation ..................................................................................................................50 

 Data Collection ..................................................................................................................50 

 Data Analysis .....................................................................................................................51 

Chapter 4 FINDINGS ....................................................................................................................54 

 Purpose of the Study ..........................................................................................................54 

 Research Questions ............................................................................................................54 

 Demographic Profile ..........................................................................................................55 

 Research Questions Results ...............................................................................................56 

Chapter 5 DISCUSSION ...............................................................................................................71 

 Purpose of the Study ..........................................................................................................71 

 Research Questions ............................................................................................................72 

 Discussion ..........................................................................................................................72 

 Practical Implications.........................................................................................................73 

 Recommendations for Further Research ............................................................................74 



vi 

 

References ......................................................................................................................................76 

Appendix A Auburn University Institutional Review Board Approval ........................................93 

Appendix B United States Army Cadet Command Approval Letter .............................................94 

Appendix C Cadet Leadership Assessment ...................................................................................95 

Appendix D Army Physical Fitness Test Score Card DA Form 705 ............................................97 

Appendix E Advanced Camp Evaluation Report USACC Form 1059 .........................................98 

Appendix F Sample Land Navigation Written Exam ..................................................................100 

Appendix G Cadet’s Initial Counseling .......................................................................................101 

Appendix H Cadet OER Support Form USACC Form 67-10-1A ...............................................104 

 

 



vii 

 

List of Tables 

 

 

Table 1. Student Population by Gender .........................................................................................55 

Table 2. Student Population by Race/Ethnicity .............................................................................55 

Table 3. Chi-Square Tests for Army Physical Fitness Test Scores ...............................................56 

Table 4. Chi-Square Tests for Land Navigation Written Exam Score ..........................................57 

Table 5. Chi-Square Tests for Land Navigation Practical Exercise ..............................................58 

Table 6. Chi-Square Tests for Basic Rifle Marksmanship (Pop-up) .............................................59 

Table 7. Chi-Square Tests for Basic Rifle Marksmanship (Atl-C) ................................................60 

Table 8. Chi-Square Tests for 12-mile Ruck March ......................................................................61 

Table 9. Chi-Square Tests for Physical Fitness Training with Cadre and Cadets .........................63 

Table 10. Chi-Square Tests for Physical Fitness Training Individually ........................................64 

Table 11. Chi-Square Tests for 12-mile Ruck March Training .....................................................65 

Table 12. Chi-Square Tests for Day Land Navigation Training ....................................................66 

Table 13. Chi-Square Tests for Night Land Navigation Training .................................................67 

Table 14. Chi-Square Tests for Basic Rifle Marksmanship Training ............................................68 

Table 15. Chi-Square Tests for Gender Impact .............................................................................69 

Table 16. Chi-Square Tests for Race Impact .................................................................................70 

  



viii 

 

List of Figures 

 

 

Figure 1: Basic Officer Leadership Course Model ..........................................................................5 

Figure 2: Army Leader Development Program .............................................................................17 

Figure 3: The Hersey-Blanchard Situational Leadership Theory ..................................................34 

Figure 4: United States Army Leadership Requirement Model ....................................................40 

 
 



ix 

 

List of Abbreviations 

 

AC  Advanced Camp 

ACER  Advanced Camp Evaluation Report  

APFT  Army Physical Fitness Test 

AR  Army Regulations 

BOLC  Basic Officer Leadership Course 

CST   Cadet Summer Training 

CTO  Company Training Officer 

DA  Department of the Army 

DoD  Department of Defense 

FM  Field Manual 

LDRB  Leader Development Review Board 

MS  Military Science 

OER  Officer Evaluation Report 

PL  Platoon Leader 

PSG  Platoon Sergeant 

PTO  Platoon Training Officer  

ROTC  Reserve Officer Training Corps 

SL  Squad Leader 

  



x 

 

Definitions 

 

 

The terms used in this study and the definitions, unless otherwise states, came from the 

Advanced Camp Cadet Handbook 2017. 

 Army Leader Development Strategy (ALDS): The strategy provides a comprehensive 

approach to developing Army leaders to meet the security challenges of tomorrow. 

 (Department of the Army, 2013). 

After Action Review: A guided analysis of an organization’s performance, conducted at 

appropriated times during and at the conclusion of a training event or operation with the 

objective of improving future performance. It includes a facilitator, event participants, and other 

observers. 

Army Research Institute for Behavioral and Social Sciences (ARI): The Army’s research 

laboratory for training, leader development, and personnel research (Quinkert, Morrison, 

Fletcher, Moses, & Roberts, 2007) 

Army ROTC Advanced Course: The last two years of ROTC classes taken by junior and 

senior college students. Students who complete these classes earn an officer commission. 

Company Training Officer (CTO): Key role in training, augmented by task forces and 

committees who provide technical expertise to the Cadets while focusing on training outcomes. 

Oversees all company operations and provides daily Operations Orders to Cadet Chain of 

command. Ensures all Cadets receive minimum of 3 leadership positions during Field Training 

Exercise rotation and one garrison leadership rotation. 

Company First Sergeant: Coordinates and executes all Class I operations and deliveries. 

Direct liaison with Regimental Sergeant Major. Oversees company-level medication evacuation 
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and movement of non-emergent Cadets to Medical Treatment Facility for medical appointments 

or consults. 

Company Executive Officer (CXO): Coordinate and executes all company-level logistics. 

Conducts company-level tracking of all administrative requirements. 

Human Resources Technician (HRA):  Oversees Cadet Reception and in-processing. 

Manages Cadet Personnel files for submission to CST S-1. Assists Regimental Executive Officer 

in managing Regimental submission of Cadre awards. Coordinates with Companies for Cadet 

graduation information to include VIPs attending. Build all Leader Development Review Board 

packets for the Regimental Training Officer. Coordinates Cadet Travel/Cadet Professional 

Development Briefs with CST S-1/Cadet Actions. 

Leadership Requirements Model (LRM): A model that establishes what leaders need to 

be, know and do. A core set of requirements informs leaders about expectations (ADP 6-22, 

2012, p. iii). 

Mission Command: The exercise of authority by the commander using mission orders to 

enable disciplined initiative within the commander’s intent to empower agile and adaptive 

leaders in the conduct of unified land operations. 

Observer/Trainers (O/Ts): Primary overseer, assessor, and evaluator of Cadet training, 

development, and potential. Observes and provides feedback to Cadet Leadership (PLs, PSG, 

SL) on daily basis. Implements Cadet Leadership rotation matrix. Writes Cadet Officer 

Evaluation Reports and serves in the senior rater position. Submits personal status reports to 

company leadership. Primary Safety officer for Cadets. 

Platoon Leader: The platoon leader leads his Cadets by personal example and is 

responsible for all the platoon does or fails to do. This centralized authority enables him to 
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maintain unit discipline, unity, and to act decisively.  He must be prepared to exercise initiative 

within his company commander’s intent and without specific guidance for every situation.  The 

platoon leader knows his Cadets, how to employ the platoon, its weapons, and its systems.  

Platoon Sergeant: The platoon sergeant is the platoon’s most experienced NCO and 

second-in-charge. He or she is responsible for leadership, discipline, training, and welfare of the 

platoon’s Cadets. He sets the example in everything. He assists the platoon leader upholding 

standards and platoon discipline. His expertise includes tactical maneuver, employment of 

weapons and systems, sustainment, administration, security, accountability, protections, 

warfighting functions, and Cadet care.  

RECONDO: an acronym that combines the words reconnaissance commando, and 

doughboy, (doughboy is an archaic slang descriptor of the America infantry soldiers). 

Squad Leader: The squad leader directs team leaders and leads by personal example. He 

has authority over his subordinates and overall responsibility of those subordinates’ actions. 

Centralized authority enables him to act decisively while maintaining troop discipline and unity. 

The squad leader is the senior Infantry Cadet in the squad and is responsible for everything the 

squad fails to do. He is responsible for the care of the squad’s Cadets, weapons, and equipment, 

and leads the squad through two team leaders. 

Team Leader: The team leader leads his team members by personal example and has 

authority over his subordinates and overall responsibility of their actions. Centralized authority 

enables him to maintain troop discipline and unity and to act decisively. The team leader’s 

position on the battlefield requires immediacy and accuracy in all of his actions and is a fighting 

leader who leads by example. He is responsible for all his team does or fails to do, and is 

responsible for caring of the team’s Cadets, weapons, and equipment.  
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Organization of the Study 

 

 

This study is organized into five chapters. The first chapter presented an overview of the 

Army ROTC Cadet Summer Training (CST) Advanced Camp (AC). Thus, it also stated the 

problem, purpose, research questions, limitations and overall significance of the research. The 

second chapter guided the study with history about Advanced Camp, Leadership, Leader 

Development Programs, Leader Development Activities, Leadership Theories, Leader 

Performance and Evaluation. The third chapter defended what and how the research study was 

conducted identifying the population and sample. Additionally, the fourth chapter revealed the 

results of the study and an interpretation of data. Lastly the fifth and final chapter made 

conclusions and reinforced future recommendations for further research. 
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Chapter I: Introduction 

 

The Army Reserve Officers' Training Corps (ROTC), as it exists today, began with 

President Wilson signing the National Defense Act of 1916. Although military training had been 

taking place in civilian colleges and universities as early as 1819, the signing of the National 

Defense Act brought this training under a single, federally-controlled entity: The Reserve 

Officers' Training Corps. Army ROTC is the largest officer-producing organization with the 

American military having commissioned more than half a million second lieutenants since its 

inception. The other avenues to becoming an U.S. Army officer is through the U. S. Military 

Academy at West Point (USMA), Regular Army (RA), and Army National Guard (ARNG) 

Officer Candidate Schools (OCS) are also commissioning sources. Each entity having a specific 

mission. The Reserve Officer’s Training Corps mission is to train, educate, and inspire ROTC 

Cadets in order to commission officers of character for the Total Army. In addition, develop 

citizens of character for a lifetime of commitment and service to our Nation (TRADOC 

Publication 350-36, 2017). The former Commanding General MG Hughes stated U.S. Army 

Cadet Command puts the development of character first and foremost in all we do as we forge 

the Army leaders of tomorrow. The character of the individual military leader has never been 

more important that it is today (Hughes, 2017). 

Today, Army ROTC has a total of 273 programs located in colleges and universities 

throughout the 50 states, the District of Columbia, Puerto Rico, and Guam with an enrollment of 

more than 20,000 Cadets. It produces approximately 60 percent of the second lieutenants who 

join the active Army, the Army National Guard and the U.S. Army Reserve.  

In a speech given to ROTC Cadets at Duke University in January 2012, Chairman of the 

Joint Chiefs of Staff General Martin Dempsey singled out developing leaders as the most crucial 
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task for the U.S. military in a time of shrinking budgets (Pellerin, 2012). The development of 

leaders for the Army ROTC program is Cadet Summer Training (CST) hosted by US Army 

Cadet Command in Fort Knox, KY. It consists of Basic Camp, Advanced Camp, Cultural 

Understanding and Language Proficiency Program (CULP) and Cadet Professional Development 

Training (CPDT).   

Advanced Camp (AC) is a 31-day summer training event focused on solving complex 

problems at the squad and platoon-level.  Cadets arrive at AC with requisite leadership attributes 

and competencies to confidently demonstrate leadership ability through critical thinking and 

problem-solving capability developed during the academic year.  

Statement of the Problem 

The Army makes a substantial investment in each cadet but needs the relative assurance 

that these students can earn an academic degree, complete ROTC program and ultimately serve 

as effective leaders of soldiers and managers of government asset in an ever-changing global 

environment of conflict (Wardynski, Lyle & Colarusso, 2009). The Army ROTC program uses 

the culminating event Advanced Camp to evaluate each cadet on his or her leadership abilities 

prior to commissioning. Although previous research assesses the experience of cadets at Leader 

Development and Assessment Courser (LDAC), it mostly emphasized the relationship to salient 

psychological constructs that affect leadership (Gilson, Latimer, & Lochbaum, 2015). In 

addition, there is a lack of research related to Advanced Camp 2017-18.  The mission of 

Advanced Camp 2017-18 was designed to train Cadets, develop Cadet leadership, and provide 

feedback for individual development.  The training is intentionally stressful and is designed to 

build individual confidence through the accomplishment of tough and demanding training.  In 

addition, the training was designed to build upon the core on-campus instruction by developing 
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and accessing leadership potential in a platoon-level environment.  In most cases is it is the 

Cadet’s first exposure to Army Life on an active Army installation and one of the few 

opportunities where Cadets from across the country can have common, high-quality training 

experience. 

Purpose of Study 

The purpose of this study was to examine the relationship between leader development 

activities and leadership evaluations of cadets attending U.S. Army Reserve Officer Training 

Corps (ROTC) Cadet Summer Training Advanced Camp (AC). The Cadets were evaluated on 

their leadership attributes and competencies while demonstrating confidence in the skills and 

military operations essential at the tactical level. The Cadets completed the following leader 

development activities: APFT, Field Leaders Reaction Course (FLRC), 12-mile road march, 

Basic Rifleman Marksmanship (BRM) and Land Navigation Written Test/Practical Exercise. 

CBRN/ TC3 (First Aid), Platoon Operations, Patrol Base Operations, and Call for Fire during 

AC. For the purposes of this study the focus area is Advanced Camp. Cadets who have 

completed their Military Science Level III courses attend Advanced Camp during their junior 

and senior year of college. This study analyzed leadership assessment data collected during May 

– August 2018.  

Research Questions 

The following research questions were used in the study. 

1) Do the leader development activities (APFT, Land Nav, BRM, and 12-mile ruck march 

score) and overall leadership evaluation correlate? 

2) Does the prior training at college university level impact student performance rating? 
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3) How does gender and race impact the overall leader development rating received at 

Advanced Camp? 

Significance of the Study 

This study offers an overview of the primary U.S. Army leader development program at 

the college level. Cadet Summer Training Advanced Camp is a leadership training program 

which advances Cadets leadership skills, attributes, critical thinking, and adaptability through 

United States Army Cadet Command’s (USACC) main summertime effort: Cadet Summer 

Training (CST).  Advanced Camp integrates the principles, attributes, and competencies of the 

Cadet Character Leader Development Strategy. Other branches of service have similar leadership 

development programs designed to train the future leaders of Armed Forces. This study may 

encourage further investigation into the same topic or similar topic related to the development of 

leaders for the military services.  

Limitations 

This study examined only one third of the population of cadets who attended Cadet 

Summer Training Advanced Camp (AC) 2018. The study also did not include cadets from CST 

2017 nor 2016. Cadet Summer Training Cadet Leader Course (CLC) 2016 had a different 

mission, focus and end state was not examined. CLC focused on leadership and transition to 

becoming an Army officer. Advanced Camp focuses on a Cadet’s character and how an 

individual can strive under intense and stressful environment.  Another limiting factor is the 

resources available to each college or university program are not the same. For example, the 

ability to conduct land navigation in a southern state school is more prominent than in a northern 

state school. The training environment, the facilities classroom instruction, the number of 

instructors and university support is not equal across 273 programs. 
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Assumptions 

Cadets are prepared to execute and demonstrate competence in Basic Officer Leader Course A 

(BOLC). BOLC is a two-phased training program. Phase I is conducted prior to commissioning 

and focuses on leader development activities such as squad tactics, Reconnaissance and 

Commando (RECONDO) training, Army Physical Fitness Test (APFT), Land Navigation, Basic 

Rifle Marksmanship, 12-mile road march, Confidence Course, First Aid and Chemical, 

Biological, Radiological & Nuclear (CBRN). Newly commissioned officers are prepared to 

attend BOLC B; officer branch specific/technical certification. The course is designed to produce 

officers who are technical and tactical proficient, adaptive, agile and dedicated to effectively lead 

upon arrival to their first unit of assignment see Figure 1 for the Basic Course Leadership Model. 

Cadets attending leadership skills are not set in stone and they are able to be adaptive and agile 

during Advanced Camp.  

 

Figure 1. Basic Officer Leadership Course Model. Adapted from Department of the Army, 

TRADOC Regulation 350-36, Basic Officer Leader Officer Leader Training Policies and 

Administrations (Fort Eustis, VA: Government Printing Office, 2017).   
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Chapter II: Literature Review 

Chapter II discusses the Army ROTC Advanced Camp History, leadership definitions, 

Leader Development Programs; Army, Air Force, Navy, leader development activities, 

leadership theories, leader requirements and concludes with leader performance and evaluations.  

Purpose of Study 

The purpose of this study was to examine the relationship between leader development 

activities and leadership evaluations of cadets attending U.S. Army Reserve Officer Training 

Corps (ROTC) Cadet Summer Training Advanced Camp (AC). The Cadets were evaluated on 

their leadership attributes and competencies while demonstrating confidence in the skills and 

military operations essential at the tactical level. The Cadets completed the following leader 

development activities: APFT, Field Leaders Reaction Course (FLRC), 12-mile road march, 

Basic Rifleman Marksmanship (BRM) and Land Navigation Written Test/Practical Exercise, 

CBRN/ TC3 (First Aid), Platoon Operations, Patrol Base Operations, and Call for Fire during 

AC . For the purposes of this study the focus area is Advanced Camp. Cadets who have 

completed their Military Science Level III courses attend Advanced Camp during their junior 

and senior year of college. This study analyzed leadership assessment data collected during May 

– August 2018.  

Research Questions 

The following research questions were used in the study. 

1) Do the leader development activities (APFT, Land Nav, BRM, and 12-mile ruck march 

score) and overall leadership evaluation correlate? 

2) Does the prior training at college university level impact student performance rating? 
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3) How does gender and race impact the overall leader development rating received at 

Advanced Camp? 

Army ROTC History 

On June 3, 1916, Congress recognized the need for an expanded military reserve to 

supplement the National Guard and it passed the National Defense Act. The National Defense 

Act provided for the establishment of the Officers’ Reserve Corps. It took over forty years for a 

change to take place on the commissioning component. The ROTC Vitalization Act of 1964 

solidified ROTC’s role as the primary source of active-duty Army Officers and the program of 

instruction for Army ROTC became more closely aligned with college education than ever 

before. The act allowed for the establishment of Army ROTC scholarships and monthly stipends. 

High school students can be awarded 4-year or 3-year scholarship upon graduating from 

high school. Monthly stipends are issued to contracted students. A contracted student makes a 

commitment to commission in the U. S. Army as a Second Lieutenant. While attending the 

university or college of choice the student takes courses taught by the Military Science 

Department. The last two years of Army ROTC the student is enrolled in the Advanced Course. 

It includes a six-week summer Advanced Camp between the junior and senior years. They must 

graduate from the Advanced Camp as one of the requirements to be commissioned as Army 

Officers. 

Since 1997 Joint Base Lewis-McChord, Washington, Fort Lewis was the home of Cadet 

Summer training. Initially known as National Advanced Camp from 1997 to 2002; National 

Advanced Leadership Camp from 2002 to 2004; and Leader Development and Assessment 

Course (LDAC) Operation WARRIOR FORGE 2004 to 2014. In 2014, Cadet Command made 

the decision to relocate all ROTC summer training to Fort Knox, Kentucky its current location. 
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The relocation offered more opportunities for new hands-on training including cultural 

awareness and overseas immersion. In 2015, it was renamed Cadet Leader Course (CLC) and 

Cadet Initial Entry Training (CIET) Course. Another renaming occurred during the summer of 

2016 to its current name Advanced Camp. The Army ROTC program uses the culminating event 

Advanced Camp to evaluate each cadet on his or her leadership abilities.  

Leadership 

Leadership is heavily emphasized and expected from everyone in the Army regardless of 

designated authority or recognized position of responsibility (Department of the Army, 2012). As 

a result, all soldiers must have a basis of understanding of what leadership is and does 

(Department of the Army, 2012). Leadership is paramount to the success of any army (Roberts, 

2018). Most definitions reflect the assumption that it involves a process whereby intentional 

influence is exerted by one person over other people to guide, structure, and facilitate activities 

and relationships in a group or organization (Yukl, 2002). The following are definitions of 

leadership. 

• Leadership is viewed as an influence process that occurs naturally within a social 

system and is shared among its members (Yukl, 1998) 

• A process in which one or more people engage with others in such a way that 

leaders and followers raise one another to higher levels of motivation and 

morality (Burns, 1978). 

• The Army defines leadership as the process of influencing people by providing 

purpose, direction, and motivation to accomplish the mission and improve the 

organization (ADP 6-22, 2012). 
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• The Air Force defines leadership as the art and science of motivating, influencing, 

and directing Airmen to understand and accomplish the Air Force mission in joint 

warfare (AFDD 1-1, 2011). 

• The Navy defines leadership as the art, science, or gift by which a person is 

enabled and privileged to direct the thoughts, plans, and actions of others in such 

a manner as to obtain and command their obedience, their confidence, their 

respect, and their loyal cooperation (U.S. Naval Academy, 1984). 

• The Navy defines leadership with a list of principles. (Center for Personal and 

Professional Development, 2015) 

o Principles of Naval Leadership 

▪ Know yourself and seek self-improvement 

▪ Be technically and tactically proficient 

▪ Know your subordinates land look out for their welfare. 

▪ Keep your subordinates informed 

▪ Set the example 

▪ Insure the task is understood, supervised and accomplished. 

▪ Train your unit as a team. 

▪ Make sound and timely decisions. 

▪ Develop a sense of responsibility among your subordinates 

▪ Employ your command in accordance with its capabilities 

▪ Seek responsibility and take responsibility for your actions. 

• The Marine Corps defines leadership with a list of traits (Air University Strategic 

Leadership Studies Marine, 2012). 

o Marine Corps Leadership Traits 

▪ Justice 

▪ Judgment 

▪ Dependability 
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▪ Initiative 

▪ Decisiveness 

▪ Tact 

▪ Integrity 

▪ Enthusiasm 

▪ Bearing 

▪ Unselfishness 

▪ Courage 

▪ Knowledge 

▪ Loyalty 

▪ Endurance 

• The Coast Guard’s definition of leadership is: You influencing (or inspiring) 

others to achieve a goal (U. S. Coast Guard, Performance Improvement Guide, 

2014). 

• Leadership is accepting responsibility to create conditions that enable others to 

achieve shared purpose in the face of uncertainty (Ganz, 2010). 

• Leadership is all about getting people to work together to make things happen that 

might not otherwise occur or to prevent things from happening that would 

ordinarily take place (Taylor, Rosenbach, and Rosenbach, 2009). 

• Leadership is influencing other to follow (Lorsch, 2010) 

Ladkin and Taylor (2010) identified leadership from a scientific viewpoint that offers 

processes to assist leaders in taking an element of the art out of the equation. Even though the 

definition is still evolving, there is an overwhelming consensus among theorists that leadership is 

probably different from management and it is not a one-person social process (Ott, 1989).  

Leadership has many definitions and takes on many different forms. Your leadership 

footprint is surely the aggregate of all the things you do and say – not all the things you know 
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(Radka, 2019).  Ethical and effective leadership has a great impact on an organization. In an 

article by Mango (2018) Chic-fil-A models ethical and effective leadership. Their leadership 

philosophy is built around the word serve because they believe that great leaders see the future, 

engage and develop others, reinvent continuously, value results and relationships and embody 

values.  In order for a person to be a successful leader and exhibit the leadership skills that are 

accepted and praised by the dominant culture, there must be followers or people whom the leader 

can lead. On a basic level leadership is broken up into three components including: (a) 

individuals leading others; (b) individuals’ personal resources (i.e. ability, past experiences, etc.) 

to lead; and (c) the process of how those resources are manipulated to lead (Fallesen, Keller-

Glaze, & Curnow, 2011).   

Leadership is one of the most important factors that determine the overall performance of 

an organization (Lussier & Achua, 2012). To the contrary Hogg, Van, Knippenburg and Rast 

(2012), Believes how leaders in organization’s delegated duties, make decisions and interact with 

other members either positively or negatively affects employee output and thus influences the 

attainment of the overall organizational objective. 

Despite the multitude of ways in which leadership has been conceptualized, the following 

components can be identified as central to the phenomenon: (a) Leadership is a process, (b) 

leadership involves influence, (c) leadership occurs in groups, and (d) leadership involves 

common goals (Northhouse, 2019). Leadership is a process where an event takes place between 

the leader and the followers. The event or action is more collaborative in nature. Leadership 

encompasses influence. It is concerned with how the leader affects followers and the 

communication that occurs between leaders and followers (Ruben & Gigliotti, 2017). If 

influence is missing there is no leadership. It involves influencing a group of people to achieve a 
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common goal. Leadership focuses on the ways to achieve the common goal. The leadership 

process includes leaders and followers. Leaders are engaged in the leadership behavior and 

followers are receiving the directions and guidance. Leaders and followers must be able to 

identify when things effect the organization in a negative manner. 

Abusive and toxic leadership behaviors can have a negative impact on the organization. 

According to Tepper (2007), abusive leadership is defined as employees’ perception of the extent 

to which a leader engages in verbal and nonverbal behaviors – such as public ridiculing and 

belittling, intimidating, displeasing, or upsetting. Participants in a study conducted by Starratt & 

Grandy (2010) revealed that working in an abusive environment increased anxiety levels, inside 

and outside of work. Some participants also described physical responses to the abuse they 

experienced such as justifying retaliation against the person who wronged them.  

The military has faced its challenges with leaders having a negative impact on the 

organization by displaying toxic leadership.  Toxic leadership is a combination of self-centered 

attitudes, motivations, and behaviors that have adverse effects on subordinates, the organization, 

and mission performance (ADP 6-22, 2012).  It is an apparent lack of concern for the well-being 

of subordinates, a personality or interpersonal technique that negatively affects organizational 

climate, and a conviction by subordinates that the leader is motivated primarily by self-interest 

(Reed, 2004).  A study conducted in 2009 with members of Command General Staff College 

(CGSC) course stated those who experienced toxic leadership reported that they were 

significantly less satisfied with pay and benefits; relationships with coworkers, supervisors and 

subordinates; the kind of work they did; and their jobs (Reed, Olsen, & Min, 2010). This same 

study recognizes that we will probably never eliminate the problem of toxic leadership, but 

suggest that there should be more vigorous intervention to identify and deal with destructive 
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leaders. It is not enough to merely fire toxic leaders, it is also necessary to identify and modify 

the systems that support and encourage them (Kusy & Holloway, 2009). The key for leaders is to 

be able to identify when issues or concerns are taking place within the organization. The 

supervisor, manager or officer in charge implement corrective actions as soon as possible to 

foster a positive work environment to grow future leaders of the organization. 
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Leader Development Programs: Army, Air Force, and Navy 

Leader development programs are not unique to any organization. They are developed to 

improve quality and efficiency in healthcare, train cadets how to operate in an austere 

environment, strengthen physician’s leadership competencies and improve organizational 

performance. Organizations spend vast sums of money on leadership development each year 

with costs of education and training in leadership development increasing (Peters, Baum & 

Stephens, 2011). On the other hand, despite $50 billion being spent annually by employers 

around the world, only 37% of leaders rated their organization’s leadership development 

program as effective—a percentage that has remained stagnant over the past seven years 

(Development Dimensions International, 2014). Based on the amount of resources spent; 

organizations should have the best leaders and leader development programs. However, the need 

for leaders at all levels is one of the 12 issues identified in the Global Human Capital Trends 

2014 survey published by Deloitte University Press. Deloitte researchers point out that 

leadership remain the number one talent issue facing organizations around the world, with 86% 

of respondents to the survey rating it urgent or important (Radka, 2019).  

Leader development is imperative to privately owned business, the medical field and the 

education field. For example, placing an emphasis on the high-quality principals who has gone 

through leader development programs are associated with increased high school graduation rates 

(Colia & Green, 2012). States are required to adhere to the Every Student Succeeds Act (ESSA). 

The ESSA provides opportunities for states to invest in developing and supporting effective 

school leaders (Espinoza & Cardichon, 2017). Vermont is leveraging the Title II 3% leadership 

set-aside to create and implement the Vermont Leader’s Professional Learning 

Academy/Institute, targeted to leaders in schools identified for improvement (Vermont Agency 
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of Education, 2017). North Dakota is creating a multi-tiered leadership academy to develop 

principals as effective leaders. One way the state is doing this is by implementing a Leadership 

Academy to ensure that North Dakota principals have the resources and support they need to be 

effective leaders (North Dakota Department of Public Instruction, 2017). Leadership 

development remains an important issue based on the amount of resources devoted to preparing 

organizational leadership for current and future requirements (Peters, et al., 2011).  

Developing leaders for the future is key to long term success. Highly effective leader 

development programs incorporate education, training and experience including feedback and 

mentoring in a logical and systematic process so that leaders will know and understand 

leadership principles, acquire fundamental leadership skills, and have opportunities to practice 

what they have learned (Csoka, 1998).  Creating a leadership pipeline filled with competent, 

trained, and educated cadets is the responsibility for senior leaders. When senior leaders are 

involved in the teaching and learning of junior leaders it has shown to be an effective tool. 

Leadership development programs for every government organization or business is a 

priority. Each agency has a vested interest in continuing and growing their current footprint. 

They see it has an obligation not only to the organization but to the personnel who are employed. 

Groves (2007) conducted a study on a group of 30 Chief Executive Officers and human resource 

executives across 15 best practice organizations. He found that the best practice organizations 

effectively integrated leadership development and succession planning systems by fully utilizing 

managerial personnel in developing the organization's mentor network, identifying and codifying 

high potential employees, developing high potentials via project‐based learning experiences and 

manager‐facilitated workshops, establishing a flexible and fluid succession planning process, 
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creating organization‐wide forums for exposing high potential employees to multiple 

stakeholders, and establishing a supportive organizational culture.  

According to Amagoh (2009), leadership development should be comprehensive and 

systematically integrated into the organizational culture in order to produce leaders who can deal 

adequately with organizational challenges. Further, studies have linked leadership programs with 

a variety of specific developmental outcomes including civic responsibility, multicultural 

awareness, skill development, and personal and societal awareness (Cress, Astin, Zimmerman-

Oster, & Burkhardt, 2001; Posner, 2004). 

One of the more systematic efforts to evaluate the development of leadership in the 

military was conducted by Streufert et al. (1988).  Streufert et al. assessed the impact of training 

on the development of more flexible, integrative thinking among officers. The desired outcome 

for the cadets attending cadet summer training is to pass with stellar ratings. To succeed in this 

highly competitive operational environment the Army recognizes that every leader, especially its 

most junior officers, must be competent, confident, and adaptive and demonstrate critical and 

innovative thought.  

The Army’s Leader Development program (ALDM) shown below, (See Figure 2) is 

based on the interaction of three pillars or developmental domains. The three core domains that 

shape the critical learning experiences throughout a soldier’s and leader’s career are the 

operational, institutional, and self-development domains. These three pillars correspond to Hunt's 

(1991) comprehensive summary of leadership development activities that focus on the use of 

education, training, and on-the-job experiences to promote development. The institutional base is 

the foundation upon which we develop leaders to realize their maximum potential as stated in a 

Department of the Army Pamphlet (DA Pam 350-58). 
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The operational training domain is the training activities organizations undertake while at 

home station, at maneuver combat training centers, during joint exercises, at mobilization centers 

and while deployed.  Advance Camp is the operational domain training program for future 

commissioned officer.  It provides the knowledge and develops the leadership attributes and 

competencies at the right time for increased responsibility at the current and future rank or grade 

(ALDM, 2013).  The self-development training domain is planned, goal-oriented learning that 

reinforces and expands the depth and breadth of an individual’s knowledge base, self-awareness, 

and situational awareness; complements institutional and operational learning; it enhances 

professional competences and meets personal objectives (Army Doctrine Publication 7-0, 2012).  

 

 

 

 

 

 

 

 

 

 

Figure 2. Army Leader Development Model, Adapted from Army Leader Development Strategy 

2013 
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The Army, Navy, and Marine Leader development programs foster the idea that leadership 

development is doing an action and learning from the experience. Each cadet that participates in 

the programs are developing their leadership skills and learning about themselves. 

 

Army Leader Development Program 

Army Reserve Officer Training Corps (ROTC) evaluates Cadets on their leadership 

development during Cadet Summer Training Advanced Camp. According to Leskiw and Singh 

(2007), in order for leadership development to be successful a system that encompasses formal 

training and action learning is necessary. Advanced Camp is considered a critical event for 

Military Science Level III Cadets normally conducted during the summer of their junior year in 

college or university. Advanced Camp (AC) is a 31-day summer training event focused on 

solving complex problems at the squad and platoon-level. Cadets arrive at AC with requisite 

leadership attributes and competencies to confidently demonstrate leadership ability through 

critical thinking and problem-solving capability developed during the academic year.  Advanced 

Camp is conducted in four phases listed below.  

Advanced Camp Phase I – Reception and Staging:  Through this initial 5-day phase, 

Cadets gain an understanding of the USACC CG’s expectations including training outcomes and 

the assessment process.  They demonstrate that they are physically prepared to continue 

Advanced Camp.  All Cadets complete in-processing and SRP, administrative briefs, and 

introductory training focused on Team building events.   

Advanced Camp Phase II – Onward Movement:  Continuing through the 4-day onward 

movement phase, Cadets will demonstrate competence in individual BOLC-A tasks to evaluate 

their potential for continued progression in AC.  Onward movement includes the following 
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training tasks to prepare for integration: APFT, patrol base training, pre-marksmanship 

instruction through qualification, C3, map reading, call for fire trainer, first aid, CBRN, and peer 

evaluation.  

Advanced Camp Phase III – Integration:  Through the 6-day Integration phase, Cadets 

will demonstrate confidence in Squad tactics and understand Platoon operations to prepare for 

the deployment phase.  The focus of integration is squad capability as they navigate through 

training tasks to include land navigation, squad battle drills, troop leading procedures, and 

patrolling.   

Advanced Camp Phase IV – Deployment:  Over the 10-day Deployment phase, Cadets 

will apply individual and collective fundamentals of tactical operations.  They demonstrate 

leadership abilities and competence in field craft while planning, deploying, and conducting two 

rigorous FTXs encompassing multiple missions. 

Advanced Camp Phase V – Redeployment and Reintegration:  The final 7-day phase 

includes branch orientation / roundtable, keynote speakers, Family day, graduation, and 

commissioning (as applicable).  The outcome is Cadets value reflection, counseling, and 

mentorship in a way that inspires professional growth, promote lifelong learning, and become 

stewards of the profession. AC builds upon on-campus training and develops the Cadet’s small 

unit leadership ability in a tactical environment.  The leadership experience supports continued 

leadership development during the MS IV year while forming the presence and competence of a 

U. S. Army Lieutenant within each Cadet. 

The Army must develop leaders comfortable making decisions with available information 

and prepared to underwrite the honest mistakes subordinates make when learning. These same 

leaders must also be capable of developing others to be adaptive, creative, professional, and 
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discipline to execute any mission (FM 6-22). Establishing a foundation for leader development 

program is a logical beginning point for leader development programs (Eich, 2008; Zimmerman-

Oster & Burkhardt, 1999). Hofmann and Johnston (2005) described a successful leader 

development program that engaged participants in foundation-building activities. Mumford et al. 

(2000) commented that people must acquire base concepts, learn what is expected of them, and 

apply these concepts in well-structured, relatively concrete situations before developing skills 

needed to solve more complex leadership problems.  

Leader development not only applies to the cadets, Cadre members receive training as 

well. The cadre participate in the Leader Certification Program (LCP). The course is taught using 

the train-the-trainer format by expert educators from the Asymmetric Warfare Group at the 

Observer Controller/Trainer Academy at Fort Knox, Kentucky. The training is conducted for 10 

days prior to each Advanced Camp Regiment; provide the Advanced Camp Regimental Platoon 

Cadre with highly trained, competent and focused Officers and Noncommissioned Officers to 

enhance adaptability in training and education for the Cadre and support Cadet training and 

evaluations. 

 

Air Force Leader Development Program 

Leader development takes place across all branches. Air Force ROTC’s mission is to 

develop quality leaders for the Air Force. The Cadets leadership abilities are evaluated during 

Leadership Evaluation and Development (LEAD) Training. LEAD completion is mandatory to 

receive an Air Force commission through AFROTC. The program is designed to evaluate 

military leadership and discipline, to determine the potential for entry into the Professional 
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Officer Course (POC) and stratify the students among their peers. The POC is designed to 

prepare the selected students for military officer duty. 

The AFROTC program is like Army ROTC program in which students receive training 

during their first two years of college to prepare them to attend the leader development training. 

One key difference between the two programs is AFROTC cadets are selected to attend field 

training and the AROTC Cadets attend Advanced Camp when they are medically qualified and 

completed their Military Science III level course.  LEAD training is a four-week program that 

test the cadet’s strength and weakness in various situations.  Leadership development is always 

under revision to ensure our future leaders are receiving adequate training to lead this great 

nation.  Eight years ago, the Air Force saw the need to revise their leader development program 

by adding 10 hours of hand-to-hand combat instruction to the field training. The Cadets receive 

11 days of traditional training such as marching, leadership, and orientation courses. Nearly half 

of the curriculum is deployment and combat training; six days of expeditionary training at the 

Maxwell Air Force Base Thunder tent city and six days of intense combat operations training at 

Army National Guard’s Camp Shelby Joint Forces Training Center in Mississippi. The additions 

were made to standardize officer accession training and instill a “warrior ethos” as directed by 

the Air Force Chief of Staff (Lake, 2008). Leader development is important during the freshmen 

and sophomore year of college. According to a study conducted by Shannon (2013) cadets who 

are considered high performers at their detachment are being identified as high performers at the 

field training encampment. 

As the world changes, the enemy changes and the threat changes. Our military leaders 

must be prepared to encounter the unknown. Leader development is essential to all Armed 

Forces. In November 2010, the Air Force chief of staff tasked the Air Force Research Institute 
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(AFRI) to review current Air Force leader development. The research team focused was on the 

preparation of Airmen and challenges young leaders will encounter as they enter the Air Force. 

The study first identified leaders must be physically and mentally prepared to operate in an 

austere environment with limited resources. Second, based on evolving level of technology 

enhancing daily awareness of cyber security is a vital. Lastly, cooperation at all levels of 

leadership is imperative because the economic power is shifting for the United States.  

The Air Force has adopted a leadership model based on the principle that leadership 

skillset is teachable (Fleishman, Hardings, Jacobs, Mumford, & Zaccaro 2000; Garic, 2006; 

Reithel & Finch, 2007). These common threads of leadership skill development were 

incorporated in the Air Force’s leadership development process in the form of a three-tiered 

leadership model codified in Air Force Doctrine Document 1-1 (AFDD 1-1) (U.S. Department of 

the Air Force, Leadership and Force Development AFDD 1-1 2004). 

 

Naval Leader Development Program 

The Navy’s philosophy is one of lifelong learning and self-development. In Naval 

Leadership, Voices of Experience, the editors describe the philosophy:  

Education is not necessarily tied to a formal learning teaching relationship; it is 

often accomplished at a personal level. The civilian phrase for this type of 

education is on-the job training. Have you ever heard the cliché “trained but not 

educated” in reference to the kind of learning done at the Naval Academy? This is 

incongruous, because a good naval officer – that is, a true leader – is indeed well 

trained, but his training is the most sophisticated education in the world. He 

listens, absorbs, studies, and practices over and over, in a seemingly endless 

course of development. This kind of activity is essential to the leader. The ideal is 

not to be well trained once, but to be always in training! (Montor, K 1998). 

 

More than ninety studies, reviews, and boards have examined the Navy’s officer 

leadership, training, and education practices, in a continuing effort to produce an enduring and 
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integrated system of officer development. Nevertheless, the Navy has been unable to reconcile 

the symbiotic relationship among training, education, and experience, and this inability has left it 

unprepared to meet the challenges inherent in the vision of the Chief of Naval Operations (CNO) 

to develop 21st century leaders (CNO Guidance, 2007). The 2017 Command Charter from the 

Naval Leadership and Ethics Center (NLEC) reflects the necessary change mentioned by the 

Chief of Naval Operations. Delivers first-rate, role-specific leader development that builds 

confidence and competence in attaining leader development outcomes in our Navy professionals, 

from Seaman Recruit to Captain, NLEC retains at its core responsibility to develop leaders at the 

command level, including Major Command, Commanding Officer, Executive Officer, and 

Command Master Chief/Chief of the Boat.  

Naval ROTC also trains and evaluates their students’ (midshipmen) leadership skills 

during the academic school year and during the summer training. During the academic year each 

student is assigned to a position of responsibility prior to commissioning to develop their 

leadership skills. Summer training known as Summer Cruises is required for all NROTC 

scholarship midshipmen during each summer between the freshman and senior years. Summer 

Cruises are commissioning requirement (ROD, 2012). The summer training conducted before the 

student’s (midshipmen third class) sophomore year is called Career Orientation and Training for 

Midshipmen (CORTRAMID). The summer training conducted before the student’s (midshipmen 

second and first class) junior year is called Atlantic/Pacific training of Midshipmen 

(LANTRAMID/PACTRAMID)  

The training is conducted in four phases (Aviation, Submarine, Surface, & Marine 

Corps). The training objective for the aviation phase is to indoctrinate the midshipmen in the 

concepts, roles and mission of Naval Aviation. The submarine phase focuses on the roles and 
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missions of the Fast Attach and Fleet Ballistic Missile submarines. During the surface phase they 

learn the missions of the surface forces of the Navy.  As the training comes to an end the last 

phase focuses on the concepts, roles and mission of the United States Marine Corps. This 

training includes active participation in small unit tactics, weapons firing and amphibious 

assaults. The students (midshipmen first class) with the goal of becoming a Marine officer attend 

Officer Candidates School (6-week course) at the Marine Corps Combat Development 

Command in Quantico, Virginia. 

Based on the performance at their college or university and their level in the program 

they are selected and/or assigned to various assignments.  The student can be assigned to a 

nuclear submarine or nuclear surface vessel receiving a Nuclear Power designator. Another 

option is Afloat Aviation where A student can also be assigned to train aboard a carrier with the 

possibility of having flight time or train with a Navy aviation squadron.  Only a small percentage 

of students are selected for Foreign Exchange Training of Midshipmen (FOREXTRAMID) and 

Japanese Maritime Self-Defense Force (JMSDF) Exchanges.  

The Army, Air Force and Naval ROTC programs take pride in developing leaders to 

serve and uphold the values of our country. A lot of resources, time, effort, and money are 

dedicated to train our future leaders. The current leaders are retiring from the Armed Forces and 

future leaders are following in their footsteps. These new leaders will begin their training for 

leader roles on the college campus (Haber & Komives, 2009). As the most dynamic component 

of combat power, leadership has won the day in countless battles and will continue to do so as 

long as our military remains in existence (Washington, 2001). 
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Leader Development Activities 

Leadership development refers to any activity that enhances the capability of an 

individual to assume leadership roles and responsibilities. Leader development activities must 

maintain the vision of developing leaders to execute mission command. Courtesy of Cadet 

Command Advanced Camp page.  Leader development activities must maintain the vision of 

developing leaders to execute mission command. Because the development of effective leaders is 

the main goal of the U.S. Army ROTC program (Vechio, Bullis, & Brazil, 2006), it is not 

surprising that training is designed to best prepare cadets for commissioning as second 

lieutenants upon successful completion of the program. Cadets will demonstrate competence in 

individual Basic Officer Leadership Course (BOLC-A) tasks, squad tactics, and RECONDO 

training: APFT, Land navigation, Basic Rifle Marksmanship (BRM), 12-mile foot march, 

Confidence, First Aid, CBRN and Call for Fire (CFF). 

 

Army Physical Fitness Test 

The Department of Defense (DoD) considers fitness tests as a reflection of the general 

health and well-being of a service member but acknowledges that a higher level of fitness is 

required to perform job-related activities (U.S. General Accounting office, 1998). The Army 

Physical Fitness Test (APFT) is a numerical measure of physical fitness based on a Soldier’s 

ability to perform pushups, sit-ups, and a two-mile run (FM 7-22). The Army FM 7-22 is the 

base document which guides physical fitness programs throughout the Army. It states 

specifically that the APFT is a measure of general health and wellness.  

The APFT is a three-event test which assesses muscular and cardio-respiratory 

endurance. The events are conducted in a specific order: pushups, sit-ups, and the two-mile run, 
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with no exception to the specified order. Cadets are allowed a minimum of 10 minutes and a 

maximum of 20 minutes rest between events. All three events must be completed within two 

hours with scores annotated on DA Form 705, Army Physical Fitness Scoreboard, May 2010, 

Appendix D. The APFT provides an accurate assessment of each Cadet's fitness level. Cadets are 

also briefed on the importance of physical training as a part of a comprehensive individual 

combat readiness plan. 

 

Land Navigation 

The land navigation training outcomes develop, assess and train Cadets in basic 

dismounted land navigation skills. Cadets demonstrate their ability to perform basic land 

navigation skills during day and night conditions on a verified course in varied terrain. Cadets 

are also taught advanced land navigation skills and associated tasks, which include mounted land 

navigation, range estimation, terrain analysis, and call for fire. The Land Navigation evaluation 

consists of three events totaling 100 points a must pass event to successful complete Advanced 

Camp. The written examination see sample in Appendix F is worth 20 percent. Cadets must 

answer 14 out of 20 questions to pass. The day Land Navigation test is worth 50 percent where 

Cadet must navigate correctly to 4 out of 6 points within 5 hours. The night Land Navigation test 

is worth 30 percent where Cadet must navigate to 3 out of 5 points within 3.5 hours. 

 

Basic Rifle Marksmanship 

The Basic Rifle Marksmanship (BRM) training familiarizes Cadets with select U.S. 

weapons, capabilities and employment techniques.  From the very beginning they are taught the 

basic safety step of handling the weapon. 1) Weapons on safe until target is identified and 
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acquired. 2) Muzzle awareness. 3) Finger outside of trigger well until sights are on the target. 4) 

Every weapon is always treated as loaded. Cadets receive training in order to conduct 

zero/qualification with the M4/M16A2 and to gain confidence in their assigned weapon and in 

their training by engaging targets on the range. 

 

RECONDO Badge 

The RECONDO badge is awarded to Cadets who display superior skills at Advanced 

Camp. They must exceed the standards in APFT, confidence courses, land navigation, 

marksmanship, first aid, CBRN, and the 12-mile foot march. To earn this badge of honor, cadets 

must: 

a) Score 90 points or higher in each event of the APFT. 

b) Score “expert” in basic rifle marksmanship. 

c) Score at least 90 percent on written land navigation testing. 

d) Successfully locate five out of six points on the land navigation course. 

e) Receive a first-time “go” on the first aid test, the call-for-fire exercise and all 

Confidence Course obstacles. 

f) Complete the 12-mile foot march in less than three hours. 

g) Pass all graded leadership opportunities. 

h) Not have been involved in any moral or ethical violations throughout camp. 

 

Confidence Training 

Confidence training includes rappel training, the slide for life, log walk/rope drop, and 

confidence and obstacle courses. Confidence training is designed to challenge the Cadets' 
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physical courage, build confidence in personal abilities, and help them overcome fear. At the 

rappelling site, each Cadet executes one 70-foot rappel and several 37-foot rappels. Cadets 

demonstrate confidence in their ability to overcome fear of heights by executing the 

confidence/obstacle course, log walk/rope drop and slide for life. 

 

Chemical, Biological, Radiological & Nuclear (CBRN) 

Cadets are trained on CBRN tasks to develop confidence in the U.S. Army's protective 

mask and chemical protective clothing. Cadets learn to correctly wear, operate and build 

confidence in their CBRN clothing and equipment. Cadets will gain an understanding of the 

leadership challenges and constraints associated with operating in a CBRN environment. In 

addition, they will gain an understanding in the difference between CBRN threats and hazards 

and the terms threat reduction cooperation, contamination avoidance, and chemical warfare. 

Cadets receive a brief on the relationships between individuals and groups that may seek to harm 

the United States and how it is critical to supporting the nation’s strategy to combat Weapons of 

Mass Destruction (WMD) (AC – Cadet Handbook, 2017).  The culminating experience at CBRN 

is exposure to the effects of live tear gas in the CBRN gas chamber. 

 

Tactics Training 

In the first block of tactics instruction, Cadets learn individual battlefield skills, 

movement formations, techniques and procedures necessary for subsequent tactical training at 

the squad level. Movement refers to shifting of forces on the battlefield.  The key to moving 

successfully involves selecting the best combination of movement formations and movement 

techniques for each situation (AC – Cadet Handbook, 2017). Careless movement usually results 
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in contact with the enemy at a time and place of the enemy’s choosing. This understanding is the 

basis for employing movement formations, movement techniques, route selection and 

navigation, crossing danger areas, and security. 

Small unit tactical training is a vehicle to teach and evaluate leadership. It introduces 

conditions of stress that parallel those found in combat. Tactical training introduces new skills, 

provides performance-oriented reinforcement opportunities and increases the degree of difficulty 

and sophistication of training events. Cadets learn the skills necessary to function in a tactical 

training area. This building-block approach provides the best opportunity for Cadets to learn and 

for Cadre to assess their leadership potential. The tactics portion of training is design to aid in the 

development of adaptable leaders capable of solving complex problems in Decisive Actions 

Training Environment.  

Squad Situational Training Exercise: Squad STX is a four-day, two-phase event. The first 

day, the squad training phase, is designed to train squad battle drills and collective tasks. The last 

three days, the Squad STX lane phase, are designed to evaluate leadership using tactical 

scenarios. Each cadet receives two formal evaluations of his/her performance as a squad leader 

during this phase. Squad operations build on and reinforce all previous instruction. Cadets use 

knowledge of land navigation, terrain analysis, weapons systems and all individual training 

previously presented.  

Patrolling Situational Training Exercise: Patrolling STX is a two-day event that provides 

cadets practical experience in leading soldiers at the section level in a challenging, realistic and 

fluid environment. On the first day, cadets undergo training and then during the last three days 

they participate in an exercise where they are formally evaluated. Developmental feedback is 
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provided to all levels of leadership. Patrolling STX builds on and reinforces all previous 

instruction received during the course. The event ends with a 12K foot march.  

 

12-mile Foot March 

Dismounted marches also called foot marches are movement of troop and equipment, 

mainly by foot, with limited support by vehicles (FM 3-90-2). Foot marches are characterized by 

combat readiness, ease of control, adaptability to terrain, slow rate of movement, and increased 

personnel fatigue. A successful foot march is when soldiers arrive at their destination at the 

prescribed time and are physically and mentally able to immediately execute their mission. 

Physical and mental conditioning is normally done through unit conditioning programs and 

acclimatization of Soldiers to an area of operations (ATP 3-21-18). The physical and mental 

conditioning for cadets takes place prior to attending cadet summer training. At the beginning of 

the MSIII year the cadets conduct numerous 12-mile foot marches at their perspective campus to 

prepare them for CST. Each cadet is required to complete the foot march within 4 hours.  



31 

 

Leadership Theories 

According to Al-Mailam (2004), high-quality leadership is considered a key element that 

led to the success of an activity within a group. Character is a combination of values and 

attributes that enables a leader to see what to do, decide to do it, and influence others to follow. 

A leader must be competent in the knowledge and skills required to do your job effectively. A 

leader must take the proper action to accomplish your mission based on what your character tells 

you is ethically right and appropriate (Fundamentals of Leadership, n.d.). There are several 

approaches and or theories to leadership. Since the 1950’s research has developed various 

theories that described and attempted to explain leadership (Northouse, 2016). 

 Leadership theories provided a way to explain diverse approaches to leadership. Ronald 

(2014) provided historical foundations of the various leadership theories theme links the various 

theories to modern leadership approaches. Winkler (2010) advanced that no one theory can 

explain leadership activities or foretell exactly an individual’s leadership potential. On the other 

hand, reviewing leadership theories is important in defining varying views (Wright, 1996). Even 

though there are several leadership theory Radka (2019) states leadership is not a theory to be 

taught – it is a practice which must be learned and appreciated through experience of leading. 

This research will focus on trait, behavioral, power-influence, and situational leadership. 

 

Trait Theory 

A trait is a personality attribute or a way of interacting with others which is independent 

of the situation, that is, a characteristic of the person rather than of the situation (Fielder & 

Chemers, 1974).  Individual personality traits assist in directing individual’s behavior, which 

further assists in developing leadership skills (Hutchinson, 2010).  Personality traits found to be 
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more beneficial for the leader include social skills, ability to trust others, emotional stability, 

dependability, and intellect (Hutchinson, 2010). The great man theory was the catalyst for 

several classic trait leadership theories giving emphases to task completion, efficiency, and the 

leader’s productivity (Komives, Lucas, & McMahon, 1998).  According to Northouse (2006), 

researchers highlighted particular leadership traits considered to be positive indicators of 

effective leaders. The trait approach emphasizes attributes such as personality, motives, values 

and skills (Yukl, 2002). It also emphasizes qualities such as courage, wisdom, and character 

(Hollander, 1978). During the training cadets are developing their leadership style by being 

placed in an unfamiliar environment and evaluated throughout on his or her performance.  

Trait theory has faced many opposing views. Mainly, it hard to contend people will be 

effective leaders because they possess certain traits without also considering other variables that 

influence leadership effectiveness (Bass, 1990). Stogdill (1974) posited that there was no one 

trait or cluster of traits found across all leaders that were relevant to all leadership events. 

According to Stogdill (1974), a 30- year review of trait theory provided no useful conclusions 

that to become a great leader one must have a unique set of traits. 

 

Situational Leadership 

Situational leadership is based on an interplay among (1) the amount of guidance and 

direction (task behavior) a leader gives, (2) the amount of socioemotional support (relationship 

behavior) a leader provides, and (3) the performance readiness level that the followers exhibit in 

performing a specific task, function or objective (Hersey et al., 2008). Army Leadership stresses 

that leaders must be able to adjust their leadership style to the situation. A leader's judgment, 

intelligence, cultural awareness, and self-control play major roles in helping you choose the 
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proper style and the appropriate techniques for the task at hand. In today’s modern military, 

situational aspects of leadership are becoming more important as a greater emphasis is placed 

upon a soldier’s ability to critically think through ambiguous and dangerous situations and to 

adapts as the situation unfolds (Fallesen, Keller-Glaze, & Curnow, 2011). Contained within the 

situational leadership theory, leaders who remain successful must match their preferred 

leadership style to of their subordinates (Lerstrom, 2008). The most favorable situation for a 

leader would have good leader-member relations, high leader-position power, and high task 

structure.  

Hersey and Blanchard’s (1969) situational leadership approach advocated that the 

leader’s ability to assess the situation as swift as possible is imperative.  Then they can adapt 

their leadership style to best accommodate subordinates’ skill and commitment levels.  Much 

like the Army’s approach to dependent variables of the situation as METT-TC (mission, enemy, 

terrain and weather, troops, time available, civil considerations). Situational Leadership is 

evident at Advanced Camp during the last two weeks of scenario based training. The Field 

Training Exercise (FTX) are scenarios designed to replicate potential events and situations that 

cadets may face in the future. They must find a way to adapt to changing situations and multiple 

events taking place at one time. Successful leaders will be able to adapt their leadership style to 

the required tasks, goals, objectives, or mission to be accomplished (Yukl, 2006). Kinni and 

Kinni (2005) noted leaders who have situational leadership traits or characteristics depend on 

each situation as a standalone event while knowing that no one style will be the best fit.  

Leaders must have the insight to understand when to adapt each leadership style to the 

situation at hand. The Hersey and Blanchard (1969) model encourages leaders to be flexible and 

find the right style for the task and the group maturity level. The four primary leadership styles 
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according to Hersey and Blanchard Situational Leadership Theory are telling, selling, 

participating, and delegating see Figure 3. Telling, the leader directs the subordinates what and 

how to do the assigned task. In selling the leader receives buy in from the team on how to 

complete the mission while providing supervision to the team and providing constant feedback. 

Participating means that the leader takes a step back and allows the team to make more of the 

decisions. He or she encourages and motivates the teammates towards the same goals. In 

delegating the leader is completely hands off and the group takes more of the responsibility. 

They are more mature and trust in his or her colleagues’ abilities to carry out the assigned task. 

 
Figure 3. The Hersey-Blanchard Situational Leadership Theory adapted from Retrieved March 

13, 2019, from http://www.free-management-ebooks.com/faqld/leadtheory-06.htm Copyright 

Free-Management-eBooks   

 

The situational approach outlines leadership styles ranging from exclusively directive to 

that of being supportive. Effective leadership is based on the appropriate balance of a leader’s 

task and relationship behaviors. The leader’s emphasis of either task or the relationship behavior 

depends on the maturity or readiness of the follower (Lerstrom, 2008). As the follower 

competency and commitment to the performance of the task increases, the level of control the 

http://www.free-management-ebooks.com/faqld/leadtheory-06.htm
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leader exerts reduces (Northouse, 2006). Noticing changes within environment is a task of 

situational awareness as a function of leadership (Burba, 1999).  

Hersey and Blanchard are not the only ones who defined situational leadership.  

Goleman (2000) identifies six leadership styles within situational leadership. Coaching leaders, 

pacesetting leaders, democratic leaders, affiliative leaders, authoritative leaders, and coercive 

leaders. Regardless of the situation, cadets are expected to have the ability to lead a group in the 

accomplishment of an assigned mission while maintaining within the groups high standards of 

discipline, morale, and personal morals (Rice, et al., 1984). Leaders are expected to motivate 

subordinates outside of their comfort zone and past what is thought possible, both mentally and 

physically (Atwater & Yammarino, 1989a; Department of the Army, 2007).  

 

Transformational Leadership 

The transformational leader is concerned with long-term and short-term change to meet 

the needs of a situation and the people involved in the event (Trott & Windsor, 1999). That is 

where the relationship between the leader and his or her subordinates are working together to 

reach the same goal. The primary factors of the transformational leadership model include (a) 

charisma or idealized influence, (b) inspirational motivation, (c) intellectual stimulation, and (d) 

individualized consideration (Avolio, Bass, & Jung, 1999). According to Bass (1985), 

transformational leadership influences followers by motivating them to perform beyond 

expectations specified in the economic exchange agreement implicitly and or/explicitly. 

Transactional leadership, on the other hand is contingent reinforcement such that 

transactional leaders and followers agree on what the followers need to do to be rewarded and 

what need to be done to avoid punishment (Bass, 1985). The primary focus of the transactional 
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leadership model includes (a) contingent reward, (b) active management -by-exception, and (c) 

passive management-by-exception (Bass, 1985). Transformational leadership builds personal and 

social identification among its members with the mission and goals of the leader and 

organization (Bass, Avolio, Jung, & Berson, 2003). Avolio (2003) believes this can build on 

these initial levels of trust by establishing a deeper sense of identification among followers with 

respect to the unit’s values, mission, and vision. The moment a cadet arrives at Fort Knox, KY 

he or she is seeking out who they can count on and trust for the next thirty-one days. The 

transformational leader has to be very careful in creating trust, and their personal integrity is a 

critical part of the package that they are selling (Straker, 2002). 

Transformation leadership style does not stand alone. Good leadership is not merely 

inspiring people with a transformational vision but also involves a capacity for creating and 

maintaining the system and systems and institutions that allows both effective and moral 

implementation (Nye, 2008).  Burns (1978) introduced transformational leadership. Other 

authors such as Bass, Jung, Avolio, and Berson (2003) describe transformational leadership the 

core which constitutes adaptive leadership Bass and Avolio (1994) also state, transformational 

leadership involves the ability of the leader in the followings  

a) to stimulate interest among employees to see their work from different perspectives. 

b) to raise awareness about the mission or vision of groups and organizations.  

c) to develop workers to a higher level of ability and potential.  

d) to motivate workers and followers to look beyond self-interest towards the benefits of 

group or organization.  

This leadership approach allows the modern Army leader the ability to adapt to an ever-changing 

environment. The unknown of future military conflicts extends itself to this type of leadership 
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style. Empirical studies have demonstrated that transformational leadership augments or 

supplements transactional leadership, and training in that area would be a beneficial addition to 

leadership training programs (Lau, 1998). An effective leader should be someone who exercises 

transactional leadership and puts leadership theory into practice (Atwater & Yammarino, 1993). 

Cadets summer training offers the cadets the opportunity to determine their leadership style and 

what works for them Evidence reveals that transformational leadership can move followers 

beyond expected levels of motivation and performance (Seltzer, Bass, 1990). Transformational 

leaders inspire their employee to do more. Transactional leadership focuses on the role of 

supervision, group and organization performance; compliance is through rewards and 

punishments. The full-range theory of leadership looks to combine the best aspects of 

transactional and transformational leadership. Based on the situation, a leader may switch in 

between both styles.  

 

Behavioral Leadership 

Studies of individual leadership styles and behaviors contribute to the understanding of 

what it takes to be an effective leader. Studies such as the Ohio State Leadership Studies in 1950 

and University of Michigan Studies in the late 1940 focused on behavioral leadership. Both 

studies conducted analysis on effective and ineffective leader behaviors. The University of 

Michigan study was conducted by a team of researches lead by Renis Likert identified leadership 

styles as an employee orientation and a production orientation. The employee-oriented style 

places emphasis on interpersonal relationships and accept individual strengths and weakness. 

The production-oriented style places emphasis on the task and technical aspects of the job. In the 
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study is was determined that employee orientated environment versus a production orientated 

leads to better results from the employees. 

The Ohio State Leadership Study found that leaders display two types of behaviors to 

facilitate goal accomplishment: people oriented (consideration) and task oriented (initiating 

structure). People oriented behavior place emphasis on developing trust and respect for others. 

Task oriented behavior places emphasis on structure and clearly defining the roles of individuals 

within the group to establish effective organization and communication (Gilson, Latimer, & 

Lochbaum, 2015).  With a focus on interpersonal relationships, mutual trust and friendship, the 

consideration leadership style is people-oriented. Which primarily focuses on: 

a) Being friendly and approachable 

b) Maintaining equality between leaders, team members, and stakeholders 

c) Ensuring the personal welfare of group members 

d) Being accessible to group members 

The initiating structure focuses on task-oriented behaviors such as: 

a) Setting individual expectations 

b) Maintaining performance standards 

c) Scheduling and planning tasks 

d) Ensuring the group maintains organizational expectations 
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Leader Requirements 

Many leaders come by their leadership skills intuitively, but others know that leadership 

can also be learned (Thompson, 1995). An Army leader is anyone who by virtue of assumed role 

or assigned responsibility inspires and influences people to accomplish organizational goals. 

Army leaders motivate people both inside and outside the chain of command to pursue actions, 

focus thinking and shape decisions for the greater good of the organization (ADP 6-22). These 

occur through leadership – the process of influencing people by providing purpose, direction, 

and motivation to accomplish the mission and improve the organization (ADP 6-22). 

As soon as Cadets arrive at CST they are placed in leadership roles. They are able to 

showcase their leadership style as a platoon leader, platoon sergeant, squad leader, or a team 

leader. The platoon leader leads his Cadets by personal example and is responsible for all the 

platoon does or fails to do, having complete authority over his subordinates.  This centralized 

authority enables him to maintain unit discipline, unity, and to act decisively.  He must be 

prepared to exercise initiative within his company commander’s intent and without specific 

guidance for every situation.  The platoon leader knows his Cadets, how to employ the platoon, 

its weapons, and its systems. The platoon sergeant is the platoon’s most experienced NCO and 

second-in-charge. He or she is accountable for discipline, training, and welfare of the platoon. He 

sets the example in everything. He assists the platoon leader up upholding standards and platoon 

discipline. His expertise includes tactical maneuver, employment of weapons and systems, 

sustainment, administration, security, accountability, protections warfighting functions, and 

Cadet care (Advanced Camp Cadet Handbook, 2017).  

The squad leader directs team leaders and leads by personal example. He has authority 

over his subordinates and overall responsibility of those subordinates’ actions. Centralized 
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authority enables him to act decisively while maintaining troop discipline and unity. The squad 

leader is the senior Infantry Cadet in the squad and is responsible for everything the squad fails 

to do. He is responsible for the care of the squad’s Cadets, weapons, and equipment, and leads 

the squad through two team leaders. The team leader leads his team members by personal 

example and has authority over his subordinates and overall responsibility of their actions. 

Centralized authority enables him to maintain troop discipline and unity and to act decisively. 

The team leader’s position on the battlefield requires immediacy and accuracy in all of his 

actions and is a fighting leader who leads by example. He is responsible for all his team does or 

fails to do and is responsible for caring of the team’s Cadets, weapons, and equipment. 

The Leadership Requirements Model establishes what leaders need to be, know and do. 

The figure below lays out the requirements and expectations of leader at all levels of leadership. 

 

 

 

 

 

 

 

 

 

 

 

Figure 4. Leadership Requirements Model, Adapted from Army Leadership, Army Doctrine 

Publication 6-22, Aug 12 
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Attributes shape how an individual behaves and learns in their environment. The desired 

leader attributes are character, presence and intellect. Competencies are skilled and learnable 

behavior the Army expects leaders to have and employ.  All competencies and attributes together 

lead to trust between the leader and the led, trust that lays the foundation for mission command 

and effective teamwork (AC- Cadet Handbook, 2017). Research has noted that these attributes 

can be learned through leadership training; specifically, higher rates of ethical decision making 

and role modeling by participants were associated with leaders who displayed the same positive 

behaviors (Brown & Trevino, 2014; Cianci, Hannah, Roberts, & Tsakumis, 2014). During the 

academic school year cadets develop leadership attributes through their achievement in the 

ROTC program and personal experiences. Cadets balance being a full-time student, member of 

the ROTC, working, and other extra-curricular activities. 

Understanding Army values and leader attributes is only the first step. A leader must 

embrace Army values and develop leader attributes, living them until they become habits (DA, 

1999: 1-6). The Army core values: LDRSHIP is the acronym which stands for loyalty, duty, 

respect, selfless service, honor, integrity, and personal courage: (FM 22-100, 1999). Selfless 

service (i.e. altruism) is viewed from multiple perspective such as serving society to the best of 

one’s ability, without concern for financial rewards or accolades (Heinecken, 1997) and putting 

the welfare of others and the success of the mission or task before your own (Leboeuf, 1999). 

a) Loyalty: Bear true faith and allegiance to the US Constitution, the Army, your 

unit, and other soldiers.  

b) Duty: Fulfill your obligations. 

c) Respect: Treat people as they should be treated. 
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d) Selfless service: is viewed from multiple perspective such as serving society to 

the best of one’s ability, without concern for financial rewards or accolades 

(Heinecken, 1997) and putting the welfare of others and the success of the 

mission or task before your own (Leboeuf, 1999). 

e) Honor: Live up to all the Army Values. 

f) Integrity: Do what’s right – legally and morally 

g) Personal Courage: Face fear, danger, or adversity both physical or moral. 

The leadership requirements and principles of mission command are mutually supportive. 

Mission command is the exercise of authority and direction by the commander using mission 

orders to discipline initiative within the commander’s intent to empower agile and adaptive 

leaders in the conduct of unified land operations (ADP 6-0, 2012). It is used by Army 

commanders. It blends the art of command and the science of control while integrating the war 

fighting function to conduct the tasks of decisive action. Mission command has six fundamental 

principles:  

a) Build cohesive teams through mutual trust. 

b) Create shared understanding. 

c) Provide a clear commander’s intent. 

d) Exercise disciplined initiative. 

e) Use mission orders 

f) Accept prudent risk. 

Every Cadet must be prepared to assume responsibility, maintain unity of effort, take prudent 

action, and act resourcefully within the commander’s intent. Mutual trust is shared confidence 

among commanders, subordinates, and partners (AC, Cadet Handbook, 2017).   
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Leader Performance and Evaluation 

A good evaluation should be part of an overall program that clarifies the organization’s 

direction, provides momentum, and develops future leaders according to Q4 Psychological 

Associates. The whole premise of Army ROTC is to develop our future leaders. Leaders that are 

able to adapt to any situation and lead an organization to the next level. The main objective of 

the evaluation is not merely to measure the leader's performance but designed to have an open 

dialogue about the short- and long-term goals. The short and long term goals are discussed 

during the initial counseling session. The performance appraisal is necessary to measure the 

performance of the employees and to check the progress of the organization towards the desired 

goals and aims (Fernandes & Pithadia, 2012). 

 In addition, Fernandes and Pithadia (2012) state appraisals help to identify both 

weaknesses and strengths of an individual to help improve performance and potential. They can 

also be used to make decisions about key positions in both civilian and military arena.  For 

instance, performance appraisals in the civilian workforce help make decisions such as selection, 

training, and compensations (Lee & Cynthia 1985, 325). Mathis and Jackson (2011) stated that 

an employee evaluation has two general roles in organizations:   

• Making administrative decisions about employees (compensation, promotion, dismissal, 

downsizing, layoffs, etc.).  

• Identifying and plan employees’ growth opportunities (identify strengths or areas for 

growth, coach, develop career, etc.).  

The Cadet Advanced Camp Evaluation Report (Appendix E) relates to Mathis and 

Jackson (2011) views on employee evaluation. The Cadet evaluation has two roles. It allows the 

senior rater to make decisions about the cadet (awards, order of merit list, etc). In addition, it 
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identifies strengths or area for growth, and future leadership positions as a MS IV. The Cadet 

Evaluations provides the Professor of Military Science with the assessment of the cadet’s 

performance and his or her potential for increased responsibility and service in positions of 

higher ranks.  

Advanced Camp Evaluation Report serves as the key evaluation product for AC Cadets. 

Not only does it provide the cadet’s performance summary, it indicates the scores on leader 

development activities, cadet ranking, leadership position rating, comments on attributes and 

competencies and the Platoon Training Officer Comments. All leadership positions are evaluated 

using the Cadet Leadership Assessment (see Appendix C). Cadet are evaluated on three 

leadership roles squad leader, platoon sergeant, and platoon leader. The Platoon Training Officer 

(PTO) also uses the Leadership That Encourages Development assessment tool to indicate how 

often a Cadet engages in each behavior. As the PTO is developing the Cadet Officer Evaluation 

Report he or she must ask; Am I giving the Cadet some insight into his or her performance for 

CST. In addition am I giving the Professor of Military Science some insight into the performance 

of his or her Cadet.  Sample comments are listed below:   

a) Passive Voice: Cadet X has been communicating clearly; her platoon was able to 

execute a flawless ambush after having received the operation order from her.  

b) Active Voice: Cadet x communicated well; her platoon executed a flawless 

ambush after she briefed them. Showed tremendous resilience by bouncing back 

with a positive attitude after a difficult tactical operation during the FTX. 

In Block 15 the Platoon Training Officer comments must focus on performance and potential. 

This block specifies what areas the cadets excel in or needs developed. Performance comments 

are a narrative three or four sentences on the overall performance of the Cadet. Potential 
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comments are written in future tense suggesting positions and areas of improvement during 

Military Science IV year. The Platoon Training Officer provides enumerated information about 

the Cadet to his/her PMS about summer camp performance. Suggested comments example 

below: 

Exceptional performance from Cadet John Doe.  Ranked _ of 33 cadets in the platoon.  

His strong camp performance was seen early in the cycle when he showed strong 

presence and confidence leading the platoon or squad through the many committees and 

field problems.  His strong domain knowledge on OPORDs allowed him to develop 

exceptional plans, while also mentoring his fellow cadets.  He was continually asked to 

support mission planning even when the leadership was not from his squad.  He was a 

solid performer placing at the top of nearly every graded event.  Cadet Doe narrowly 

missed Recondo, but continue to push himself through every event and leadership event 

he had.  Continue to challenge back at school as his potential is unlimited. 

 

1st Peer Evaluation: 3 of 7 Squad 

2nd Peer Evaluation: 1 of 7 Squad 

 

Recommended Cadet Leadership Positions: 

1. Battalion Commander 

2. Battalion S3 

 

Leader performance scores reflect ratings on key leadership dimensions and performance in 

leader roles. Cadets will receive an ACER when they reach Day 28 of Advanced Camp. AC 

Cadets are ranked accordingly: 

a) Outstanding (Top 15th percentile) 

b) Excellent  51-84 

c) Proficient 16-50 

d) Capable Bottom 15 

e) Unsatisfactory – Cadet failed to meet AC requirements 

 

Cadets who receive an “Unsatisfactory” rating or who fail to meet graduation criteria are 

recommended to stand before the Leader Development Review Board. A referral to the Leader 

Development Review Board (LDRB) can result in a recycle to a later Regiment, a 
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recommendation of deficiencies on campus, or recommendation for disenrollment. A Cadet who 

returns to campus without meeting graduation criteria can result in the Professor of Military 

Science (PMS) initiating disenrollment procedures, regardless of the recommendation from the 

Leader Development Review Board. 

 

Counseling/Feedback 

Counseling is the process used by leaders to review with a subordinate the subordinate’s 

demonstrated performance and potential (ATP 6-22.1, 2014). Blair et al. (2014) found that 

organizations have spent larger sums of money on leader development programs where the key 

component of the program is feedback. The Army uses counseling to provide feedback to 

members of the organization. Army Leadership defines different types of counseling: Event 

counseling covers a specific event or situation; performance counseling reviews a subordinate’s 

duty performance during a specific period; professional counseling has a developmental 

orientation and assists subordinates in identifying and achieving individual goals and goals of 

their organization (DA, 2006).  

Harold and Fields (2004) suggested that when organizations use subordinate feedback as 

part of the leader development program, they should include three assumptions. First, 

subordinates will discriminate between the differing leadership behaviors observed that the 

instrument designers intended; second, the information the subordinates provide accurately 

describes the leader’s individual leadership style instead of by situational events; and lastly, 

leaders will be able to use the information provided in a proper method to foster further positive 

leadership development (Harold & Fields, 2004).   
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Cadets receive an Initial Counseling (Appendix G) once they arrived at CST. The 

counseling session covers Advanced Camp Graduation Criteria as well as consequences for 

violation of Army Values, SHARP, or EO policy. The Platoon Leader and the Cadet also reviews 

the COER support form (Cadet Command Form 67-10-1a) see Appendix H that was brought 

with them to determine how he or she can mutually enhance their leadership competencies and 

attributes while they are at camp. They will receive a mid-point counseling and final counseling. 

Cadets receive developmental feedback through individual counseling. It is designed to 

encourage self-assessment and growth throughout summer training. Also, a necessary component 

of leader development that allows leaders to maximize learning opportunities from their current 

assignment.  In order for this to be effective, the leader must accept feedback and be open and 

willing to make changes. 

At the completion of CST cadets receive an Advanced Camp Evaluation Report (ACER) 

summarizing the cadet’s overall performance. Research shows that in the area of personnel, the 

performance expectations of army instructors were shown to influence both their evaluation of 

their subordinate soldiers and their behavior towards them (Eden, 1990; Eden & Shani, 1982). 
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Chapter III: Methods 

Chapter III explains the research design and approach, a description of the population, 

instrumentation, data collection and analysis, and summary. 

Purpose of Study 

The purpose of this study was to examine the relationship between leader development 

activities and leadership evaluations of cadets attending U.S. Army Reserve Officer Training 

Corps (ROTC) Cadet Summer Training Advanced Camp (AC). The Cadets were evaluated on 

their leadership attributes and competencies while demonstrating confidence in the skills and 

military operations essential at the tactical level. The Cadets completed the following leader 

development activities: APFT, Field Leaders Reaction Course (FLRC), 12-mile road march, 

Basic Rifleman Marksmanship (BRM) and Land Navigation Written Test/Practical Exercise. 

CBRN/ TC3 (First Aid), Platoon Operations, Patrol Base Operations, and Call for Fire during 

AC. For the purposes of this study the focus area is Advanced Camp. Cadets who have 

completed their Military Science Level III courses attend Advanced Camp during their junior 

and senior year of college. This study analyzed leadership assessment data collected during May 

– August 2018.  

Research Questions 

The following research questions were used in the study. 

1) Do the leader development activities (APFT, Land Nav, BRM, and 12-mile ruck march 

score) and overall leadership evaluation correlate? 

2) Does the prior training at college university level impact student performance rating? 

3) How does gender and race impact the overall leader development rating received at 

Advanced Camp? 
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Research Design and Approach 

A quantitative study is appropriate when a researcher seeks to understand relationship 

between variables (Creswell, 2003). As outlined by Stake (2010), a qualitative approach is 

appropriate when the goal of research is to explain a phenomenon by relying on the perception of 

a person’s experience in situation.  Because the purpose of this study was to examine leadership 

development activities and leader evaluation correlations a quantitative approach was the most 

appropriate choice.  

Population 

The participants in the study were Army ROTC students who were evaluated during 

Cadet Summer Training Advanced Camp 2018. Permission to obtain data was received from 

Auburn University Institutional Review Board (see Appendix A) and from U.S. Army Cadet 

Command (see Appendix B). U.S. Army Cadet Command has 259 host locations across the 

United States. They are approaching the final stages to graduate and commission as a 2nd 

Lieutenant in the United States Army Active Duty, Reserve or National Guard. The sample was 

collected from a possible 6298 cadets.  One thousand, one hundred and thirty-nine cadets 

(n=1130) 24 % female and 76 % males responded to the survey in its entirety.  Self-reported 

ethnicity data revealed 70.3% of the participants classified themselves as Caucasian, 9.5% as 

African American, 9.4% as Hispanic, 8.0% Asian/Pacific Islander, 1.4% Native American, and 

1.2% as other. Furthermore, 100% of cadets were undergraduate students working towards 

earning degrees in a variety of areas such as Engineering 13%, Nursing 5%, Physical Science 

17%, Generalist 42% and Technology Management 24%. This study did not distinguish between 

those cadets who attend Advanced Camp after their junior year and those that attend at another 
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time in their ROTC experience. Participation in the survey was voluntary and no compensation 

was provided for participation.  

Instrumentation 

A Pre & Post Advanced Camp Training Assessment was administered online to cadets at 

within in 48 hrs. of their arrival and departure of Advanced Camp. The purpose of the Pre-

Advanced Camp Training Assessment was to assess the cadet’s readiness for Advanced Camp. 

According to Hersey and Blanchard (1998) readiness has two factors, ability and willingness. 

Readiness is highly task specific, and not related to individual characteristics, such as gender. 

Ability refers to the knowledge, experience, and skill of individuals in regard to the task (Hersey 

& Blanchard, 1998). Willingness is the extent to which an individual or group has the 

confidence, commitment, and motivation to accomplish to specific task (Hersey & Blanchard, 

1998).  

The purpose of the Post Advanced Camp Training Assessment was to review training and 

to make recommendations for improvement in Cadet Summer training content, administration, 

and execution. Using a survey instrument with established reliability and validity were key 

advantages about the questionnaire used in this survey. Reliability is the ability to replicate the 

same conditions and standards of test consistently yield the same results (Babbie, 2007; 

Creswell, 2007; McNabb, 2008). Validity is the empirical measurement of whether the concept 

being studied is reflected by the data being gathered (Babbie, 2007; Creswell, 2008; McNabb, 

2008).  

Data Collection 

In this study, existing data were used from cadets who attended Advanced Camp 2018 

Leader Development Program. The examination of existing data is common technique used for 
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gathering data, especially in cases where the participants are no longer available, so therefore 

cannot be observed, surveyed or interviewed (Mason, 1996). The database used to collect the 

cadet scores in this study was the Cadet Command Information Management System (CCIMS) 

which was only accessible by cadre members and ROTC administrators. During the Advanced 

Camp evaluation period, human resource technicians at Fort Knox, KY were granted access to 

CCIMS and entered scores following each training event. The Land Navigation Committee and 

the Basic Rifle Marksmanship (BRM) Committee were also granted access to enter the scores 

from their respective evaluated area. 

Data Analysis 

The data analysis was conducted by using Statistical Package for Social Sciences (SPSS, 

v25). The initial data set included 6298 cadet leadership assessment records. After eliminating 

incomplete packets, the data analysis includes records for 1130 cadets. According to Blaxter, 

Hughes and Tight (2001), analysis is about the search for explanation and understanding, in the 

course of which concepts and theories are likely to be advanced, considered and developed.  

Descriptive and inferential statistics were used to analyze the data. Frank and Althoen 

(1994) defined descriptive statistics as a numerical index that describes or summarizes some 

characteristic of frequency or relative frequency distribution. Descriptive statistical analysis was 

used to obtain a clear understanding if gender and race had an impact on cadet performance at 

Advanced Camp.  

Inferential statistics examine the relationship or associations between two or more 

variables. The Chi-Square Test for Independence was used to examine leader development 

activities and how they correlate to overall performance rating received at the completion on 

Advanced Camp. Gall, Gall, and Borg (2007) explained that a chi-square test is a nonparametric 
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test of statistical significance that is used when research data form of frequency for two or more 

categories.  Nicol and Pexman (1999) indicated that a chi-square determines whether differences 

between observed and expected frequencies are statistically significant. Unlike the Chi-Square 

test for homogeneity, the sample is from two different populations and looks at two different 

groups to see whether distribution of a certain variable is the same.  

The Cadet Leadership Assessment ranking using nominal rating scale of Outstanding (O), 

Excellent (E), Proficient (P), Capable (C), and Unsatisfactory (U) to evaluate cadet’s overall 

performance (dependent variable). The independent variables consisted of leader development 

activities (APFT, day/night land navigation, BRM) scored independently. The level of 

measurement for both variables was nominal. Categorical data are most often tested with the chi-

square statistic (χ2), but similar to t-test and the ANOVA calculations, the significance of a χ2 test 

depends on the sample size as well as the strength of association (Fritz et al., 2012).  Cramer’s V 

is the most popular of the Chi-Square-based measures of nominal association since it provides 

norming from 0 to 1 regardless of table size (Liebetrau, 1983). Additionally, Agresti (2007) 

suggested that Cramer’s V may be viewed as the association between variables in the form of a 

percentage of their maximum possible variation. 

Summary 

The methods used in this study were developed with the intent to determine what, if any 

correlation existed between leadership activities and leadership evaluations. This chapter re-

stated the purpose of the study and the research questions identified and explained the choice 

methodology implemented in this study. It also outlined the population, research design, data 

collection, and strategy for data analysis. Permission to conduct this study was granted by the 
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Auburn University Institutional Review Board (see Appendix A). Permission to use cadet 

leadership assessment data was granted by U.S. Army Cadet Command (see Appendix B). 

Chapter 4 will provide an examination of the findings from the statistical analyses that were used 

to answer the research questions. 
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Chapter IV: Findings 

 Chapter IV presents the results of the research study.  Using the Statistical Package for 

Social Sciences (SPSS, v25), statistical analysis and descriptive findings were obtained to 

address the research questions of this study.  

Purpose of Study 

The purpose of this study was to examine the relationship between leader development 

activities and leadership evaluations of cadets attending U.S. Army Reserve Officer Training 

Corps (ROTC) Cadet Summer Training Advanced Camp (AC). The Cadets were evaluated on 

their leadership attributes and competencies while demonstrating confidence in the skills and 

military operations essential at the tactical level. The Cadets completed the following leader 

development activities: APFT, Field Leaders Reaction Course (FLRC), 12-mile road march, 

Basic Rifleman Marksmanship (BRM) and Land Navigation Written Test/Practical Exercise. 

CBRN/ TC3 (First Aid), Platoon Operations, Patrol Base Operations, and Call for Fire during 

AC. For the purposes of this study the focus area is Advanced Camp. Cadets who have 

completed their Military Science Level III courses attend Advanced Camp during their junior 

and senior year of college. This study analyzed leadership assessment data collected during May 

– August 2018.  

Research Questions 

The following research questions were used in the study. 

1) Do the leader development activities (APFT, Land Nav, BRM, and 12-mile ruck march 

score) and overall leadership evaluation correlate? 

2) Does the prior training at college university level impact student performance rating? 

3) How does gender and race impact the overall leader development rating received at 

Advanced Camp? 
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Demographic Profile  

 For this study, the research sample size included 1130 cadets who attended Cadet 

Summer Training Advanced Camp in the summer of 2018. The sample included 867 males and 

263 females as indicated in Table 1. The ethnicity of the student group was defined as 799 white, 

107 African American, 104 Hispanic, 16 Native American, 90 Asian/Pacific Islander, and 14 

Other (See Table 2).  

Table 1 

Student Population by Gender 

 Frequency Percent 

Valid Female 263 23.3 

Male 867 76.7 

Total 1130 100.0 

 

Table 2 

Student Population by Race/Ethnicity 

 Frequency Percent 

Valid Black 107 9.5 

Hispanic 104 9.2 

Other 14 1.2 

Native American 16 1.4 

White 799 70.7 

Asian/Pacific Islander 90 8.0 

Total 1130 100.0 

 

Research Questions 

 The overall purpose of the study was to examine leader development activities and 

overall leadership evaluations. This next section will review data analysis of three specific 

questions in regard to leader development activities and overall leadership evaluations. 
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Research Question One: Does the leader development activities (APFT, Land Nav, 

BRM, and 12-mile ruck march score) and overall leadership evaluation correlate?  

Army Physical Fitness Test (APFT) 

A chi-square test of independence was performed to examine the correlation between the 

cadet’s score received on the Army Physical Fitness Test (APFT) and the cadet’s overall 

performance rating. Scores range from 180 to 300 points. This test was found to be statistically 

significant χ2 (432) = 1162.419, p < 0.001 (V=.508). The p value was less than α = 0.05. The 

assumption for a Crosstabulation table bigger than 2x2 is the expected count is not less than 5; 

20% of the cells has expected count greater than 5. The assumption has been violated because 

485 cells (89%) have expected count less than 5. The minimum expected count is .00 (see Table 

3). Therefore, the Likelihood Ratio test results yielded a p-value of 610.594. The effect size for 

this analysis Cramer’s V φc = .508. According to Cohen (1988), Phi and Cramer’s V effect size 

magnitude can be interpreted as 0.1 being a small effect size, 0.3 being a medium effect size, and 

0.5 being a large effect size. These results indicated that the cadet’s score received on the APFT 

had a large effect on the overall performance rating. 

Table 3 

Chi-Square Tests for Army Physical Fitness Test Scores 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Pearson Chi-Square 1162.419a 432 .000 

Likelihood Ratio 610.594 432 .000 

Linear-by-Linear 

Association 

2.640 1 .104 

N of Valid Cases 1128   

a. 485 cells (89.0%) have expected count less than 5. The 

minimum expected count is .00. 
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Land Navigation Written Exam Score 

A chi-square test of independence was performed to examine the correlation between the 

cadet’s score received on the Land Navigation Written Exam and cadet’s overall performance 

rating. This test was found to be statistically significant χ2 (24) = 87.489, p < 0.001 (V=.139). 

The p value was less than α = 0.05. The effect size for this analysis Cramer’s V φc = .139. 

According to Cohen (1988), Phi and Cramer’s V effect size magnitude can be interpreted as 0.1 

being a small effect size, 0.3 being a medium effect size, and 0.5 being a large effect size. These 

results indicated that a Cadet’s Score received on Land navigation written exam had little or no 

impact on the overall performance rating. 

Table 4 

 

Chi-Square Tests for Land Navigation Written Exam Score 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Pearson Chi-Square 87.489a 24 .000 

Likelihood Ratio 85.870 24 .000 

Linear-by-Linear 

Association 

3.034 1 .082 

N of Valid Cases 1128   

a. 7 cells (20.0%) have expected count less than 5. The 

minimum expected count is .21. 
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Land Navigation Practical Exercise 

A chi-square test of independence was performed to examine the correlation between the 

cadet’s score received on the Land Navigation practical exercise and cadet’s overall performance 

rating. This test was found to statistically significant χ2 (4, N = 1128) = 77.501, p < 0.001 

(V=.262). The p value was less than α = 0.05. The effect size for this analysis Cramer’s V φc = 

.262. According to Cohen (1988), Phi and Cramer’s V effect size magnitude can be interpreted 

as 0.1 being a small effect size, 0.3 being a medium effect size, and 0.5 being a large effect size. 

These results indicated that a Cadet’s Score received on Land navigation practical exercise had a 

small to medium effect on the overall performance rating. 

 

Table 5 

Chi-Square Tests for Land Navigation Practical Exercise 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Pearson Chi-Square 77.501a 4 .000 

Likelihood Ratio 80.011 4 .000 

N of Valid Cases 1128   

a. 2 cells (20.0%) have expected count less than 5. The 

minimum expected count is 1.08. 
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Basic Rifle Marksmanship (Pop-up Qualification) 

A chi-square test of independence was performed to examine the correlation between the 

cadet’s score received in basic rifle marksmanship training (pop-up qualification) and cadet’s 

overall performance rating. Cadets seeking to receive the score of expert marksmanship must hit 

36 to 40 targets. Sharpshooter status is 30 to 35 targets and marksmanship 23 to 29 targets. This 

test was found to statistically significant χ2 (16) = 53.118, p < 0.001. The p value was less than α 

= 0.05. The assumption for a Crosstabulation table bigger than 2x2 is the expected count is not 

less than 5; 20% of the cells has expected count greater than 5. The assumption has been violated 

because 11 cells (44%) have expected count less than 5. The minimum expected count is .01 (see 

Table 6). Therefore, the Likelihood Ratio test results yielded a p-value of 56.072. The effect size 

for this analysis Cramer’s V φc = .109. According to Cohen (1988), Phi and Cramer’s V effect 

size magnitude can be interpreted as 0.1 being a small effect size, 0.3 being a medium effect size, 

and 0.5 being a large effect size. These results indicated that a Cadet’s Score received on basic 

rifle marksmanship training had a small effect on the overall performance rating. Variable 

analysis indicated 18 scored expert, 385 scored marksman, 173 sharpshooter and 552 

unqualified. 

Table 6 

 

Chi-Square Tests for Basic Rifle Marksmanship Pop-up Qualification 

 Value          df 

Asymptotic Significance 

(2-sided) 

Pearson Chi-Square 53.118a 16 .000 

Likelihood Ratio 56.072 16 .000 

N of Valid Cases 1128   

a. 11 cells (44.0%) have expected count less than 5. The minimum 

expected count is .01. 
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Basic Rifle Marksmanship (Alternate Course Qualification) 

A chi-square test of independence was performed to examine the correlation between the 

cadet’s score received in basic rifle marksmanship training (alternate course qualification) and 

cadet’s overall performance rating. This test was found to statistically significant χ2 (8, N = 

1128) = 119.886, p = <.001 (V= .231). The p value was less than α = 0.05 (see Table 7). The 

effect size for this analysis Cramer’s V φc = .231. According to Cohen (1988), Phi and Cramer’s 

V effect size magnitude can be interpreted as 0.1 being a small effect size, 0.3 being a medium 

effect size, and 0.5 being a large effect size. These results indicated that a Cadet’s Score received 

on basic rifle marksmanship training had a small effect on the overall performance rating. Within 

the sample size, Variable analysis indicated 37.5% (424) scored Sharpshooter, 50% (565) scored 

Marksman, and 12.5% (141) achieved Expert status. 

Table 7 

 

Chi-Square Tests for Basic Rifle Marksmanship Training 

AtlC 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Pearson Chi-Square 119.886a 8 .000 

Likelihood Ratio 125.060 8 .000 

N of Valid Cases 1128   

a. 3 cells (20.0%) have expected count less than 5. The 

minimum expected count is .50. 
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12-mile Ruck March 

A chi-square test of independence was performed to examine the correlation between the 

time it took to complete the 12-mile ruck march and the cadet’s overall performance rating. This 

test was found to be statistically significant χ2 (8) = 434.215, p = <.001 (V=.440). The p value 

was less than α = 0.05. The assumption for a Crosstabulation table bigger than 2x2 is the 

expected count is not less than 5; 20% of the cells has expected count greater than 5. The 

assumption has been violated because 7 cells (46.7%) have expected count less than 5. The 

minimum expected count is .01 (see Table 8). Therefore, the Likelihood Ratio test results yielded 

a p-value of 76.297. The effect size for this analysis Cramer’s V φc = .440. According to Cohen 

(1988), Phi and Cramer’s V effect size magnitude can be interpreted as 0.1 being a small effect 

size, 0.3 being a medium effect size, and 0.5 being a large effect size. These results indicated that 

the time it took to complete the 12-mile ruck march had a medium effect on the overall 

performance rating. 

Table 8 

 

Chi-Square Tests for 12-mile Ruck March Time 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Pearson Chi-Square 434.215a 8 .000 

Likelihood Ratio 76.297 8 .000 

Linear-by-Linear 

Association 

1.269 1 .260 

N of Valid Cases 1121   

a. 7 cells (46.7%) have expected count less than 5. The 

minimum expected count is .00. 
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Research Question Two: Does the prior training at college university level impact student 

performance rating? 

A chi-square test of independence was performed to examine the correlation between the 

training conducted at the college or university level and the impact on a cadet’s overall 

performance rating. Analysis was conducted on APFT, 12-mile foot march, day/night Land 

Navigation and Basic Rifle Marksmanship (BRM) training.  

Physical Fitness Training with Cadre and cadets 

A chi-square test of independence was performed to examine the correlation between the 

physical fitness training conducted at college or university level and cadet’s overall performance 

rating. This test on time spent with cadre/cadets was found to have not to be statistically 

significant χ2 (32,) = 23.624, p = 0.85. The p value was greater than α = 0.05. The assumption for 

a Crosstabulation table bigger than 2x2 is the expected count is not less than 5; 20% of the cells 

has expected count greater than 5. The assumption has been violated because 25 cells (55.6%) 

had expected count less than 5. The minimum expected count was .01 (see Table 9). Therefore, 

the Likelihood Ratio test results yielded a p-value of 24.017. These results indicate that the 

number of days per week a cadet conducts physical training with Cadre members and other 

Cadets had no association with overall performance rating received at Advanced Camp.  
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Table 9 

Chi-Square Tests Physical Fitness Training w/Cadre & Cadets 

 Value df 

Asymptotic 

Significance (2-

sided) 

Pearson Chi-Square 23.624a 32 .858 

Likelihood Ratio 24.017 32 .844 

Linear-by-Linear 

Association 

.763 1 .382 

N of Valid Cases 1128   

a. 25 cells (55.6%) have expected count less than 5. The 

minimum expected count is .01. 

 

Physical Fitness Training Individually 

A chi-square test of independence was performed to examine the correlation between the 

physical fitness training conducted individually at college or university level and cadet’s overall 

performance rating. This test on time individually was found to have statistically significance. 

The computed Pearson Chi Square statistics was 70.334, χ2 (28) = 70.334, p < 0.001. The p value 

was less than α = 0.05. The assumption for a Crosstabulation table bigger than 2x2 is the 

expected count is not less than 5; 20% of the cells had expected count greater than 5. The 

assumption has been violated because 10 cells (25.0%) have expected count less than 5. The 

minimum expected count is .10. Therefore, the Likelihood Ratio test results yielded a p-value of 

69.726. The effect size for this analysis Cramer’s V φc = .125 According to Cohen (1988), Phi 

and Cramer’s V effect size magnitude can be interpreted as 0.1 being a small effect size, 0.3 

being a medium effect size, and 0.5 being a large effect size. These results indicated that the 

number of days per week a cadet conducts physical training individually had a small effect on 

the overall performance rating received at Advanced Camp.  
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Table 10 

Chi-Square Tests for Physical Fitness Training Individually 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Pearson Chi-Square 70.334a 28 .000 

Likelihood Ratio 69.726 28 .000 

Linear-by-Linear 

Association 

4.947 1 .026 

N of Valid Cases 1128   

a. 10 cells (25.0%) have expected count less than 5. The 

minimum expected count is .10. 

 

12-mile Ruck March Training 

A chi-square test of independence was performed to examine the correlation between the 

preparation for 12-mile ruck march conducted at college or university level and cadet’s overall 

performance rating. This test on time individually was found to have statistically significance. 

The computed Pearson Chi Square statistics is 85.391, χ2 (40) = 85.391, p < 0.001 (V=.138). The 

p-value was less than α = 0.05.  The assumption for a Crosstabulation table bigger than 2x2 is the 

expected count is not less than 5; 20% of the cells has expected count greater than 5. The 

assumption has been violated because 32 cells (58.2%) had expected count less than 5. The 

minimum expected count was .01. Therefore, the Likelihood Ratio test results yielded a p-value 

of 79.882. The effect size for this analysis Cramer’s V φc = .138. According to Cohen (1988), 

Phi and Cramer’s V effect size magnitude can be interpreted as 0.1 being a small effect size, 0.3 

being a medium effect size, and 0.5 being a large effect size. These results indicated that the 

amount of 12-mile ruck marches completed prior to attending Advanced Camp had a small effect 

on the overall performance rating received.  
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Table 11 

 

Chi-square Tests for 12-mile Ruck March Training 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Pearson Chi-Square 85.391a 40 .000 

Likelihood Ratio 79.882 40 .000 

Linear-by-Linear 

Association 

.745 1 .388 

N of Valid Cases 1128   

a. 32 cells (58.2%) have expected count less than 5. The 

minimum expected count is .00. 

 

Day Land Navigation Training 

A chi-square test of independence was performed to examine the correlation between the 

conducting day land navigation training at college or university level and cadet’s overall 

performance rating. This test was found to be statistically significance. The computed Pearson 

Chi Square statistics is 77.838, χ2 (40) = 77.838, p < 0.001 (V=.131). The p value was less than α 

= 0.05. The assumption for a Crosstabulation table bigger than 2x2 is the expected count is not 

less than 5; 20% of the cells has expected count greater than 5. The assumption has been violated 

because 22 cells (40%) have expected count less than 5. The minimum expected count is .02. 

Therefore, the Likelihood Ratio test results yielded a p-value of 31.694. The effect size for this 

analysis Cramer’s V φc = .131 According to Cohen (1988), Phi and Cramer’s V effect size 

magnitude can be interpreted as 0.1 being a small effect size, 0.3 being a medium effect size, and 

0.5 being a large effect size. These results indicated that the amount of day land navigation 

completed prior to attending Advanced Camp had a small to no effect on the overall performance 

rating received.  
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Table 12 

Chi-Square Tests for Day Land Navigation Training 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Pearson Chi-Square 77.838a 40 .000 

Likelihood Ratio 31.694 40 .823 

Linear-by-Linear 

Association 

.219 1 .640 

N of Valid Cases 1128   

a. 22 cells (40.0%) have expected count less than 5. The 

minimum expected count is .02. 

 

Night Land Navigation Training 

A chi-square test of independence was performed to examine the correlation between the 

conducting night land navigation training at college or university level and cadet’s overall 

performance rating. This test was found to not have statistically significance. The computed 

Pearson Chi square statistics is 23.592, χ2 (40) = 23.592, p = 0.982. The p value was greater than 

α = 0.05. The assumption for a Crosstabulation table bigger than 2x2 is the expected count is not 

less than 5; 20% of the cells has expected count greater than 5. The assumption has been violated 

because 32 cells (58.2%) have expected count less than 5. The minimum expected count is .01. 

Therefore, the Likelihood Ratio test results yielded a p-value of 0.949. These results indicated 

that the amount of time spent conducting night land navigation training had no association with 

overall performance rating received at Advanced Camp.  
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Table 13 

 

Chi-Square Tests for Night Land Navigation Training 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Pearson Chi-Square 23.592a 40 .982 

Likelihood Ratio 26.597 40 .949 

Linear-by-Linear 

Association 

.016 1 .899 

N of Valid Cases 1128   

a. 32 cells (58.2%) have expected count less than 5. The 

minimum expected count is .01. 

 

Basic Rifleman Marksmanship Training 

A chi-square test of independence was performed to examine the correlation between the 

conducting basic rifleman marksmanship training at college or university level and cadet’s 

overall performance rating. This test was found not to be statistically significant. The computed 

Likelihood statistics is 14.40, χ2 (12) = 14.40, p = 0.276. The p value was greater than α = 0.05. 

The assumption for a Crosstabulation table bigger than 2x2 is the expected count is not less than 

5; 20% of the cells has expected count greater than 5. The assumption has been violated because 

8 cells (40%) have expected count less than 5. The minimum expected count was .04. Therefore, 

the Likelihood Ratio test results yielded a p-value of 14.404 These results indicated that the 

amount of time spent conducting basic rifleman marksmanship training had no association with 

overall performance rating received at Advanced Camp.  
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Table 14 

Chi-Square Tests for Basic Rifleman Marksmanship 

Training 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Pearson Chi-Square 14.866a 12 .249 

Likelihood Ratio 14.404 12 .276 

Linear-by-Linear 

Association 

.201 1 .654 

N of Valid Cases 1128   

a. 8 cells (40.0%) have expected count less than 5. The 

minimum expected count is .04. 

 

Research Question Three: How does gender and race impact the overall leader development 

rating received at Advanced Camp? 

Gender 

A chi-square test of independence was performed to examine the correlation between the 

gender and the cadet’s overall performance rating. This test was found to be statistically 

significant χ2 (4) = 31.752, p < .0001. The p value was less than α = 0.05. The effect size for this 

analysis Cramer’s V φc = .168. According to Cohen (1988), Phi and Cramer’s V effect size 

magnitude can be interpreted as 0.1 being a small effect size, 0.3 being a medium effect size, and 

0.5 being a large effect size. These results indicated that the gender had a small effect on the 

overall performance rating. 
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Table 15 

Chi-Square Tests for Gender Impact 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Pearson Chi-Square 31.752a 4 .000 

Likelihood Ratio 29.969 4 .000 

Linear-by-Linear 

Association 

.023 1 .880 

N of Valid Cases 1128   

a. 2 cells (20.0%) have expected count less than 5. The 

minimum expected count is .93. 

 

Race 

A chi-square test of independence was performed to examine the correlation between the 

race and the cadet’s overall performance rating. This test was found to be statistically significant 

χ2 (20, N = 1128) = 93.248, p < .0001. The p value was less than α = 0.05. The effect size for this 

analysis Cramer’s V φc = .144. According to Cohen (1988), Phi and Cramer’s V effect size 

magnitude can be interpreted as 0.1 being a small effect size, 0.3 being a medium effect size, and 

0.5 being a large effect size. These results indicated that the race had a small effect on the overall 

performance rating. 
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Table 16 

 

Chi-Square Tests for Race Impact 

 Value df 

Asymptotic 

Significance 

(2-sided) 

Pearson Chi-Square 93.248a 20 .000 

Likelihood Ratio 97.299 20 .000 

Linear-by-Linear 

Association 

.003 1 .959 

N of Valid Cases 1128   

a. 10 cells (33.3%) have expected count less than 5. The 

minimum expected count is .05. 

 

Summary 

The purpose of this study was to examine leadership activities, gender, and race have a 

correlation to the cadet overall performance score. Military organizations place great emphasis 

on leadership and strive in various ways to train or develop effective leaders (Bennis, 2009). 
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Chapter V: Discussion, Practical Implications,  

Recommendations for Further Research 

Chapter I presented an overview of the Army ROTC Cadet Summer Training (CST) 

Advanced Camp (AC). Thus, it also stated the problem, the purpose, research questions, 

limitations and overall significance of the research. Chapter II guided the study with history 

about Advanced Camp, Leadership, Leader Development Programs, Leader Development 

Activities, Leadership Theories, Leader Performance and Evaluation. Chapter III overviewed 

how the research study was conducted identifying the population and sample. Additionally, 

Chapter IV revealed the results of the study and an interpretation of data. Chapter V will discuss 

some study’s implication for practice and some of recommendations for future research as is 

relates to leader development 

Purpose of Study 

The purpose of this study was to examine the relationship between leader development 

activities and leadership evaluations of cadets attending U.S. Army Reserve Officer Training 

Corps (ROTC) Cadet Summer Training Advanced Camp (AC). The Cadets were evaluated on 

their leadership attributes and competencies while demonstrating confidence in the skills and 

military operations essential at the tactical level. The Cadets conducted activities such as APFT, 

Field Leaders Reaction Course (FLRC), 12-mile road march, Basic Rifleman Marksmanship 

(BRM) and Land Navigation Written Test/Practical Exercise. CBRN/ TC3 (First Aid), Platoon 

Operations, Patrol Base Operations, and Call for Fire. For the purposes of this study the focus 

area is Advanced Camp. Cadets who have completed their Military Science Level III courses 

attend Advanced Camp during their junior and senior year of college. This study analyzed 

leadership assessment data collected during May – August 2018.  
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Research Questions 

The following research questions were used in the study. 

1) Do the leader development activities (APFT, Land Nav, BRM, and 12-mile ruck march 

score) and overall leadership evaluation correlate? 

2) Does the prior training at college university level impact student performance rating? 

3) How does gender and race impact the overall leader development rating received at 

Advanced Camp? 

Discussion 

The Army places emphasis on preparing and training our future leaders through the 

general officer ranks for any situation that may occur. Day and Halpin (2001) argued leadership 

development is not a single intervention but rather a long-term continuous process. The enlisted 

ranks have a similar training level; initial entry training through the Sergeants Major Academy.  

All soldiers, regardless of rank, are expected to demonstrate leadership behaviors as they engage 

their work (FM 6-22, 2015). Soldiers are expected to be competent, committed professional 

leaders of character (ALDS, 2013). Advanced Camp provided cadets with that opportunity to be 

leaders and to be followers. They are able to determine what leadership style suits them best; 

whether it situational, transformational or behavioral. Various leadership styles and theories are 

relevant to the military. Despite studies examining and explaining leadership, no definitive 

theory has emerged to guide leaders, and there is no definitive evidence on which theory is most 

effective (Rolfe, 2011). 
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Practical Implications 

The aim of this study was to examine the relationship between leader development 

activities and leadership evaluations. The first implication of the study derives from the findings 

is physical fitness specifically the APFT has a huge impact on the successful completion of 

Advanced Camp. The cadets are expected to be at a moderate level of physical fitness upon 

arrival to be able to complete leader development activities. For example, cadets conduct at least 

four ruck marches ranging from 2-12 miles during the Advanced Camp. The cadets march to all 

the training sites in the area to include the dining facility. In addition, the Land Navigation 

Practical Exercise requires cadets to navigate from one point to another by foot. Physical fitness 

is key in all aspects of the 31-day training cycle. To the contrary, cadets may believe the only 

way to receive an Excellent Overall performance rating is to achieve a score of 300 on the Army 

Physical Fitness Test. Thus, it may be important to clearly communicate the standards for 

passing the APFT.  

A second important implication of the study derives from the findings on the overall 

performance rating each cadet received at advanced camp indicated that the Military Science 

Instructors & ROTC Leadership involvement in training was instrumental prior to attending 

advanced camp. It is evident that the cadre was adhering to the objectives of advance camp and 

shared the same views with 16% of the population received Outstanding rating, 36% Excellent, 

36% Proficient, 10% Capable, and 4% Unsatisfactory rating.  A study conducted by Maryam 

Awadh (2018) would identify this as collective leadership. Collective leadership is helps school 

members be actively linked to a common purpose that impacts instruction and student 

performance. The study concluded that the collective leadership mission is leading the team to 

share views on society, determine the appropriate views, and act on them.  
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A third implication stems from a small correlation between the Land Navigation Written 

Exam, the Land Navigation Practical Exercise and the cadet’s overall performance rating. The 

findings suggest that cadets are developing critical thinking skills and trusting in his or her own 

abilities. Brookfield (1987) states the process of critical thinking is defined as having four 

distinct purposes:  

1. Identifying and challenging assumptions.  

2. Creating contextual awareness  

3. Identifying alternates 

4. Developing reflective skepticism.  

The final implication is based on the demographic profile of the population. The 

demographic profile implies the ethnicity of the population is a replica of the U.S. Army Officer 

Corps. 70% Caucasian, 10% African American, 10 % Hispanic, 1% Native Americans, 8% 

Asian/Pacific Islander and 1% Other.  This implies there is not an equal level of diversity 

entering preparing to commission as Second Lieutenants in the U.S. Army. Based on the findings 

the gender and race had a small impact on the overall performance rating.   

Recommendations for Further Research 

In addition to the practical implications, this study has also revealed implications for 

future research. More research will in fact be necessary to refine and further elaborate on the 

correlation between leadership development activities and overall leadership evaluation rating. 

This study focused on the Army ROTC leader development program. A suggestion for future 

study would be to conduct analysis of different services leader development programs. This 

would explore potential ways to improve the training received at Advanced Camp. Recruiting 
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and Retention departments could benefit from analysis on the correlation between scholarship 

and non-scholarship cadet and the overall performance rating.  

Future studies could also analyze the correlation between the specific schools and 

universities, school size, and levels of cadet achievement from previous years. This would 

determine if there is a difference between regions and universities on campus training. It is also 

important to assess their confidence level in themselves and the training they received at their 

perspective college or university utilizing a qualitative approach by interviewing cadets once 

they complete Advanced Camp. The study findings demonstrate the need for additional research 

in this area and with this population, with more refined measurements tools and a deeper 

understanding how significant leader development is to any organization.  
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