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INTRODUCTION

The User's Guide to Marine Corps Vauesisto be used as atool to help ensure that the
values of the Corps continue to be reinforced and sustained in al Marines after being formally
ingtilled in entry level training. This document is a compendium of discussion guides developed
and used by Marine Corps formal schools. The guides are part of the formal incul cation of values
in young Marines, enlisted and officer, during the entry level training process. Thisguideis
designed to be used as a departure point for discussing the topics as a continuation of the process
of sustaining values within the Marine Corps.

The User's Guide also serves as a resource for leaders to understand the "talk™ and the
"walk" expected of them as leaders. New graduates of the Recruit Depots and The Basic School
have been exposed to these lessons and expect to arrive at their first duty assignments and MOS
schools to find these principles and standards exhibited in the Marines they encounter. Leaders
must remember that as long as there is but one Marine junior to them, they are honor bound to
uphold the customs and traditions of the Corps and to always "walk the walk and talk the talk."
We are the "parents’ and "older siblings" of the future leaders of the Marine Corps. Americais
depending on us to ensure the Marines of tomorrow are ready and worthy of the challenges of this
obligation.

Teaching, reinforcement, and sustainment of these lessons can take place in the field,
garrison, or formal school setting. Instructional methodology and media may vary depending on
the environment and location of the instruction. However, environment should not be considered
an obstacle to the conduct or quality of the instruction. This guide has been developed as a
generic, universal training tool that is applicable to all Marines regardless of grade. Discussion
leaders should include personal experiences that contribute to the development of the particular
value or leadership lesson being discussed.

The Marine Corps University (MCU) isinterested in your thoughts on this publication.
Y ou are encouraged to contribute to this evolutionary and living process for instilling values in
Marines. Every Marineis part of the process. Therefore, if you have developed successful
discussion guides, lessons, or you would like to provide input into existing guides, the point of
contact at MCU is the Director, Operations and Policy, DSN 278-6843, commercia (703)
784-6843, fax -5916. Y ou may also visit the Marine Corps University Homepage on the World
WideWeb at http://www.mcu.quantico.usmc.mil. To access copies of this book on the World
Wide Web the address is http://www.mcu.quantico.usmc.mil/mcu/guide.htm.
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FOREWORD

1. PURPOSE
Marine Corps Reference Publication (MCRP) 6-11B, Marine Corps Values. A User’s Guide for
Discussion Leaders, provides Marine leaders with aresource for discussing and sustaining values
within their unit. This publication is designed to assist leaders of all ranks in conducting
meaningful discussions on core values, professiona ethics, combat leadership, and a host of other
topics related to values training within the Marine Corp.
2. SCOPE
MCRP 6-11B is a compendium of discussion guides developed and used by Marine Corps formal
schools and should be used as the basis for all values and leadership sustainment training in
Marine Corps units. Its smplistic design enables any Marine to conduct a quality guided
discussion on the topic without audiovisual aids or other support, lending itself to garrison and
field use.
3. SUPERSESSION
NAVMC 2767, User’s Guide to Marine Corps Leadership, dated 12 March 1984.
4. CERTIFICATION
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FOREWORD

"...A sound body is good; a sound mind is better; but a strong and clean character is
better than either."
Theodor e Roosevelt
Addressat Groton, Mass., 24 May 1904

The United States Marine Corps is the world's premier fighting force. More than 220
years of success and tradition have helped carve a place for Marines in the hearts of Americans.
We epitomize that which is good about our nation and personify the ideals upon which it was
founded. Generation after generation of American men and women have given specia meaning to
the title United States Marine.

The Nation expects more of the Marine Corps than just success on the field of battle.
Americarequiresits Marines to represent her around the globe as a symbol of the might, resolve,
and compassion of our great country. Feared by enemies, respected by allies, and loved by the
American people, Marines are a"special breed." This reputation was gained through and is
maintained in a set of enduring core values that form the bedrock and heart of our character.

Ensuring that today's Marines uphold the legacy of those who have gone before begins at
the recruit depots and Officer Candidates School. Here we undertake the transformation of
young Americans into Marines, and ultimately into contributing citizens in our communitiesin a
unique and indelible way.

From our earliest days as Marines, we are taught that the Marine Corpsis a specia team --
afamily. Just asthe family should play a mgor role in the upbringing of children, the Marine
Corps embraces this noble responsibility in the "upbringing” of Marinesin the Marine family.

Part of belonging to the Marine team and family involves incorporating the values of that
team into the daily lives of each of its members. We all understand, and must subscribe to, our
Corps values: honor, courage, commitment. There are other values which we honor as defenders
of the constitution: the ideals of democracy, fairness, faith, and freedom. These values and the
basic concept of right and wrong, are cornerstones in building Marines. These basic values are
the "anchor points' of many of the lessons contained in this guidebook.

This discussion guide also contains numerous lessons on leadership. Leaders at all levels
are charged with instilling the lessons of our heritage and inculcating and reinforcing the values
that define our unique character. Just as our values set us apart, our leadership is at the heart of
why Marines enjoy a reputation that is unparalleled among those practicing the profession of
arms.

This publication isatool to assist leadersin ingtilling and sustaining the lessons of values
and leadership. | charge leaders from the fire team leader to the force commander to use these
lessonsin their efforts to ensure that today's and tomorrow's Marines continue to reflect the very
best of the legacy of yesterday's Marines.

R. R. BLACKMAN, JR.
President, Marine Corps University
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

DI SCUSSI ON LEADI NG TECHNI QUES

1. Introduction. During any period of instruction, it is

i nportant that you, as the instructor, gain the attention of your
students and provide a sense of enthusiasmand a desire to |earn.
| f you use slides or other nedia, describe howthis nedia wll
help to gain student's attention. Use an attention gai ner that
is related to your class. Once you have gained their attention
you nust sell your lesson. Tell your students why it is
inmportant for themto l[isten to your | esson. The instructor nust
i npress upon the students their need to know the material. If
the instructor can generate in each student a sense of personal

i nvol venent with the material, mastery of the subject matter wl|
be nmade easier. GCenerate interest in your group by being

ent husi astic about your topic. This wll stinulate and notivate
t he students.

2. Overview. The purpose of this instruction is to explain how
to |l ead a gui ded di scussi on.

3. References. Not applicable.

4. Discussion Leader Notes. Not applicable.

5. Di scussi on

a. Know when to use a guided discussion as stated in this
| ecture.

b. Know t he advant ages and di sadvant ages of using the guided
di scussion as a training technique.

c. Know the tasks of the discussion | eader prior to and
during the discussion.

6. Methods/ Media. The follow ng points outline howto conduct a
gui ded di scussi on:

a. What is a guided discussion? To have a guided di scussion
you need:

(1) Aleader. This person controls the discussion and
makes sure all group nenbers becone active Participants.
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(2) A desired outcone or goal. This can be a solution
to a problem covering a topic, or sonething el se.

(3) A structure. Certain points need to be covered.
Sonetinmes they need to be covered in a certain order or sequence.
The | eader controls the structure.

b. Wen do you use a guided di scussion?

(1) If you are instructing a small group (up to 20) al
at once, you can use gui ded discussions often. Sonetinmes gui ded
di scussions take nore preparation, patience, and nental quickness
on your part than other kinds of instruction. But it can nmake
your job of teaching nmuch easier. Below are sone steps to foll ow
to make sure your Marines |earn. (Quided D scussions help you do
every one of themand all at the sane tine.

(a) Allow practice. Practice may be the nost
inportant part of learning. In guided discussions, the nenbers
are always practicing by repeating and thinking about what they
know and | earning from experi ences of others.

(b) Determ ne Marine's strengths and weaknesses.
When you conduct good gui ded di scussi ons, you know whet her your
Mari nes are studyi ng and whether they know what they are supposed
to know, and you know it now

(c) Involve all discussion group nenbers actively.
I n gui ded di scussions, everyone participates and that neans nore
than saying "Yes" or "No," or agreeing or disagreeing.

(d) Motivate your Marines. Part of being notivated
is feeling part of the situation. \Wen your group nenbers
participate, the instruction relates to them It is
automatically part of their life.

(2) The principal tw factors you face in conducting
gui ded di scussions are tine and group size. |t usually takes
| onger to conduct a discussion of a subject than to | ecture about
it. Also, guided discussions work best with small groups.

(3) Wen shoul d you choose gui ded di scussi ons? Consi der
this exanple: Imagine if you were assigned to give a class on
"Survival at Sea" and your student group included nenbers of a
Mar i ne anphi bi ous assault team a Navy submarine crew nenber, and
a Navy fighter pilot. Al these individuals are concerned with
survival in the ocean because they depl oy aboard ships. How
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woul d you train then? It depends on the purpose of the
i nstruction.

(a) Exanple 1: If the purpose of the instruction
is sinply to identify and descri be essential survival itens, a
| ecture and denonstration of the articles mght be sufficient.

(b) Exanple 2: If the purpose is to have the
feeling of being on a raft for two days, then experience m ght be
best .

(c) Exanple 3: If the purpose is to discuss the
mental preparation for coping with different situations, the
gui ded di scussi on m ght be best.

(4) In each of the exanples, we used the word m ght.
That' s because there is another thing you need to think about.
Qui ded di scussions are dependent on the group nenbers. \Wat
experiences do the nenbers bring to the group? In the previous
exanpl e, the nmenbers could probably go on tal king forever. They
have experiences simlar to the topic, like living in the water,
bei ng al one, and so on. But what if the group were nade up of
recruits? Perhaps a |l ecture would be better because this group
may have little or no experience on the subject.

(5) Some groups will "teach" thensel ves; others may have
very little to say; still other groups may require a m xture of
di scussion and lecture by the discussion | eader, though the
| ecture woul d be disguised as sinply input fromthe discussion
| eader. As a resource person, the discussion | eader nust be
prepared to stimulate discussion, to provide direction, and to
get the nost out of the tinme being spent. Wthout the discussion
| eader's expertise and gui dance, a group can flounder and end up
in just another bull session.

c. Wat are the advantages of gui ded di scussions?
(1) G oups usually have nore resources than individuals.

Varyi ng backgrounds and experiences, ensure new or different
appr oaches.

(2) Goup nenbers are notivated by the presence of
others. It's natural that a Marine wants to | ook good in front
of a group. A desire to inpress the group notivates each group
menber .
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(3) Goup nenbers nmay feel a stronger conmtnent and
esprit de corps. Wen your Marines solve their own problens or
contribute to the unit's success, they tend to be nore notivated
to acconplish the tasks.

(4) Participation |leads to increased understanding. New
i deas, thoughts, opinions, or approaches will increase each
Marine's know edge and skill level. Infornmed Marines do better
t han those wearing blinders.

(5) Menbers acquire or inprove comuni cation skills
useful in other situations. By discussing any issue, problens,
requi renents, or plan, you gain nore information, new insights
and know edge, and an increased ability to anal yze the situation
and formul ate a course of action.

(6) Menbers teach each other by discussing their
experiences. The real |earning experience cones fromlistening
and participating as a group nenber.

d. Wat are the disadvantages of gui ded di scussions?

(1) More tine consum ng than other nethods. Any tine
you open a subject up for discussion by your Marines it wll take
tinme.

(2) Discussion can suppress convictions. |f you express
your feelings on a subject first and then ask subordinates to
give their opinions or views, you wll probably get your opinions
and views right back. The |eaders' opinions and group pressure
may Suppress opinions.

(3) Discussion may substitute talk for action. Tal king
about "How to solve a problem is not enough. You nust be
prepared to take action based on the group's inpact. Don't say
you will do sonething or change sonething unless you truly can.
Mari nes want action, not talk.

e. Tasks of the Discussion Leader prior to the discussion.

(1) Select appropriate subject. Comranders sel ect
subjects to be taught based on the needs of their Marines, such
as discipline, ethics, why the 292 antenna was put up wong, why
t he mai ntenance on the MRC110 is unsat. The subject can be
sel ected in advance or on the spot.
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(2) Select appropriate training objectives. Decide what
there is about the subject you want your Marines to naster.

(3) Acquire know edge and understandi ng of the subject
matter. General D.M Shoup, 22nd Commandant of the Marine Corps,
stated: "To lack intelligence is to be in the ring blindfol ded."
It is tough to guide a discussion if you do not have a basic
understanding of the facts relating to the topic. As the
di scussion | eader, the |earning experiences end result is
dependent upon your know edge and skill. If the group cannot
answer a question you nust be able to do so or to find the
answer .

(4) Research backgrounds of group nenbers. Basically,
this means know your Marines. Another point to consider is that,
based on experiences and assignnents, certain Marines wll be
nore know edgeabl e on certain aspects of your subject than
others. If you |l earn about your Marines' backgrounds, you nay be
able to get slow starters involved by relating questions to their
personal experiences. For exanple, what elements of mlitary
strategy, |like weather, terrain, and so on, are also factors in
ot her aspects of life? Wen you think about your group, also
t hi nk about their personalities and how well they express
t hensel ves verbally.

(5) Prepare a discussion |eader's outline.

(a) This is sinply a working guide with built-in
flexibility. List your purpose, |earning objectives, possible
guestions, and a direction. Mental outlines can work but writing
your thoughts down will hel p you keep your thoughts straight.
Annex B is a sanple discussion |eader's outline.

(b) Along with each point you intend to cover,
write down how you intend to cover it. Are there sone points you
can cover best by using a slide presentation? Show ng a short
filn? WIIl you need to hand out witten material s? Have the
group nenbers refer to a text? WIIl you summarize or wite main
points on a transparency? On the chal kboard? How about a sand
table or just a diagramdrawn in the dirt? Consider every part
of your discussion beforehand. The use of questions as a neans
of directing and stimulating discussion is one of the nost
ef fective techni ques used by the discussion | eader.

(c) You also need to decide how long to spend on

each point. Allow enough tine for yourself and for the nenbers
to talk. It is inportant to |et the group express thensel ves,
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and this often takes not only tinme but patience. Also allowtine
for pronpting individuals or for helping themif they start
stunbling. Your assistant discussion | eader can usually assi st
you in "watching"” the tinme schedul e.

(6) Prepare extra material. Parts of discussions often
go qui cker than expected. Wen this happens, you'll need to
expand ot her parts of the discussion. |If you have a lively

group, space can be filled sinply by allow ng nore di scussion.
But you will also want to have extra material ready. For
exanple, if you have one case study planned, have one in reserve
too. Also, there is usually at |least one point in any topic that
"you Wi sh there was nore tine to go into." Be ready. You may
have the ti ne!

(7) Check materials and facilities to be used.

(a) If in a classroom check lighting, seats and
equi pnent. If in the field, check for poison ivy, snakes, and
security. For a bal anced discussion, you'll find that a bal anced
seating arrangenent will be necessary. Sone individuals wll be
quick in their delivery; others, slow and deliberate. Sonme w ||
speak a lot; others, only when pronpted. To create a bal ance,
spread these different types evenly throughout the group.
Sonetinmes even the nost passive people WIIl becone active when
caught in a crossfire of discussion.

(b) Before you begin the discussion, set up any
equi pnent or aids you plan to use. Also, arrange the seating.
Round tables are preferable, but often not available. So you
wi |l probably need to place desks in a circle or elliptical ar-
rangenent. The ellipse is probably best if you have a slide or
filmpresentation wwthin the discussion. 1In the field just have
your Marines find a nice "soft piece of terrain" to sit on.

(c) Wen preparing and | eading discussions, it is
desirable to have an assistant if possible. This individual
coul d be your XO, SNCO, or anyone you choose. The assi stant
di scussion | eader can hel p guide the discussion, operate training
aids, or give sunmaries--anything you direct.

f. Tasks of the Discussion Leader during the discussion.

(1) Set the stage. Tell your Marines what you are going
to discuss. State the purpose of the discussion the objective
and the major points to be covered. Also explain any nedia that
w Il be used and any instructions you want understood before you
start.
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Exanpl e: "Today we'll be tal king about the inportance
of being a | eader. Based on the handouts | gave you and on any
personal experience you may have, we will first | ook at people we
m ght call |eaders. And sone we mght not call |eaders. Then we
will try to pick out characteristics, or traits, that make these
individuals | eaders. W will also try and define | eadershinp.
Finally, we wll see a filmof four people tal king or working
wth others. After the filmwe will decide whether or not they
are | eaders based on our definition."

(2) Start the discussion.

(a) Atransition statenent is a good way to get
started on the nove fromone point to the next. Your transitions
w Il usually be a question, or end in a question.

Exanpl es: "Wio can start by describing a person
they think is a leader?" (If no one responds, you m ght consider
calling on one of the nore confident | ooking nenbers.)

"Lt. Smth, could you start by
describing a person you think is a | eader?"

or

"Let's start by describing sonmeone and
see if we think he's a leader.” (Then you nention sonmeone to get
t he di scussi on goi ng.)

(b) I'n a guided discussion, you have the added
advant age of being able to use the students' words as
transitions. For exanple, after the introduction, a Marine m ght
ask, "When you say | eader, do you nean soneone who's in a
| eadership billet?" You could say, "That's a good questi on.
Have all the Marines you have known in | eadership billets been
| eader s?"

(c) Oher ideas are to show a filmor use a case
study to get theminvol ved.

(d) Renenber, the way you start the discussion is
key to its success. Ensure you create a rel axed at nosphere and
obtain their trust at the beginning.

(3) Control the flow of discussion.

(a) The termdi scussion | eader inplies the | eader
has a predeterm ned plan and gui des the di scussion towards the
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objective. It is your duty as the discussion | eader to keep your
Mari nes on the subject.

(b) Sonetines you may have to cut off discussion of
a particular point to keep the discussion noving ahead. Here the
trick is not to interrupt too nmuch. Do this by waiting for an
i ndividual to reach the end of his thought. Then use positive
statenents to cut off the discussion.

Exanples: "That's an interesting point. [1'd |ike
to come back to that later if there's tinme."

"That's exactly what we want to get at. Now,
Capt ai n Jones has proposed two characteristics of |eaders;
sincerity and perseverance. Can anyone think of others? How
about the | eadership traits? What do you think Lieutenant
wal ker ?"

In both cases, you have taken back control. Al so,

in the second case, you are politely telling Captain Jones,
"That's enough on that part of the discussion."”

(4) Control group participation

(a) I'n a group discussion everyone should be
i nvol ved and be adding to the discussion. It is your job to
control the over-tal kative Marine and involve the quiet ones.
The proper use of questions will help the discussion |eader
control participation. There are three types of questions
available to the discussion | eader. Two types, Direct and
Over head, can be done in advance and incorporated into the
di scussion | eader outline. The third, Redirect, is a spontaneous
type questi on.

[1] Direct. Can be used to involve the
Marines who are not taking part. Such as: "LCpl Brown, why do
you think a | eader nust set the exanple?"

[2] Overhead. Used to address the entire
group. Such as: "Can soneone give us an exanple of courage?"

[3] Redirect. A question directed at the
di scussion | eader but returned to the group as an over head
guestion, or to an individual as a direct question. Such as, if
you are asked to state the nost inportant |eadership trait by a
participant, rather than answer the question yourself you say,
"That's a very good question, let's discuss it. |Is there one
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trait that is nost inportant?" (overhead question-redirecting
original question).

(b) You want everyone to talk. But you don't want
any one person to talk too nuch. To get quiet individuals to say
nore than "Yes" or "No", ask questions that require responses of
nore than one word. Be careful not to intimdate this kind of
person, though. Start himher off with easy questions that
requi re short answers and progress during the discussion to
gquestions that require |onger answers. For exanple, go from
"Which of the qualities of |eadership do you think are nost
important?" (which requires a single word responses to "Here's a
| eader. What nmakes her a | eader?" (which requires a nuch | onger
expl anation). Renenber: The question often determ nes how | ong
the response will be.

(c) Watch group nenbers' "body | anguage"” for tell-
tal e signs of agreenent and di sagreenent. By watching them you
can better determ ne who to ask what question to or who to voice
an opi nion on soneone el se's response.

(5) Interject appropriate material from prior
di scussions. Points made in previous |eadership training which
apply to the current discussion topic should be pointed out and
"tied in."

(6) Acconplish the Training Objectives. The |eader
deci des what he wants his Marines to learn and calls them
training objectives. If the Marines |earn, you acconplish your
mssion. |If they don't learn it all, then you nmust spend nore
time wwth the discussion or reeval uate your nethodol ogy.

(7) Sunmmarize and end the di scussion.

(a) A good discussion |leader will wutilize,
synt hesi ze and summari ze conments nmade by the group. Everything

di scussed shoul d be periodically summari zed. |f possible have a
chal kboard, overhead projector, or easel close at hand, wite
down (or have your assistant) all inportant points or statenents

as they occur; this will aid the discussion and aid in
summarizing the main points later. Also, help group nenbers
shorten | ong answers by summarizing them but do not change the
statenent's neani ng.

(b) Summarize at the end of each main point. |If
the points have been made clear, this will usually only require
your repeating those points. Again, only use the term nol ogy
supplied or agreed on by the group. Oherw se, you m ght be
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asked questions |ike, "What did you say that neant?" or "That's
not what we said, was it?"

(c) Finally, summari ze the entire discussion. Once
again, restate the objective the purpose of the discussion.
This time, though, you expand the statenent to include any
solution or conclusion that the group has reached. For exanple,
"So we've decided today that a person who is a | eader is one who
knows his job, who knows hinsel f/herself, and who takes care of
hi s people.™

g. Common m st akes made by Di scussi on Leaders.

(1) Failing to be prepared. This is the nost common
error that discussion | eaders make. They often think they can
"wWing it" and fail to organize, plan, and research the topic
sufficiently. A |eader nust know his/her subject. @Qiiding a
good discussion is not an easy task, and the quality of the
| earni ng experience is heavily dependent upon your ability to do
your duty as a discussion | eader.

(2) Becomng the "duty expert." This neans talking too
much and providing all the answers. |If you want your Marines to
di scuss a subject, keep quiet and let themdiscuss it. The "duty
expert" can suppress their responses and ruin the effectiveness
of the group discussion. It can becone a "selling of the boss's
poi nt of view' vice a group |earning experience or decision
process. Avoid preaching, noralizing, and |ecturing.

(3) solve each other's problens or, as a team solve
their owm. Sonetines the discussion | eader needs to answer when
you are the "duty expert," are asked for your opinion, or need to
answer a question to get the discussion on track or clear up a
poi nt .

(4) Failing to use interimsunmaries. The purpose of

any summary is to reenphasize main points already covered. |If
you cover nore than one main point or if the discussion |asts
nore than an hour, the interimsunmmary wll help transition from

one main point to another, plus review what has been covered.

(5) Failing to acconplish training objectives. The
training objective's were your objectives because you want your
Marines to | earn sonmething in particular. |f your Marines do not
| earn, then you fail to acconplish your objective.

(6) Allowi ng side conversations. In any training
evol ution, you want the full attention of your Marines. This is
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particularly true with discussion group |earning situations. Side
conversations are distracting to other group nenbers and prevent
t he personnel involved in these side conversations from keepi ng
up with the "actual" discussion flow Only one person should
talk at atime, after all we can only effectively listen to one
at atime. Wys to regain attention are:

(a) Direct a question to one of the Marines in the
si de conversation, or

(b) Ask the side group to contribute their ideas to
the entire group.

(7) Allow ng group nenbers to work on other material .
This can have the sane effect as side conversations.

(8) Allowi ng an argunent to develop. Marines tend to
get excited about sone topics which can | ead to argunents.
Renmenber you are the | eader. Use questions to get viewpoints of
other Marines. This should stop the argunent, and al so get a
majority viewpoint. For exanple: "Wat do you think about what
Corporal Smth and Corporal Jones were tal king about?"

(9) Losing track of the discussion's flow This usually
happens if the discussion | eader is studying notes or the | esson
outline and not listening to the discussion. The only solution
is to know your subject, and pay attention at all tines.

7. Questions and Answers (tinme as required)

a. Ask for any questions fromthe group.
b. If the class does not ask questions ask sone of your own.
8. Summary
In sunmary renenber:
a. Use the guided discussion when:
(1) The group is snall.

(2) The topic lends itself to being discussed
rat her than denonstrated or experienced.

(3) Your Marines will be able to effectively
di scuss the topic.
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b. The tasks of the discussion |eader prior to the
di scussion are:

(1) Select the subject.

(2) Select the training objectives.

(3) Acquire know edge of the subject.

(4) Research background of group nenbers.
(5) Prepare discussion outline.

(6) Prepare extra materi al

(7) Check materials and facilities.

c. The tasks of the discussion | eader during the discussion
ar e:

(1) Set the stage.

(2) Start the discussion.

(3) Control the flow of the discussion.
(4) Control group participation

(5) Interject appropriate material from prior
di scussi ons.

(6) Acconplish the training objectives.
(7) Summari ze and end the discussion.
d. Follow ng your | eadership discussions your Marines
shoul d | eave each period with the feeling that sonething has been
| earned, reviewed, or acconplished. A key elenent in

acconplishing this goal is the manner in which the discussion
| eader approaches hi s/ her duties.

9. Appendi ces

a. Appendix A Discussion Techniques Qutli ne.
b. Appendix B. Sanple D scussion Leader's Qutline.

C Appendi x C. Leadership Discussion Critique.
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d. Appendix D. Discussion Techni ques.
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APPENDI X A
DI SCUSSI ON LEADI NG TECHNI QUES
DI SCUSSI ON TECHNI QUES OUTLI NE

1. Purpose. To instruct the student on how to | ead a gui ded
di scussi on.

a. Know when to use a guided discussion as stated in this
| ecture.

b. Know t he advant ages and di sadvant ages of using the guided
di scussion as a training technique.

c. Know the tasks of the discussion | eader prior to and
during the discussion.

2. Definition of a @Quided D scussion

a. A guided discussion is a training session where a
desi gnat ed di scussion | eader guides up to 20 participants in a
di scussion of a given subject. The discussion | eader has both a
predeterm ned plan for the overall flow of the discussion and a
set of Training Objectives that he wants the group to |learn

b. A guided discussion is not:
(1) Alecture

(2) A neeting

(3) Arap session

3. Advant ages/ Di sadvant ages of a Cui ded Di scussi on

a. Advant ages
(1) G oups have nore resources than individuals have.

(2) Goup nenbers are normally notivated by the presence
of others.

(3) Goup nenbers may feel a stronger conmtnent and
esprit de corps when they participate in a discussion.

(4) Participation | eads to increased understandi ng.
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(5) Menbers acquire or inprove communication skills
useful in other situations.

(6) Menbers teach each other by discussing their
experi ences.

b. D sadvant ages
(1) More time-consum ng than other nethods.
(2) Discussion can suppress convictions.
(3) Discussion may substitute talk for action.

4. Tasks of the discussion | eader

a. Prior to the discussion
(1) Select appropriate subject.
(2) Select appropriate training objectives.

(3) Acquire a thorough know edge and understandi ng of the
subj ect matter.

(4) Research backgrounds of group nenbers.

(5) Prepare a Discussion Leader's Qutline.
(a) A working guide with built in flexibility.
(b) Lists purpose and training objectives.
(c) Questions to be asked or statenents to be nade.
(d) Aids and other supporting materials to be used.
(e) A general tine plan to organi ze peri od.

(6) Prepare extra discussion material.

(7) Check the material and facilities that will be used.

b. During the discussion
(1) Set the stage.

(2) Start the discussion.
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(a) Realize that the quality of the learning is
heavi | y dependent upon hinf herself.

(b) Create a rel axed atnosphere.

(c) Wrk hard to obtain trust from group nenbers and
establish good rapport, avoid "preaching" and "noralizing."

(3) Control the flow of the discussion.

(a) Use direct, overhead, and redirect questions to
keep the di scussion on track.

(b) Use a tinme plan to ensure required points and
trai ning objectives are covered.

(4) Control group participation

(a) Allow others to express their opinions, but do
not |l et any one nenber nonopolize the discussion.

(b) Use know edge of group nenbers and effective
use of questions to ensure all nenbers participate.

(c) Watch the group nenbers' "body | anguage" for
Signs on agreenent or disagreenent and call on them as
appropriate for comments.

(5) Interject appropriate material from prior
di scussi ons.

(a) Reinforce learning points by relating themto
i nformation from previ ous di scussi ons.

(b) Tie the discussion into how the subject fits
into the larger picture (e.g., how values affect norale,
di scipline, notivation, etc.).
(6) Acconplish the training objectives.

(a) Ensure the main points are clarified and
under st ood by the group nenbers through the "haze" of discussion.

(b) Ensure the major points are covered/ enphasi zed.

(7) Summarize and end the di scussion.
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(a) Listen to what each group nenber has to say and
try and tie their points together using interimsunmari es.

(b) Recogni ze the points on which the group agrees or
di sagr ees.

(c) Recognize the contributions fromthe group
menbers.

(d) End the discussion on a positive note.

5. Comon m stakes of a Di scussi on Leader

a. Failing to be prepared.

b. Becomng the "duty expert."

c. Answering questions fromthe group.

d. Failing to use interimsummaries.

e. Failing to acconplish the training objectives.

f. Alow ng side conversations.

g. Allowi ng group nenbers to work on other material.
h. Allowng an argunent to devel op.

i. Losing track of the discussion flow
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APPENDI X B
DI SCUSSI ON LEADI NG TECHNI QUES
SAVPLE DI SCUSSI ON LEADER S QUTLI NE
(Note: This is a sanple outline intended to serve as a general
gui de for the student when he/she is assigned to prepare and | ead

a | eadership discussion. There are no charts Provided.)

TI ME SUBJECT REMARKS

0000 1. | NTRODUCTI ON

a. | wll be acting as the Di scussion Asst. have
Leader for this Leadership charts set
Conference and will be ny assistant. up, with
Qur general subject for discussion chart #1
is as displayed on the chart. di scussi on
(Revi ew ground rul es as appropri ate, title.

such as snoki ng, drinking
cof f ee/ sodas, etc.)

b. Al though many of you have different Enphasi ze
MOS's, there is a common goal that this point.
applies to all of you, regardl ess of
your particular technical specialty.

That goal is to be the npost effective
| eader that you can be to the

Marines that will be in your charge.
Therefore, the purpose of this

di scussion is to exam ne sone of the
necessary preparations for assum ng
these responsibilities of |eadership

in the field.
c. Key Points for this Period Asst : di spl ay
chart #2
(1) The three elenents of |eadership. discussion
overvi ew

(2) Specific ways that each of us
may use in broadening and
i nprovi ng those three el enents
of | eadership to prepare ourselves
to be an effective Marine Corps
| eader.
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0005 2.

shi p.

a.

Training bjectives. The student, Asst:flip
upon conpl etion of this period of to chart
i nstruction, and when provided with #3 show ng
alist of alternatives will be able the TO s.
to select the one which correctly s the asst
i dentifies: going to

di scuss the
(1) The three elenents of |eadership TO s?

that a Marine | eader should have
knowl edge of when he is anal yzing
a use abl e concept of |eadership.

(2) The relationships between the
three el enments of | eadership.

(3) The nost

i nportant step which a

Mari ne | eader nmust take to inprove
hi s knowl edge of the three el enents
of | eadershi p.

DI SCUSSI ON Asst:flip
to chart
Sel f #4 show ng
the factors
(1) What do we need to know about of | eader -

oursel ves as | eaders?

(a) Qur strengths & weaknesses.

[1]

[ 2]
[ 3]
[ 4]
[ 5]

Ability to comrunicate with
Subor di nates and seni ors

Qur | eadership style
Qur val ues
Qur traits

Qur know edge of the situation

(2) Do we need to recogni ze our strengths
and weaknesses? Yes.

(3) How can we determ ne our strengths and
weaknesses?
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0015

b.

(a) Self-analysis (can we truly keep this
anal ysi s objective?)

(b) Feedback from ot hers

[ 1] Superiors (only at fitness report
tinme?)

[2] Peers (how do we get this feedback?)

Tr oops

(1) What are sonme of the things we need to know
about the troops?

(a) Background

(b) Experience

(c) Education

(d) Capabilities and Iimtations
(e) Personal goals

(f) Personality traits -strengths and
weaknesses

(g) Mrale, spirit, and soul

(2) How do we acquire and continuously inprove
on this necessary information?

(a) SRB' s
(b) Observation
(c) Interviews-initial and periodic
(d) Inspections
(3) Wuld it be a good idea to keep a witten

record of this info for ourselves? Wy?
Were? (Platoon Leader's Notebook)

| NTERI M SUMMVARY (Briefly summari ze main di scussion

(points.)

1- 20



0030 c. Situation
(1) What do we need to know about the situation?
(a) Leaders know edge in the area
(b) Troops know edge in the area
(c) Degree of urgency required
(d) Leaders attitude and opinion of his troops

(e) Troops attitude and opinion of their
| eader

(2) How do we inprove in each of these areas?
0045 3.  SUMVARY
a. Three elenents of |eadership are:
(1) Self
(2) Troops
(3) Situation
b. These three areas are interrelated and dynam c.

c. You nust always seek ways to inprove your
knowl edge in all three elenents of |eadership.

CLOSI NG STATEMENT

The precedi ng di scussion indicates that acquiring a
knowl edge about the three el enents of | eadership
contributes to an understandi ng of the |eadership
process, yet, not one of themis sufficient to explain
t he phenonmenon conpletely. In short, |eadership is a
dynam c activity wherein the | eader always operates in
a leader/follower relationship. Followers are not nere
automatons carrying out the |eader's desires to the
best of their abilities. They are human beings with
notives and goals of their own, strong attachnments to
their fellow group nenbers, and attitudes towards their
| eaders and group's goals that nay add or detract from
goal acconplishnment. The |eader nust recogni ze the
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exi stence of these individual and group factors and how
they affect his ability to influence his troops.

0050 END DI SCUSSI ON
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APPENDI X C
DI SCUSSI ON LEADI NG TECHNI QUES
LEADERSHI P DI SCUSSI ON CRI TI QUE
(Check the appropriate box for each statenent bel ow)
YES

Classroomfacilities were appropri ate-

The di scussion started on tine-

Leader established ground rules for the discussion-

Leader reviewed main points of prior discussion
peri od-

Leader presented an effective introduction to the
obj ective(s) of the discussion period-

Questions were well planned, properly asked,
and provoked di scussi on-

Leader encouraged all nenbers to participate-

Leader redirected the discussion when it tended
to get off the topic-

Leader made interimsunmaries at appropriate points-

Leader included divergent viewpoints in sumaries as
appropri at e-

Leader participated directly only to the extent
necessary for guidance and control and to
provi de expertise not brought out by the group-

Trai ni ng aids and supplenental materials were
appropriate and handl ed correctly-

(bj ectives of the discussion were acconplished-

Leader made a final summary and (if necessary)
announced details of the next neeting-

The di scussion closed on timne-

DI SCUSSI ON LEADER: MONI TOR:

(Use reverse side for comments)
DATE/ TI ME:
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APPENDI X D
Di scussi on Leadi ng Techni ques

Di scussi on Techni ques

1. Introduction. This section contains information on howto
gui de a discussion. The D scussion Leader's function is to |ead
and guide the discussion not direct it. It is not a "by the

nunbers" | ecture, but a nore subtle approach to | eadership
training. Understanding the discussion group process is a val u-
able tool which will benefit you throughout your Marine Corps
career, whether in a comand or staff billet. Al of us at one
time or another are either a participant or a |eader involved in
probl em sol vi ng neeti ngs/ di scussi ons, and these di scussions are
quite simlar to the | eadership training technique we are dis-
cussing here. Al are oriented towards an objective or solution,
i nvol ve group discussion, and have a |l eader. For exanple, a
conpany conmander may hold a neeting with his/her platoon com
manders to di scuss how to best approach getting the unit ready
for a Conmandi ng General's inspection. During the discussion the
pl at oon commanders w Il present their ideas and the comander can
formulate his plan of action. By using the discussion nethod the
commander can cover in an organi zed fashion (using an agenda
outline) many ideas, problens, and solutions, and ensure his/her
subordinate unit | eaders are know edgeabl e on the subject.

2. The group and the discussion |eader.

a. Each nenber is an individual and brings to class nmany
different factors which influence the initial total group nmakeup.
Each person is influenced by nunerous sets of forces which have a
bearing on his behavior in the group. Although they are
invisible forces they neverthel ess mani fest thensel ves throughout
t he week, sonme becom ng apparent imedi ately, some hidden behi nd
a thin veil of canouflage, sone only being reveal ed by nonver bal
| anguage. Sone of the factors found in groups are |listed bel ow

(1) Theories, assunptions, values, beliefs, prejudices,
attitudes about self, others, things, groups, organizations, and
cultures. These serve as a point of departure for each person's
behavi or.

(2) Loyalties to other outside reference groups, i.e.,
his/her famly, profession, religion, political affiliation, etc.

(3) Arepertoire of behavior skills which permt or
prevent himher from doing what he/she really wants to do
(diagnostic skills, listening skills, etc.).
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(4) Feelings: sick, sad, depressed, unhappy, angry,
frustrated, suspicious, etc.

b. At the beginning of a group |earning experience, people
know very little about each other. This anbiguous, uncertain
at nosphere often creates uneasi ness, disconfort and conf usion.

c. The burden is upon the discussion |eader to elimnate the
above negative conditions and create a rel axed atnosphere where
trust, acceptance, respect and all the positive things necessary
to facilitate group |learning and sharing becones a reality. The
di scussion | eader's personality and techni que are of utnost
i nportance in acconplishing that.

d. There is no tool nore inportant than the di scussion
| eader's attitudes; attitude towards others, towards
hi msel f/ hersel f, and towards the group as well as individuals in
the group, the quality of the relationship with each nenber of
the group is of utnost inportance.

e. W should not consider the use of group discussion unless
we believe that its effect wll in sone way be better than a
| ecture in which he alone contributes to the group. Several
additional factors need to be considered in which the discussion
| eader nust beli eve:

(1) G oup nenbers have sonething to contribute.

For sone this contribution nay be a new idea; for
others, an idea borrowed from soneone else; for others, a fact or
observation picked up fromreading; for still others, an
expression of feelings, a report of their experiences, or an
eval uation of the discussion. Mich of the value is in questions
asked. The effective discussion | eader considers all of these to
be inportant.

(2) Each individual is unique.

The effective di scussion | eader understands each
person is different fromeveryone else. Consequently, he/she has
the potential for nmaking sonme unique, fascinating, enlightening,
educati onal, neaningful contributions one that no one el se could
possi bly make because no one else is quite |ike himher.

(3) The group exists for the achi evenent of the
menbers' goal s.
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(a) The discussion | eader sees the group as the
vehicle for the achievenent of the goals of all its nenbers,
i ncluding hinself/herself and its purpose for being there. "Wat
are the | eadership needs of each person?" is a question that nust
conti nuously be asked by the good di scussion | eader.

(b) To hold values such as those nenti oned above
means the discussion | eader needs to feel secure hinself/herself.
He/ she needs to be an experienced | eader, to have "been there
before” with a wealth of experience, and be able to share and
comuni cate them

(c) Hel/she nmust be secure enough to tolerate others
having opinions different fromhis/her own. 1In a very real
sense, he/she nust respect his/her own uni queness, otherw se how
can he respect the uniqueness of others? A strong desire to
pattern others in our own inmage is usually rooted in a deep sense
of insecurity, inferiority and powerl essness. The mark of a good
| eader with considerable inner strength and security lends itself
to the wllingness for others to be thenselves, to have their own
t houghts and to see the world as an individual.

f. Among many ot her things, the discussion | eader nust al so:

(1) Function as an expert and project hinself/herself as
a person.

(2) Be an outsider who brings in skill and know edge and
at the same tine, be an insider who can participate neaningfully.

(3) Wrk hard to obtain trust from group nenbers.

(4) Understand the private world of others and be able to
communi cat e sone of that understandi ng.

(5) Have a positive, warm accepting regard (attitude)
for others and feel that regard unconditionally.

(6) Realize that the quality of the learning is heavily
dependent upon hinsel f/herself. "There are no bad groups, only
bad di scussion | eaders."

(7) Vary his/her roles depending on the group.

(8) Avoid adopting the nmenber role which will prevent
hi m her from provi di ng gui dance demanded by hi s/ her trainer role.
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(9) Be aggressive, protective, and supportive at the
appropriate tine.

(10) Accept feedback openly.

(11) Be alert for mannerisnms which may reveal sone
enotional feeling on the part of a group nenber, whether silent,
ani mated, or otherw se (e.g., expressions, foot tap pings, etc.).

(12) The discussion | eader nust also realize the
difficulties found in the group process such as:

(a) Menbers accept the group | eader but have | ow
trust in each other due to fear of rejection by peers (but the
authority figure is trusted.)

(b) Menbers have problemw th authority figures the
di scussion | eader has not Inspired themout of their |ethargy.

g. A favorable climate is of trenmendous inportance for
| earning since the process of learning is greatly affected by the
situation. Confronted with an idea that is at variance with an
old idea, a person nust reorganize all of the attitudes, val ues,
and concepts that have becone intimately related to the old idea.
Mark Twai n stated that "Education is unlearning that which we
have | earned,"--not a sinple process by any neans. To do this a
person nust feel it is safe for himher to express those
attitudes, values and concepts that he/she will not be criticized
or ridiculed if he expresses opposition to the new idea,
di scusses his doubts or defends the old idea. Thus, there nust
be an accepting, non-evaluative climate in the |earning
situation. The earlier this climte is set, the better for all
concer ned.

h. Many of the techniques |listed for good counseling are
applicable to good di scussion | eading; other things to consider
are listed bel ow

(1) Elimnate useless formalities such as raising hands
for perm ssion to speak or standing.

(2) Listen to what each has to say.

(3) Set aside your own evaluation of ideas offered. (Have
faith in the group.)

(4) Avoid preaching, teaching, or noralizing.
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(5) Avoid pushing people into participation before they
feel like it.

i. The discussion |leader is a resource--if not, there would
be no reason for himto be there. This refers to special skills,
insights or informati on he m ght possess that others do not have.
G oup nenbers | ook to the discussion | eader as being a resource
though it may never be said and is usually a tacit agreenent by
al | concer ned.

It is easy, however, to overlook the fact that every
group nenber is also potentially a resource. One of the
difficult problens for a discussion |eader is to avoid becom ng
the group's only resource or the "duty expert." Most nenbers are
willing to let the | eader do the work and to sit back and |isten;
this is especially true in learning situations; traditionally,
teachers teach and students learn. It is often overl ooked that
teachers can learn fromthe student (who can teach). This is one
of the many advantages of the group discussion; it provides an
opportunity for problens to be solved with the resources of many
people. Additionally, recognizing contributions from nenbers
wi t hout going abruptly on to soneone else is very inportant; it
has a positive effect and tends to encourage others to "open-up,"
gives a feeling they are contributing something worthwhile, and
usual Iy increases the volune of good discussion.

] . The tendency nmust be reduced, then, for the group to be
sol el y dependent upon the discussion |eader. The principle
concern of sone traditional |eaders is how they can nost
convincingly present their know edge so nenbers will |earn what
they know. Discussion |eaders can al so becone so preoccupied
with what they will say and howit will be delivered that they
are neglectful of the potential inportance of each nenber and
overl ook (don't listen) what is said when a nmenber finally does
get the opportunity to speak. It takes tinme and effort to create
the conditions whereby group nenbers |earn to consider each other
as a resource and to draw on this special information and
experience that each brings to the group. The biggest
contribution to this objective is the discussion | eader's
attitude:

(1) If he/she does not believe that he al ways knows best.
(2) If he/sheis wlling to |learn from ot hers.

(3) If he/she does not have a strong need to al ways be
seen by others as the expert.
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(4) 1'f he/she sincerely believes others can contri bute,
then he has a real chance of releasing the group's own
resour ces.

k. The inportance of two discussion |eaders (primary and
assi stant) per group is also worthy of note. Wth two
instructors there is added expertise, continuity, objectivity,
i nstructor feedback, and support when needed.

(1) It my take tine for the two | eaders to effectively
work together as a team but once this is acconplished they can
conpl ement each other significantly, and the resulting benefits
are well worth the investnent. If one discussion | eader has
difficulty the other can support him her by providing additional
expertise without "turning off" the group or inducing a | oss of
self-esteemon the part of the primary discussion | eader.

(2) The primary di scussion | eader can get nore invol ved
in the group while the assistant observes the primary | eader,
each nenber of the group and the entire period of instruction.
This is invaluable to the group process and provi des excell ent
feedback to the primary discussion | eader.

(3) In case of sickness, energencies, etc., there should
be soneone who can take over imedi ately w thout an appreciable
change in nood or technique. Platforminstructors can handle
this easily through substitute instructors because it is nostly
i npersonal, one-way type of instruction. A discussion group is
nmore personal, depends on established support and on student
contributions. Wen a new discussion | eader energes on the
scene, much is lost fromwhat has previously happened in the
group, the total group process suffers a |oss, and they nust
readj ust and he/she cone acquainted with the new group nenber.
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

MARI NE CORPS CORE VALUES

1. | ntroduction. The 30th Commandant, General Carl E. Mindy,
Jr. wote in a 1992 nenorandumthat "Marines are held to the

hi ghest standards of personal conduct. The Nation expects that
fromus. The personal and professional conduct, decency,
integrity, and accountability of Marines nust be beyond reproach.
This is a non-negotiable principle.”" Wat General Mindy was
tal ki ng about are the Values that Marines have displayed for over
200 years in peacetinme and conbat. These Val ues of HONOR
COURAGE, and COMM TMENT were further defined by himin his
"Statenment on Core Values of United States Marines."

Marines bring with them when they enter the Corps their own
set of Core Values. Personal Core Values are instilled in
Marines by their parents, famlies, religious beliefs, schools,
peers, and other influences upon their lives. These individual
sets of values may be strong or they nay be weak. Regardless of
background, every Marine should understand that being a Mrine
entails enbracing and adhering to Marine Corps Core Val ues.

The 31st Conmandant, Ceneral Charles C. Krulak said in July
1996 that "Qur challenge is to be a Corps of nen and wonen who
consistently represent the highest noral character in and out of
uniform Character creates a foundation of which successful
mlitary units are built. Fromthis foundation, Honor, Courage,
and Commtnent will always be evident, providing the perfect
description of a United States Marine."

2. Overview. This discussion guide is designed to help | eaders
at all levels to discuss Marine Corps Values with their Marines.
Your task is to help your Marines understand how their
under st andi ng and commtnent to these ideals will make them
better Marines and, ultimately, better people. This subject is
best approached within small groups of Marines who have a common
bond such as a squad, platoon, section, or office affiliation.

O her chapters in the guide may prove useful in preparing you to
|l ead this group discussion.

3. Ref er ences.

FMFM 1-0, Leadi ng Marines
FM 22-100, MIlitary Leadership
ALMAR 248/ 96, Char acter




Commandant's Statement on Core Values of United States
Mar i nes
Et hos and Val ues, Novenber 1995 Mari ne Corps Gazette

4. Di scussi on Leader Notes.

a. Preparing for this discussion should not be difficult.
The references contain nuch background on how val ues, traits, and
one's character affect |eadership and the effect good and bad
| eadershi p has on conbat efficiency and norale. The main purpose
of this discussion should be on how the character and val ues of
i ndi vidual Marines also affects conbat and unit efficiency, other
Marines, their own famly and friends and, ultimtely, their
nati on.

b. It may be useful to prepare sone scenarios that dea
with this subject. Mny of the scenarios that appear el sewhere
in this guide may prove useful

c. Don't assune that every Marine entered the Marine Corps
with the sane values systemthat you have or that every Marine
bel i eves everything that you believe. Regardless of one's
background or upbringing, every Marine should enbrace these
val ues, display them and |ive themas nuch as possible. No
Marine is perfect but we should each aspire to reach the ideal
and be inproving all the tine.

5. Di scussi on.

a. Wat are the Marine Corps Core Val ues?

(1) HONOR - The Marine Corps is a unique institution,
not just to the mlitary, but to the nation and the world. As
t he guardi ans of the standards of excellence for our society,
Mari nes must possess the highest sense of gallantry in serving
the United States of Anmerica and enbody responsibility to duty
above sel f, including, but not limted to:

Integrity, Denonstrating the highest standards of
consi stent adherence to right, legal and ethical conduct.

Responsi bility, Personally accepting the conseqguences
for decisions and actions. Coaching right decisions of
subordinates. A chain is only as strong as the weakest
i ndi vidual link, but a battalion of Marines is nore |like a cable.
Toget her we are stronger than any individual strand, but one
strand may hold us together in a crisis if it's strong enough.
One Marine taking responsibility for a situation nmay save the
day.
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Honesty, Telling the truth. Overt honesty in word and
action and clarifying possi ble m sunderstandi ng or
m srepresentati on caused by silence or inaction when you shoul d
speak up. Respecting other's property and denonstrating fairness
in all actions. Marines do not lie, cheat, or steal.

Tradition, Denonstrating respect for the custons,
courtesies, and traditions devel oped over many years for good
reason, which produce a common Marine Corps history and identity.
Respect for the heritage and traditions of others, especially
t hose we encounter in duty around the world.

(2) COURAGE - Moral, nental, and physical strength to
resi st opposition, face danger, and endure hardship, including,
but not limted to:

Self-Discipline, Marines hold thensel ves responsible
for their own actions and others responsible for their actions.
Marines are commtted to maintaining physical, noral, and nental
health, to fitness and exercise, and to |life |ong | earning.

Patriotism Devotion to and defense of one's country.
The freely chosen, informed wllingness to support and defend the
Constitution of the United States.

Loyalty, Steady reliability to do one's duty in
service to the United States of Anmerica, the United States Marine
Corps, one's command, one's fellow Marines, Sailors, Soldiers,
Airmen, citizens, oneself, and to famly.

Val or, Boldness and determ nation in facing danger in
battle, and the daily commtnent to excellence and honesty in
actions small and | arge.

(3) COMWM TMENT - The prom se or pledge to conplete a
wort hy goal by worthy nmeans which requires identification with
t hat goal and denonstrated actions to support that goal,

i ncluding, but not limted to:

Conpet ence, Maintaining, and inproving one's skil
| evel to support the team Commtnent to growing toward a
standard of excellence second to none.

Teamwrk, Individual effort in support of other team
menbers in acconplishing the teams mssion. Marines take care
of their own. Al worthwhile acconplishnments are the result of a
teameffort.

Sel f| essness, Mari nes take care of their subordi nates,
their famlies, their fellow Mari nes before thensel ves. The
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wel fare of our country and our Corps is nore inportant than our
i ndi vi dual wel fare.

Concern for People, The Marine Corps is the custodi an
of this nation's future, her young people. W exist to defend
the nation, but as inportantly, we are in the business of
creating honorable citizens. Everyone is of value, regardl ess of
race, nation of origin, religion, or gender. Concern includes a
commtnment to inproving the | evel of education, skill,
self-esteem and quality of |[ife for Marines and their famlies.
On the battlefield, a Marine is the fiercest of all warriors and
t he nost benevol ent of conquerors.

Spiritual Heritage, The U S. Constitution, the Pledge
of Allegiance, and the creeds that guide our nation recogni ze the
val ue of religious and spiritual heritage of individuals and base
our understanding of rights and duties on the endowrent of al
people, by God, with the inalienable rights of life, liberty, and
the pursuit of happiness. Mrines maintain spiritual health and
growmh to nurture enduring values and acquire a source of
strength required for success in battle and the ability to endure
har dshi p.

b. Wy are the Marine Corps Core Val ues inportant?

(1) No group functions well unless all nenbers of the
group "buy in" to the ideals and goals of the group. |Individuals
have inpact, but a team working together is stronger than the
i ndi vi dual nmenbers of the team Menbers of a teamw th a conmon
m ssion function nore efficiently and effectively if they al
believe in the team its m ssion, and have a common set of
i deal s.

(2) A common set of values to which every Marine
adheres to the best of his or her ability gives us the common
ground to build strong teans. As inportant, if every Mrine
wor ks to uphold the Corps' Core Values, their fellow Marines are
nmore willing to place trust and confidence in that Marine's
willingness to do the right thing, whether in peacetine or
conbat. Strong Marines, believing in the sane ideals, adhering
to the sanme code of behavior and ethics, working to acconplish
the sane m ssion are an unbeat abl e conbi nati on.

(3) Every Marine is a representative of their Corps.
On duty or on liberty, every action reflects either positively or
negati vely on the what the American people and the world think of
the Marine Corps. Strive your hardest to adhere to the val ues
that nake a Marine unique, and you will not |et the Corps, your
fell ow Marines, your famly, or your Country down.
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(4) The 31st Commandant, General Charles C. Krul ak says
that the Marine Corps does two inportant things for America, w ns
battl es and nakes Marines. The old recruiting poster says "The
Marines Make Men, Body-M nd-Spirit." General Krulak says "The
Marines Make Marines, Body-Mnd-Spirit." The triangle is only
strong if all three sides are conplete. Marines are physically
fit because it is our culture to be strong. Marines are nentally
fit because our Marine culture tells us to pursue the study of
our profession, the profession of war. Marines are norally fit
because we believe in and practice our Marine Corps Core Val ues.

6. Appendi ces.

Appendi x A: Commandant's Statenment On Core Val ues of United
States Mari nes

Appendi x B: ALMAR 248/ 96 - Character

Appendi x C.  Ethos and Val ues, Novenber 1995 Mari ne Cor ps
Gazette
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APPENDI X A

R 091300Z JUL 96 ZYB

FM CMC WASHI NGTON DC/ / CMC/ /

TO ALMAR

BT

UNCLAS // N01500//

ALMAR 248/ 96

M5G DY GENADM N CMC/ /

SUBJ/ CHARACTER/ /

RWKS/ 1. MARI NES ARE MEN AND WOMEN OF CHARACTER, W DELY

RECOGNI ZED FOR THEI R MORAL EXCELLENCE, SELFLESS COURAGE,

COWM TTED PRI NCl PLES, AND SOUND JUDGEMENTS. CHARACTER CAN BE
DESCRI BED AS A "MORAL COWPASS' WTH N ONE'S SELF, THAT HELPS US
MAKE RI GHT DECI SI ONS EVEN IN THE M DST OF THE SHI FTI NG W NDS OF
ADVERSI TY. UNWAVERI NG CHARACTER ENCOURAGES US TO PURSUE
HONCRABLE | DEALS. A W SE PERSON ONCE DECLARED, "|DEALS ARE LI KE
STARS -- WE MAY NEVER REACH THEM BUT WE CHART OUR COURSE BY
THEM "

2. CHARACTER | S DEVELOPED EVERYDAY | N GARRI SON, ON DEPLOYMENT,
ABOARD SHI P, ON DUTY OR ON LI BERTY, VWHEREVER WE ARE AROUND THE
WORLD. WE ARE NOT BORN W TH CHARACTER I T IS DEVELOPED BY THE
EXPERI ENCES AND DECI SI ONS THAT GUI DE OQUR LI VES. NEI THER CAN WE
BORROW THE CHARACTER OR REPUTATI ON OF ANOTHER.  EACH | NDI VI DUAL
CREATES, DEVELOPS AND NURTURES THEI R OAN. THAT IS WHY EACH OF US
MUST LEARN TO MAKE GOOD MORAL DECI SIONS IN OUR LIVES. WHEN THE
Rl GHT COURSE OF ACTION | S UNCLEAR, ONLY THE HABI T OF DA NG THE

RI GHT THI NG AS PRACTI CED EVERYDAY I N ALL AREAS OF OUR LI VES, CAN
BE COUNTED UPON. WELL- DEVELOPED CHARACTER IS OQUR SHI ELD AGAI NST
FEAR AND DESPAI R  THAT' S WHY NAPOLEON SAI D THAT I N WAR, THE

| MPORTANCE OF THE MORAL, RELATIVE TO THE PHYSI CAL, | S THREE TO
ONE.

3. CHARACTER | S READI NESS. THE CORPS IS A READY FORCE, NOT A
FORCE THAT WHEN CALLED MUST STRUGG.E TO GET READY. OUR CHALLENGE
IS TO BE A CORPS OF MEN AND WOVEN WHO CONSI STENTLY REPRESENT THE
H GHEST MORAL CHARACTER IN AND QUT OF UNI FORM  CHARACTER CREATES
A FOUNDATI ON ON WHI CH SUCCESSFUL M LI TARY UNI TS ARE BUI LT. FROM
TH'S FOUNDATI ON, HONCOR, COURAGE, AND COWM TMENT W LL ALWAYS BE
EVI DENT, PROVI DI NG THE PERFECT DESCRI PTI ON OF A UNI TED STATES
MARI NE.

4. SEMPER FIDELIS, C. C. KRULAK. //

BT

#3881

NNNN
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COMMANDANT'SSTATEMENT
ON
CORE VALUESOF THE UNITED STATESMARINES

Generation after generation of American men and women have given special meaning to the term
United States Marine. They have done so by their performance on and off the battlefield. Feared
by enemies, respected by allies, and loved by the American people, Marines are a "specia breed.”
This reputation was gained and is maintained by a set of enduring Core Vaues. These values
form the cornerstone, the bedrock, and the heart of our character. They are the guiding beliefs
and principles that give us strength, influence our attitudes, and regulate our behavior. They bond
our Marine Family into atotal force that can meet any challenge.

HONOR: The bedrock of our character. The quality that guides Marines to exemplify the
ultimate in ethical and moral behavior; never to lie, cheat, or steal; to abide by an uncompromising
code of integrity; to respect human dignity; to have respect and concern for each other. The
quality of maturity, dedication, trust, and dependability that commits Marines to act responsibly;
to be accountable for actions; to fulfill obligations; and to hold others accountable for their
actions.

COURAGE: The heart of our Core Values, courage is the mental, moral, and physical
strength ingrained in Marines to carry them through the challenges of combat and the mastery of
fear; to do what is right; to adhere to a higher standard of personal conduct; to lead by example,
and to make tough decisions under stress and pressure. It isthe inner strength that enables a
Marine to take that extra step.

COMMITMENT: The spirit of determination and dedication within members of a force of
arms that leads to professionalism and mastery of the art of war. It leads to the highest order of
discipline for unit and self; it is the ingredient that enables 24-hour a day dedication to Corps and
Country; pride; concern for others; and an unrelenting determination to achieve a standard of
excellence in every endeavor. Commitment is the value that establishes the Marine as the warrior
and citizen others strive to emulate.

Reaffirm these Core Vaues and ensure they guide your performance, behavior, and conduct every
minute of every day.

C. E. MUNDY, JR.
General, U.S. Marine Corps
Commandant of the Marine Corps
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APPENDI X C
Et hos and Val ues, NOV 95 Marine Corps Gazette

Long before we wear the uniform |ong before the eagle,
gl obe, and anchor is etched in our soul--we sense the speci al
character that sets Marines apart. Silent to the ear--Marine
et hos, values, and character speak to the nation's heart. They
say nore about who we are than the dignity of our uniforns, the
pageantry of our parades, or the inspiration of our hymm. The
nation expects her Marines to be the world's finest mlitary
prof essionals. The nation demands that her Marines be forever
capabl e and ready, rich in history and traditions, and instilled
Wth the traditional virtues--honor, courage, and
comm tnent --that denonstrate we remain faithful. in short, we
nmust deserve the nation's trust.

the Nations has placed a neasure of its trust
and hope in the one hundred thousand nen who have
volunteered to serve the cause of freedomas United
States Marines. The Marine Corps is always ready to
fulfill that trust.

CGeneral Al exander A Vandegrift
10 Novenber 1946

Trust is not given. Nor is it easily earned. Today the
trust of the nation is our inheritance--a trust earned through
the selfless valor and determ ned actions generations of Marines
on the distant shores and m sty battlefields of our storied past.
Left to us as part of our predecessor's legacy, it is rowours to
sustain. The stewardship of this trust is our sacred
responsibility. It is a debt we owe to those who have gone
before us, and a prom se we nake to those who wll follow It is
the guiding Iight of our ethos.

This high name of distinction and soldierly repute
we who are Marines today have received fromthose
who preceded us in the Corps. Wth it we also
received fromthemthe eternal spirit which has

ani mat ed our Corps from generation and has been the
di stingui shing mark of the Marines in every age.

Maj or General John A. Lejeune
10 Novenber 1921
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Not just what we do, our ethos is who we are and what we
believe. Today, as in the past, the spirit of this ethos is born
in the hearts of nmen and wonen drawn to the Corps by a common
calling--a desire to serve, and a sense of duty born in ideals

like patriotism valor, and fidelity. It grows as they are
transforned--fromcitizen-patriots of the great Anmerican stock
into Marine--mnd, body, and soul. Like knights of |egend,

Marines are not made, they are transfornmed. They are forged in
the furnace of hardship, tenpered by the bonds of shared hazard,
shar pened by the whet-stones of training and education, and honed
to a fine edge by innovation and ingenuity. Marines, once
transforned, are forever changed--instilled with beliefs, ideals
and virtues that have neani ng deeper than words. Today, sone of
t hese ideal s--honor, courage, commtnment--formthe bedrock of our
institutional and individual character. They are our core

val ues.

He is the descedant of a |ine of heroes, the bearer
of a nane hailed as forenbpst in the annals of his
country, the custodian of a |long cherished reputation
for honor, valor, and integrity.

Maj or General John A. Lejeune
10 Novenber 1922

To be honorable one nust live with honor. To live with
honor, we nust be faithful to our cause, to our purpose, to our
beliefs. W nust be faithful to our country, to our Corps, and
to each other. This faithfulness is never situational, and it
must never be conprom sed. W nust respect each other, believe
in each other, trust each other.

Their training, their spirit, and their cold
courage prevail ed agai nst fanatical opposition.

Secretary of the Navy, Janes B. Forrestal
speaki ng on the occasion of the
Marine Corps Birthday, Noveneber 1968

Commtnment is a promse of resolve. Commitnent is the
investnment that turns ideas into action. The continuity of
comm tnent is dedication and determ nation, and the product is
mastery of one's profession. Qur commtnent reflects our
"attitude in action."
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On this birthday, our nation finds in its Marine Corps, nen
and wormren who exenplify the ideals upon which our country was
f ounded- - honor, courage, and commtnent. |In its Marines, it also
finds nmen and wonmen who know the nmeaning of patriotism valor,
duty, strength, discipline, and innovation--nmen and wonen who
| ove country and Corps. But as we reflect on our history, ethos
and val ues, renenber--the future will judge its past-

And when at sone future date the high court of
history sits in judgnent on each of us, recording
whet her in our brief span of service we fulfilled our
responsibilities to the state, our success or failure
in whatever office we hold, will be nmeasured by the
answers to four questions: First, were we truly nen
of courage...Second, were we truly nmen of
judgnment...Third were we truly nen of
integrity...Finally, were we truly nmen of dedication?

John F. Kennedy

A w se gentl eman once stated that Anerica has a Marine Corps
because it wants a Marine Corps. Today, Anerica wants a Marine
Cor ps because she knows not only what we do, but al so sonething
about who we are, and what we believe--the standards of our ethos
and our values. The nation wants its Corps of Mrines because we
are a force she can trust. Qur responsibility today and for the
future is to preserve that trust--honor, courage, and comm tnent
shoul d sustain us.
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

CORE VALUES

1. Introduction. Everyone |ives according to what they feel is
worthwhil e or according to their value system A person's val ue
system noti vates their thinking and actions. Val ues and

| eadership are closely linked. By exploring this connection and
under st andi ng the enornous inpact of personal val ues on

i ndi vi dual behavi or, we should be better equi pped as Mrine

| eaders. By understandi ng human behavior, |eaders are nore able
to anal yze, predict, and influence the behavior of their Marines.

2. Overview. Your task in leading this discussionis to help
your Marines understand what val ues are, how they are devel oped,
and the rel ati onship between val ues and | eadershi p.

3. Ref er ences

FMFM 1-0, Leadi ng Mari nes
FM 22-100, Mlitary Leadership

4. Di scussi on Leader Notes

a. |In preparing to lead this discussion, a review of FMFM
1-0, Leading Marines, and Chapter 6, FM 22-100, Mlitary
Leadershi p, should provide sone additional insights into val ues,
attitudes, behavior, and the |leader's role in influencing these

human characteristics. |In addition, check with your local film
library for Dr. Massey's film"Wat You Are Is Wiere You Wre
When." This 90 mnute filmexplains the value formation theory.

Its filmnunber is 68082 DN

b. This discussion guide is just that, a guide, and is not
meant to be the "end all" of |eadership instruction on the
subject, but it does provide the basic points for discussion.
Only you, the |eader, knows what your unit needs nobst, and,
therefore, you nust eval uate what needs to be enphasi zed,
nmodi fi ed, or expanded.

c. Wen leading this discussion, renenber that the
effectiveness of the group |earning experience is primarily
dependent upon your preparation and your ability to fulfill your
duties as a discussion | eader.



5. Di scussi on

a. Captain Adolf Von Schell in the book Battle Leadership
st at es:

as | eaders we nust have sone know edge of the souls
of our soldiers, because the soldier, the living man, is the
instrument with which we have to work in war.... No commander

| acking in this inner know edge of his nmen can acconplish great
t hi ngs."

b. Every leadership effort is affected by the rel ationship
bet ween the val ues of the | eader and those of the led. Values
are the keystone to notivation because they influence an
i ndi vidual's perceptions and attitudes. To be effective |eaders,
we nust truly appreciate the inportance of values in
under st andi ng human behavior. W nust not only know our own
val ues, but nmust also be able to assess the simlarities and
di fferences of our subordinates' val ues.

c. As we deal with our Marines through observing them
talking with their inmedi ate superiors and peers, or by
counseling and interviewing them we first becone aware of their
val ues based upon their attitudes and behavior. That behavi or
will initially suggest to us that they have certain attitudes.
After a period of tinme we will realize that sone of those
attitudes are founded upon deeply held beliefs or val ues.
Real i zi ng and understanding a Marine's attitudes and values is
essential for us to be able to inspire and control that person
and wi || suggest what actions we need to take to deal with that
i ndi vi dual or group. The agenda for today's discussion is:

(1) Discuss the devel opnent of values, attitudes, and
behavi or.

(2) Discuss organizational versus individual val ues.

(3) Define the leader's role in devel oping attitudes and
val ues.

(4) Discuss several scenarios involving val ues and
behavi or.

(5) Show the film "What You Are Is Wiere You Were Wen."

d. Devel opnent of val ues, attitudes, and behavi or.
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(1) What is the difference between val ues, attitudes, and
behavior? As you di scuss each, have the sem nar nenbers give
per sonal exanpl es.

(a) Values. Values are basic ideas about the worth
or inportance of people, concepts, or things. You may pl ace a
hi gh value on a fam |y heirloom such as your grandfather's
wat ch, or on a clean, well maintained car. You nay val ue
personal confort or freedomto travel. You may val ue a
friendship, a relative, or an adult who hel ped you as you were
growi ng up. Values influence your behavi or because you use them
to weigh the inportance of alternatives. For exanple, a person
who val ues personal pleasure nore than he values a trim healthy
body continually makes choi ces between eating and exercising that
wWill ultimately result in his becom ng overwei ght and out of
shape. Your val ues guide you in choosing whether to go with your
friends to a concert or to a famly gathering on your
grandf ather's 75th birthday.

(b) Attitudes. Attitudes are an individual's or a
group's feelings toward sonething or soneone, and are usually
expressed or denonstrated in |likes and dislikes. Attitudes are
not as deeply held as values. Attitudes could possibly be val ues
in the making.

(c) Behavior. A person's or group's behavior is
their outward nmanifestation of either attitudes or values -- the
way they act, dress, or speak.

(2) How are values and attitudes devel oped?

(a) List responses on a chal kboard, or consider
drawing a circle representing a person and have participants
provi de the forces which inpact on the person.

(b) Regardless of their personal theories, nobst
researchers agree that we obtain our values and attitudes through
our experiences in society. There appears to be sone reason to
believe that earlier experiences have nore inpact than |ater
experiences. In our early lives we are all strongly influenced
by our parents, our teachers, and our peers. These experiences
tend to establish our early attitudes, our likes and dislikes.

As these attitudes are reinforced by successive simlar
experi ences, they becone our basic foundational val ues.

Conversely, our values can have a direct effect on our
attitudes.
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(c) I'f we value punctuality it wll affect our
attitude towards other people. For exanple, if you have two
acquai ntances who are very simlar in their personal makeup
except that one is punctual and the other is always |late, you
wi |l probably have a better attitude toward the one who is
punctual ; that is, you will probably Iike himbetter than the one
who is always late. |In this case your values have influenced
your attitude.

Note: Institutions such as the home and school s exerted great
i nfluence on values formation in the past. 1Is this true today?

(3) What sources influence the values formation of our
yout h?

(a) Over the past decade, the structure of the
American famly has seen dramati c changes caused by geographi cal
mobi lity and changi ng noral values. The schools' influence on
val ues formati on has di m ni shed due to changi ng social attitudes
t owar ds educati on.

At this point, have each individual nmake a |ist of ten val ues
(e.g., freedom honesty, integrity, etc.) placing those which
they feel nost strongly about first. After listing their val ues,
have soneone expl ain what they feel contributed nost
significantly to the devel opnent of their val ues.

(4) Why are val ues inportant?

(a) Values are the center of a person's character.
Val ues affect our everyday life and hel p determ ne our attitudes
and behavior. The influence of val ues on human behavior is so
great that people will fight and sonetines die for their val ues.
An individual's ability to survive under stressful conditions is
often strengthened by firmly established personal val ues.

(b) This was particularly true for PONs. Those who
believed in what they were fighting for refused to bend to the
demands of their captors. They found strength in their
convictions and the will to survive many years of inprisonnent.

(5) What is the relationship between val ues and | eadership?
(a) Values are the benchmark for |eadership. They are

gui des to our thinking and behavior and that of our subordi nates.
If a Marine is left w thout any guidance or supervision, then
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personal values will determ ne what that Marine will or will not
do. Leaders nust provide guidance and supervision in order to
inspire (reinforce organizational values) and to control (effect
behavi or) our Marines.

(b) As a | eader you have the power to influence the
beliefs and val ues of your Marines by setting the exanple, by
rewar di ng behavi or that supports mlitary values and attitudes
and by pl anni ng and conducting tough individual and collective
trai ni ng.

e. Organi zational versus individual values. So far we have
been di scussing individual attitudes and values. Do groups have
attitudes and val ues?

(1) Yes. Goup attitudes and values usually reflect a
consensus of the attitudes and val ues of the individuals that
make up the group. |In the case of the Marine Corps, values such
as honesty, integrity, and loyalty have been desired traits for
many years and have been proven necessary in battle. Keep in
mnd that it is these and other values which initially attract
many young people to join the Marine Corps.

(2) I'n addition to those nentioned above, what are sone
ot her Marine Corps values? (Have the group identify and list the
Cor ps val ues.)

Mari ne Corps Val ues incl ude:

Enbodyi ng the | eadership traits.

Living the | eadership principles.

Bei ng pronpt.

Mai nt ai ni ng a neat personal appearance and soldierly bearing.
Acconpl i shing the m ssion.

Ensuring troop wel fare.

Mai nt ai ni ng di sci pline and obedi ence to orders.

Sacrificing individual needs for the benefit of the group.
Working until the job is conpleted.

(3) Many young nmen and wonen cone into the Marine Corps
Wi th predeterm ned attitudes which may or may not correlate with
our organi zational values. Regardless of their preval ent
attitudes, recruit training produces a notivated, disciplined,
and patriotic Marine; however, once in the FMF they seemto | ose
sone of the spark. Wiy is this?
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(a) Graduate recruits are highly notivated towards
the Corps and the standards it represents. They |eave the
recruit depots with great expectations of receiving fromand
giving alot to their Corps. They seek tough training and
dynam c | eadership. Too often, after reporting to their units,
| eadershi p by exanpl e di m ni shes; standards becone | ower ed;
trai ni ng becones routine and boring; expectations dim notivation
drops; tarnishing sets in. |Inproperly supervised, the future NCO
is often thrown too conpletely on their own and is not always
ready for this situation. They may follow the nost influential
Marine available, frequently the "sea | awer"” who | eads themin
the wong direction. Sonetinmes they nmay be pronoted too soon and
are not prepared for the accelerated responsibilities. Oten we
bl ane operational conmtnments for not conducting | eadership
trai ni ng.

(4) More inportantly, how can we, through effective
| eadership, reinforce the recruit training experience?

(a) Conmmand enphasis nust be placed on stopping this
trend. Wth the quality of Marines in the Corps today, we nust
be prepared to chall enge these disciplined and spirited Mrines
who respond magnificently to positive | eadership. The D and
boot canp nust not be the only significant event in a Marine's
active duty experience. Commanders and unit |eaders nust set the
exanpl e and ensure that the devel opnent of our Marines and NCO s
continue when they join a unit. A Marine should find good
| eadershi p, a sense of bel onging, and neani ngful work. Training
must be chal | engi ng, demanding, interesting, and with a clearly
di scerni bl e purpose. Leadership by exanple is a nust!

(5 What is a value conflict?

(a) When a Marine's personal values and attitudes
differ fromthose of their |eader or the Marine Corps to such an
extent that it affects their performance of duty (their
behavior), there is a conflict of values; e.g., a young Marine
decides that the use of illegal drugs is nore inportant to him
than his duty as a Marine not to use or tolerate the use of
illegal drugs.

(b) As | eaders, an awareness of value conflicts is
i nportant to us because such a conflict adversely affects m ssion
acconplishnment. It also conprises one of the greatest chall enges
to |l eadership: the difficulty of influencing and controlling
soneone who genui nely disagrees or dislikes what they are
required to do (not to use drugs).
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(c) How do value conflicts interfere with m ssion
acconpl i shnent ?

[1] A Marine with a value conflict nmay becone a
disciplinary problemif his/her behavior reflects an indifferent
or, in extrene cases, a hostile attitude towards the Corps
authority. Disciplinary problens require a considerabl e anount
of the leader's time and effort, and ultimtely affect their tine
and ability to train good Marines. Marines whose val ues and
attitudes are either parallel to the Corps' or who are
sel f-disciplined enough to "keep thenselves in |ine" are
generally the strength of the unit.

[ 2] Consider the case of a Marine who is
continually involved in disciplinary problens. This Marine
requires a great deal of the |eader's tine because he/she nust be
counsel ed, watched closely, given office hours, and soneti nes
di scharged -- all of which take tine away fromthe | eader; tine
whi ch shoul d be devoted to their good Mari nes.

[ 3] Have the group list sonme value conflicts they
have observed and what characterized the conflict. List may
i ncl ude:

[a] An individual "nmoonlighting" to give
their famly nore but allowing it to interfere with his Marine
Cor ps career.

[b] An individual working out to get in shape
for a marathon to the extent that it is inpacting on his/her job
performance and interfering wth work schedul es.

[4] How were the conflicts you observed resol ved?
Let discussion group nenbers explain various techniques used and
di scuss their effectiveness. |[|f not brought out during the
di scussion, nention that value conflicts may be resol ved through
| eadership by exanple. Eventually, an individual is influenced
by the | eader's personal exanple and that of their fell ow Marines
(peer pressure). O, if necessary through disciplinary action
that sets the exanple of what will happen if a Marine cannot cone
to grips with their value conflicts.

[5] Peer pressure is particularly effective in
resolving conflicts. The enphasis on resolving value conflicts
shoul d be at the section/platoon/conpany |evel where the needs of
the group nmust cone before the needs of the individual. A Marine
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must know that if they wish to belong to a unit, then they nust
conform It is up to their fellow Marines to nmake this clear by
not tolerating attitudes or behavior which interfere with unit
integrity and m ssion acconplishnment or which bring dishonor to
the unit.

f. The leader's role in devel oping attitudes and val ues

(1) Wiy is it inmportant for |eaders to understand val ues?
An under standi ng of values wll assist the |eader in the
fol | owm ng manner:

(a) If the |l eader has a cl ear understandi ng of val ues
and their relationship to their Marines they can fulfill one
essential principle of |eadership -- "Know your nmen and | ook out
for their welfare."

(b) Knowi ng the values of their Mrines, |eaders can
communi cate nore effectively and provide the proper guidance
necessary to effect behavior and ensure discipline. Keep in
mnd, the leader is primarily concerned with behavior which is
enforced through policies, directives, and regul ations.
Attitudi nal changes anong subordi nates may take place at a |ater
time after behavior patterns have been enforced over a period of
weeks or nonths.

(2) What are the nmeans avail able to | eaders for
determ ning their Marines' values and attitudes?

(a) The neans avail abl e incl ude:
[1] Interview ng
[2] Qbserving
[3] Counseling

(3) As | eaders can we influence values in our
subor di nat es?

(a) In our |leadership role we can influence our
subordi nates by gaining their respect. In other words, what we
are and what we portray are vital to our success. Marines want
to enul ate good | eaders. The |eader nust clarify organizati onal
val ues and enphasi ze and explain the requirenent for strict
adherence to the sane. It is essential that |eaders consistently
protect their support of these values in what they say and what
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they do, i.e. by setting the exanple. Saying one thing and doi ng
another is the quickest way to torpedo credibility and to deal a
deat hbl ow to one's val ue as a | eader

(4) How can a | eader go about hel pi ng hi s/ her
subordi nates to better understand their val ues?

(a) Leaders can talk with their Marines and hel p t hem
better understand what their goals are and what is inportant to
them The | eader should help his Marines to:

[1] Ildentify their goals.

[2] Identify things and concepts that are
inportant to them

[3] Prioritize those things and concepts that
are inportant to them based upon their goals.

(5 Wiy is it useful to you as a | eader to help your
Marines identify and clarify their val ues?

(a) Once a Marine's values are correctly identified
and clarified based on firmgoals, a nore predictable and
consi stent behavior pattern results. The | eader can then plan
how to |lead this Marine in the nost successful manner to
acconplish his/her individual and unit goals.

(6) Can a | eader change or nodify a Marine's val ues when
t hey experience a value conflict?

(a) Yes. But it is difficult to change val ues and
beliefs, and | eaders shoul d not expect it to happen overnight.
It takes tine!

(b) Sonetines a significant enotional event (e.g.,
war, heroic acts, love, etc.) can speed up the process.
Sonetines a |l eader, particularly one whomthe foll ower considers
to be significant, can be tremendously influential and bring
about amazi ng change. But generally it takes tinme, concern,
persi stence, hard work, and positive | eadership by exanple.

(c) Were a value conflict exists, a | eader nust
enforce behavior and at the sane tinme provide know edge which
will help the individual resolve the conflict. Consider this
si tuation:
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(d) Sone individuals value their individual freedons
to the point that this individualismconflicts with the Corps
val ues, norns or standards. Such an exanple is long hair and an
i ndi vidual Marine's concern with conformng nore with civilian
standards for appearance. Oten, in their strong desire to "fit
in" to society and express individual freedom they risk getting
into trouble in the Corps by not conform ng to appearance
standards. In this situation a | eader nust:

[ 1] Enforce behavior. The |eader uses discipline
to affect the Marine's behavior directly (orders himto get a
proper haircut). In this case it is hoped that an enforced
behavi or pattern repeated often enough will result in an ultinate
change of attitudes and val ues.

[2] Provide knowl edge. The |eader should help
the Marine to better understand their relationship to society,
and explain that in the Corps certain individual freedons nust be
set aside for the good of the Corps. By enforcing a desired
behavi or, leaders fulfill their responsibility to enforce the
Cor ps' standards, and by providi ng additional know edge/insights
to the individual, help Marines to develop a positive attitude
whi ch may eventually resolve the value conflict.

(7) Can a unit influence a Marine's val ues?

(a) Yes. \Wen people join a new group they want to be
accepted and nmake friends. A Marine newto a unit will go al ong
wi th group norns (organizational values) in order to be accepted.
They will adjust to the norns by adopting the beliefs and val ues
that underlie them That's why the way Marines are received in a
unit is so inportant.

g. Scenarios involving val ues and behavi or.

The foll owm ng scenarios are intended to highlight possible
situations Marines may encounter. These scenarios wll get
peopl e thi nki ng about val ues and how val ues and attitudes affect
behavi or when an individual has a decision to nmake. Let several
sem nar nenbers express their views and thoughts on the
fol | ow ng:

(1) The BST will be given tonorrow and you need to study
in order to pass it. You feel if you study real hard, you can
"ace" it, and know it wll help towards pronotion. A friend
wants you to go wwth himto the club stating you know that stuff
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and will be able to pass it. You haven't relaxed in the club in
a week. \What do you do? What val ues are invol ved?

(2) You've finally gotten out of debt and have been
wanting for a long time to participate in the Tuition Assistance
(TA) program and i nprove your education. But you' ve recently net
this young woman who has been very nice to you. She says she is
di vorced; she has two young children. They all |ike you very
much. They don't seemto have many material things and al ways
seemto need noney. You know if you get in too deep you won't be
able to participate in TA. \What wll you do? Wat are the
i nportant issues here?

(3) It is sunup and your six man patrol has just been hit
about 1000 neters away from your conbat outpost. Your patrol
killed the nine eneny soldiers that hit you, but you see about 15
or 20 nore eneny headi ng towards your position from about 300
meters away. Three of your nen and the corpsman were killed, and
the fifth wounded badly. He's in great pain and begs you to kil
himand "nmake it" before the eneny reinforcenents arrive. You
don't think he's wounded that badly and believe he has a good

chance to survive if he gets nedical help. You know you'll have
to carry him however, and it'll slow you down to the extent the
eneny may be able to catch up before you get back "hone." You

are certain you can nake it back by yourself. What values are at
play in this scenario?

(4) It is 1900 and you' ve just reported aboard after a
long journey and are tired, especially fromlugging the sea bag
everywhere you go. No one net or briefed you, and the Duty NCO
flatly told you to find a rack somewhere in Building 212 and
report to the first sergeant at 0730 tonorrow. Wen you finally
find the building and |l ocate a rack, LCpl Blivit, a fast talking,
pl easant, friendly but un-squared away | ooking Marine greets you
and wants to buy you sone "wel cone aboard" drinks at the cl ub.
Your gear is in your sea bag and needs a lot of work to get it
squared away. You would |ike to | ook good when you see the first
sergeant tonorrow, but you're beat and could really use sonething
cool to drink. LCpl Blivit is the only Marine who's been nice to
you. What will the decision be? Wat values are at work in this
scenari 0?

(5) You're married and have been unacconpani ed i n Cki nawa
for two nonths and have four nore nonths to go. To this point
you have been spendi ng your evenings at the hobby shop, the
[ibrary, or just witing letters to your wfe. Last night a
coupl e of the guys asked you to go on liberty. You were feeling
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alittle down, and a couple of beers sounded |ike a good idea, so
you joined your friends at a bar out in town. After a few drinks
one of the girls asked you to dance, you accepted, and conti nued

dancing and drinking with her till closing tine. As you were
| eaving the bar, she said that she hoped she woul d see you again
tonmorrow ni ght and you said, "For sure."” The next day you

boasted to all your friends about the good tinme you had | ast

eveni ng, but said you would not go back to the bar again this
eveni ng. About 1400 you get a call fromthe young | ady you were
with last evening asking if you were com ng back tonight. How do
you handle this situation? Wat's inportant here?

(6) You are the pilot in command of a single helicopter
whi ch has been diverted for an enmergency extraction of a recon
team You nmake contact with the team and plan your approach for
the pickup. Just as you land in the zone, you start taking heavy
automati c weapons fire. The recon team makes for your helo as
the fire becones nore intense. As soon as you get the six
Mari nes aboard your aircraft, your crew chief says "Take Of!"

As you lift off to clear the zone, the crew chief conmes up on the
| CS (intercommunication systen) again and tells you that the team
| eader just informed himthat you left two nmen in the zone -- two
men who were providing protective fire for the others who boarded
the aircraft. The team | eader wants you to go back to get them
What do you do? What factors are involved?

h. Show the film"Wat You Are |s Where You Were Wien."

(1) Dr. Massey's filmfocuses on an area of |eadership
frequently overl ooked and ignored, i.e., the inportance of val ues
and how they are developed. This filmis provided for the
di scussion group to assim |l ate the concept that values are not
only an inportant consideration for a | eader, but al so shape the
| eader's behavior and those of his Marines in many ways.

(2) Introduce the film Use the filmsynopsis, to
prepare some opening remarks. Filns may be found at your public
library, the base library, or at TAVSC.

| nportant! Enphasize that Dr. Massey speaks rapidly and does
not | ook |Iike John Wayne, so you must listen closely, especially
during the first few mnutes of the film Once you get used to
his pace and style, there should be no problem

(3) If possible, after the filmhand out copies of the
synopsis of Dr. Massey's presentation, "Wiat You Are |Is Were You
Were When" to those who ask for it.
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(4) Does anyone have comrents on Dr. Massey's theory?

Enphasi ze that this is just one approach ainmed at expl aining
values inprinting, role nodeling and socialization factors.
Pursue any objections or new ideas, but do not let the sem nar
get bogged down since there are many acceptabl e theories.

The main points are that people have different val ues and behave
(differently) according the their val ues.

i. Summary
(1) Recap the main points nmade by the group.

(2) Wen | eaders understand the devel opnent and rol e of
val ues and attitudes, they are in a nore favorable position to
deal with the behavioral problens of their Marines. Wen |eaders
acknowl edge that their Marines will not always act and react as
the | eader does, or that they will not understand things or feel
about them as the | eader does, then | eaders can approach new
situations and their Marines nore intelligently and hel pfully.

(3) Values and attitudes are | earned. Wen | eaders
establish nutual understandi ng between their Mrines and
t hensel ves, they have hel ped create favorable attitudes toward
sui t abl e val ues.

(4) Qur profession provides each of us with a
superstructure of val ues designed to assist us in carrying out
our duties and functions as Marine professionals.

Unquestionably, we will sonetinmes find ourselves in circunstances
wher e personal and professional value systens conflict. In such
i nstances, adherence to our professional val ues nust take

pr ecedence.

6. Appendi ces. None
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

CORE VALUES: PROFESSI ONALI SM AND ETHI CS

1. Introduction. Core Values: Honor, Courage, and Conm t nent!
Conduct beyond reproach! Doing what is right! Integrity!
Consummat e professional! These are basic Marine Corps val ues

whi ch have earned the special trust and confidence of Anmerica in
her Marines. Any breach in this special trust can have
devastating effects on our unit, our Corps and our Country.

2. Overview. The purpose of this chapter is to stress the
i nportance of values and to provide appropriate practical
exer ci ses which

a. Stress to the Marine the professional aspect of Corps and
expected standards of conduct.

b. Pronote an understandi ng of val ues, character, and the
Marine Corps core val ues.

c. Pronpote an understanding of ethics and ethical decision
maki ng.

3. Ref er ences

FMFM 1-0, Leadi ng Mari nes

4. Discussion Leader Notes. The follow ng outlines the main
topics to be covered during the discussion:

a. Values, where values cone from categories of val ues.
b. Marine Corps Core Values: Honor, Courage, and Conmm t nent.

c. Definition of a professional, inportance of
pr of essi onal i sm

d. Ethics, ethical traits considered particularly inportant
to the mlitary (obedience, loyalty, discipline, self-discipline,
and sel fl essness); what docunents our professional ethics are
based on (UCMJ, Law of Land Warfare, Code of Conduct, Cath of
O fice); ethical decision making; and our ethical
responsibilities toward society.



e. The dangers of careerismand of treating the mlitary as
j ust anot her profession.

f. Identify the qualities of a mlitary professional.

g. ldentify the mlitary professional's responsibilities to
soci ety.
h. ldentify through scenarios, individuals who best

exenplify the ideal characteristics of a mlitary professional.

5. Di scussi on

a. Wat are values? An individual's or group's ideas about
the worth or inportance of people, things, and concepts.

b. How are val ues, attitudes, and behavi or rel ated?

Behavior: An individual's or group's outward mani festation of
either attitudes or val ues.

Attitudes: An individual's or group's feeling toward sonet hi ng
or soneone which are expressed in |ikes or dislikes.

| f you have two Marines who are very simlar in their personal
makeup except that one is always late and the other is always
punctual, you will probably have a better attitude toward the one
who is punctual. In this case, your values have influenced your
attitude. Conversely, by observation of a Marine's behavior and
attitudes, you may gain sone insight into what he values. This
i nsight may be the key to being able to influence the Marine in a
positive way, thus nodifying any negative behavior he may have
di spl ayed.

c. Wiere do we get our val ues?
Home, school, peer groups, comunity, jobs, church.
Soci ol ogi sts agree that values forned early in life seemto have
a nore |l asting inpact.

d. It is recognized that values are organized i nto what
cat egori es?

Personal , social (subcategories folkways, nores, institutiona
ways, and taboos), econom c, political, and religious.
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(1) Personal values: Traits that are representative of a
person's noral character i.e. honesty, responsibility, loyalty,
noral courage, friendliness.

(2) Social values: Values that are | earned and that

invol ve one's relationship to society and to other people, i.e.
social responsibility, social consciousness, healthy
i nterpersonal rel ationships, equality, justice, liberty, freedom

patriotism There are four classes of social val ues:
(a) Folk ways: Values people accept out of habit.
(b) Mores: Mrality which governs val ues.
(c) Institutional Ways: Practices set up under |aw.

(d) Taboos: The enphatic do's and don'ts of a
particul ar society.

(3) Econom c values. These values are identified through
such nedi uns as equal enploynent, stable econony, bal ancing of
supply and demand of productive goods, noney, private property,
pride of ownership, and taxes. Many believe that value is a
comodity. An autonpbile, a house, or a TV set have certain
values to themand their price is an econom c val ue.

(4) Political values. These include loyalty to country,
concern for national welfare, denocracy, public service, voting,
el ections, and civic responsibility.

(5) Religious values. Characterized by reverence for
life, human dignity, and freedomto worship.

e. How i s character related to our val ues?

Qur character is defined by "...the conmtnent to an admrable
set of values, and the courage to nmanifest those values in one's
life, no matter the cost in terns of personal success or
popul arity. " Lewis Sorley in an article for the March 1989 issue
of Paraneters nagazi ne.
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Appendi ces

Appendi x
Appendi x
Appendi x
Appendi x
Appendi x

A
B
C
D
E

Meet |an Nicholas Wl |l ocker

| an goes to coll ege

1STLT I.M WAl |l ocker-FMF, Canp Lej eune
1STLT 1. M Wal | ocker - FMF, Convoy Conmander
1STLT I.M Wal | ocker-FM-, Sea Duty
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APPENDI X A
Exerci se #1

VEET | AN NI CHOLAS WALLOCKER

lan is a twelve-year old boy who has grown up as an only child in
a stable mddle-class famly environnent. Hs father is a
managenent | evel white-collar worker, and his nother has recently
started working again while lan is in school. The famly goes to
church every Sunday and M. Wl l ocker is actively involved in the
| ocal Republican town council. In the |ast year:

-M. Wal |l ocker worked many consecutive Saturdays to buy a
Jacuzzi and a new Volvo. lan likes to play football on Saturdays
with his father.

-lan received an increase in his allowance for good grades
whi ch he nmade tinme to do by not joining the football team

-lan becane active in the youth organization at his church.

-M. Wall ocker was pronpted into a good friend' s position
because of his hard efforts. The friend was fired.

-Ms. Wallocker was mugged and beaten in the parking | ot at
her place of work. The cul prits were never caught.

-lan received the only beating of his life (a stout one)
fromhis father for stealing a small itemfroma |ocal store.

What are sone of the possible positive and negative val ues,
attitudes, and beliefs that |lan may have been exposed to so far
inlife?

Mental effort is nore inportant than physical effort
Money is inportant
Get ahead at any cost, even at the expense of others
Wong doing is punished - if you are caught
Never stea
Belief in God and Religion
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APPENDI X B

Exerci se #2

| AN GOES TO COLLEGE

| an graduates from high school and is accepted to a nedi um si zed
liberal arts school close to hone. He lives on canpus and gets
his first car (used K-Car) as a high school graduation gift. The
follow ng things occur to himduring his college years.

-He depends on his parents for tuition and nost of his |iving
expenses.

-He neets his first "love" but cannot treat her the way he
wants to due to a "lack of funds." She |eaves himand marries a
guy who drives a BMW

-Several tinmes he sees other students cheat on tests. They do
not get caught and no one turns themin. He figures, "if they
want to risk it, it's their business.”

-lan receives a partial scholarship for being a "wal k-on" to
t he soccer team a sport he took up in high school

-He has several friends who devel op steady drug and al cohol
habits. lan still hangs out wth these people but, with the
exception of sonme excessive drinking his freshman year, he does
not use drugs and only drinks (noderately) on weekends. He
figures, "if they want to risk it, it's their business."

-H's fraternity house is filled nostly with old furniture and
decor that was "appropriated" fromvarious sources around canpus.

-He neets a Marine Corps OSO during a job seminar his senior
year. The Marine sales pitch differs because it does not pronote
job skills, but |eadership training and decision nmaking. lan al so
sees that the starting wage and pronotion scale for officers is
not bad.

VWhat are sone additional beliefs, attitudes, and val ues that
| an has been exposed to during his college years?

(Theft is okay, in small anounts.
Money means power and happi ness.
Drugs, alcohol, and integrity (lying and cheating) are personal
deci si ons.
The mlitary offers a good wage and lifestyle.
Physical effort can be rewarding )

Now t hat we have a better understandi ng of how val ues are
formed, and since we realize that lan is on the verge of joining
the officer ranks of the Marine Corps, what kind of values wll
he find in his new environnment?
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(The Marines should either answer with sonme of the | eadership
traits from phil osophy of |eadership or preferably wth the USMC
Core Val ues: Honor, Courage, and Conmm tnent.)

(Explain that the Core Values state in a conpressed formthe
standards of conduct that are expected of all Marines.)

Wiy was the Tail hook scandal an issue that the Anmerican public
was so concerned with? Wy didn't they just chalk it up to a
bunch of flyboys having a good tine?

(The Marines should answer that Tail hook shocked the American
public because they expected better fromtheir mlitary and from
their mlitary officers in particular. Even if the average
citizen probably wouldn't express this expectation in the form of
our Core Values, they have a preconceived idea of what kind of
behavior is acceptable fromthose in whomthey have placed
"special trust and confidence.")

VWhi ch do you think is nore difficult to display?
(Moral courage.)

During lan's tine at TBS, he saw that a lieutenant in the
seni or conpany on deck was forced to | eave the USMC after his
roommate turned himin for cheating on a test. Did that act
require noral courage? If so, what fears did he have to
over cone?

(Yes. The fear losing a friend. The fear of |later regret and
guilt. The fear of being ostracized by other nenbers of the
pl at oon.)

Does | an have a decision to make involving noral courage?

(Yes. He must decide what to do about his roomate who
requested special liberty in order to visit his ill grandnother.
This sanme lieutenant's girlfriend called after his departure to
i nqui re about what tinme to neet himat the ski |odge. The Marines
shoul d recogni ze the need for lan to look into this possible
breach of integrity. However, they should not m ss the point that
t he goal of our enphasis on honor and integrity is to encourage
an atnosphere in which trust abounds. Your word and signature are
your bond. In other words, lan has a responsibility to act in
this case, but the Marines should not get the idea that they
shoul d constantly be prying into each other's personal affairs
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| ooki ng for evidence of wong doing. W are not in the business
of being thought police.)

VWhat is commtnent and why is it inportant to us?

(Commtnent is the spirit of determ nation and dedi cation
within menbers of a force of arnms that | eads to professionalism
and mastery of the art of war. It is inportant because it refers
to that internal drive to better oneself, to sacrifice, and to
conme t hrough when the going gets tough.)

A big part of being considered a mlitary professional is
l[iving up to the standards we've just discussed. Wat is a
mlitary professional?

(A person who has undergone preparation and training. He
possesses the know edge on whi ch professional actions are based
and the ability to apply this know edge in a practical way.
Furthernore, the professional | eader knows the principles of
| eadership and how to apply themto his unit's advantage. He
accepts the service notive of his work. H's profession is a neans
of earning a living, but wages do not becone the prinary purpose
of his work.)

What are sonme of the qualities that experts consider necessary
prerequi sites for an occupation to be considered a profession?

(Renders a uni que soci al service.)

(Relies upon intellectual skills.)

(I'nvol ves |l ong periods of specialized training and experience.)
(Has consi derabl e aut ononmy and deci si on maki ng aut hority.)

(Are held personally responsible for their actions and
deci sions.)

(Service is enphasized over financial reward.)

(A profession is self-governing and responsi ble for policing
its own ranks.)

(Professions have their own code of ethics which establish
accept abl e standards of conduct for nenbers.)
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We constantly refer to professionalism the need to behave as
professionals, and the desirability of professional behavior. Wy
is it so inportant to us?

(I't nmust be recogni zed that unprofessional behavior by a Marine
reflects not just upon that Marine's personal reputation, but
upon all Marines. The public expects and hold Marines to higher
st andards than ot her professions.)

As part of the definition of a profession, it was nmentioned
that there was a requirenent for a code of ethics. What makes up
our witten code of ethics?

(The UCMI, the Law of Land Warfare, the Code of Conduct, the
Cath of Ofice.)

Careerists and those who view the mlitary as an occupation
have been constant detractors from our overall professionalism
for years. What do these terns nean to you?

(Careerism "They seek advancenent for its own sake and see it
exclusively as a goal rather than as an opportunity... For the
careerist the nanme of the gane is to get pronoted at all cost;
everything else is secondary. Unworthy of the title "mlitary
prof essional,’ these individuals adopt the strategy of...getting
their tickets punched w thout any concern for the kind of
contribution they are meking...always insuring that others
receive the blame if things go wong while they get the credit
for the successes... They lack integrity, wllingly |lying and
cheating to nmake thensel ves | ook good. These are the boot |ickers
and yes-nen who paint a euphoric world for their commanders and
render inaccurate reports when it suits their purpose...Mnbers
of the mlitary profession abhor the Careerist.")

(Cccupation rather than Profession: "Commtted professional
Marines of all ranks continue to worry over the fundanental shift
in the notivational basis of the mlitary systemaway from a
calling toward 'just another job'- where the first priority
readily could becone self interest...' This shift is quite real
as increasing nunbers of service people are notivated primrily
by nmonetary incentives rather than the responsibilities of the
mlitary profession.™)

-both of the above quotes are fromThe Mlitary Professional in
Anerica by Lt Col John F. Shiner USAF, 1981.

4-9



Now t hat we have a better understanding of mlitary ethics, we
need to put that understanding to use by exam ning the process of
ethical decision making. W all realize that at tines we are
going to run into situations that are anbi guous - where there are
no easy answers. An exanple would be lan's situation with his
roommate. He doesn't know for sure whether his roommate lied to
hi s Pl at oon Commander. He now nust nmake a deci si on about what to
do. Hi s understanding and commtnent to our code of ethics, his
under st andi ng of our core values, his values as absorbed
t hroughout his life, and his noral courage will all cone into
play during this process. Let's |ook at the remaining scenarios
for nore exanples of this demandi ng process.
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APPENDI X C

SCENARI O #3

ISTLT | .M WALLOCKER- FMF, Canp Lej eune

Qur character |eaves TBS and attends the Logistics Oficer
Course. He is now a salty 0402 currently assigned as the

Mai nt enance Managenent O ficer and Assistant Logistics Oficer of
an infantry rifle battalion at Canp Lejeune, N.C. The foll ow ng
are a series of situations he is exposed to in the FM-.

-The battalion has just returned froma two-nonth w nter
trai ning exercise. Mny Staff NCOs and officers have submtted
annual | eave papers.

-1t is Sunday norning the 10th of March. Since lan did not
take | eave he finds hinself posted as the Oficer of the Day. As
he | ooks through the folder including all |eave papers he notices
that nost of the officers who are scheduled to start |eave on
Monday the 11lth have already picked up their | eave papers. "Roger
that" he says to hinself. Since SNCOs and officers have the
privil ege of checking out by phone and signing their own
departure tines on | eave papers they probably picked themup on
Friday to save a trip in to work on Monday.

-At about 0730 the Battalion Executive Oficer calls. He
tells lan to be sure to have IstLt Peters contact himbefore
Peters checks out on | eave Monday norning. The XO has tried to
contact Peters at home but no one answers the phone. He thinks
that Lt Peters is either at church, brunch, or both. He knows
that Lt Peters is slated to start | eave on Monday and will be
going to Florida for 10 days.

-lan tells the XO that Lt Peters has already picked up his
| eave papers but has not checked out by phone yet. Wen he does
lan will informhimto get in touch with the XO

-On a hunch, lan calls the | eave address phone nunber |isted
on the unit copy of Lt Peters' |eave papers. Peters answers the
phone. |an asks himwhat the heck he is doing in Florida when his
| eave does not start until Mnday. Lt Peters says that he had
the chance to catch a mlitary hop on Saturday and since it was a
weekend he would just sign his own | eave papers on Monday when it
was tinme to start | eave.

Has Lt Peters violated any rules? If so how, and what does he
stand to | ose?
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(Yes, he has. Liberty cannot be taken in conjunction with
| eave. This officer stands to |ose his professional integrity
and reputation and can be charged wi th unauthorized absence.
Al so, if he happened to get into an accident while in Florida
that required a hospital stay, the resulting |ine of
duty/ m sconduct investigation would find that the Mrine Corps
woul d be under no obligation to pay for his nmedical expenses.)

Lt Peters tells lan, "Hey lan, renenber the LPA(Li eutenant
Protection Association). Can you cover for ne with the XO?"
What should lan tell hinf

(No! Have this guy explain it to the XO when he talks to him)

VWhat does Lt Wall ocker stand to lose if he covers for the other
| i eut enant ?

(H's owm professional reputation and integrity.)

If you are not famliar with the Leave and Li berty Regul ati ons
where woul d you find the answer to these questions?

(The S-1 shop.)

The above is a very realistic situation. Wat do you think
you would do as the battalion OOD in this case?
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APPENDI X D

SCENARI O #4

1STLT |I. M WALLOCKER- FMF, Convoy Conmander

The battalion deploys on a six-nonth Med cruise. The MEU finds
itself |located offshore near a sensitive political area as a
contingency force. Shortly after the arrival of Marine forces,
the situation deteriorates and the governnent of the devel oping
country requests U S. mlitary support.

-Lt Wallocker finds hinself in charge of running resupply
convoys to rifle conpanies located in small villages in the
battalion area of operations. These convoys are essential to the
battalion's efforts and therefore are usually escorted by heavy
guns vehicles along with FO and FAC teans. The battalion has
been engaged several tinmes, but the Marines' role remains mainly
a supporting effort for the local mlitary. Rules of engagenent
are very specific, and all Marines have been thoroughly briefed
on them

-lan is currently stopped along a renote stretch of road to
help repair a flat tire on a five-ton truck. The rest of his
vehi cl es are stopped one mle ahead waiting for them An Anmerican
Li eut enant cones out of the brush at the side of the road to
talk. "Hey Marine, are you in charge of those MK-19 vehicles
that just went by?" "Sure am" replies lan. "What's goin' on?"
"Well, I'"man advisor to the local ground mlitia and we're about
to conduct an assault on that village over there. It's full of
rebel forces according to the |Iocal honcho. 1|'ve been trying to
get sonme kind of fire support for the attack but everything's
been refused. | could sure use your MK-19s to pound the heck out
of it."

-Lt Wl l ocker knows that the rul es of engagenent says treat
every inhabited area as a No Fire Area. The only way a village
can be fired upon is if the unit is receiving fire fromit.

"Well | can't do that unless they're shooting at us. How do you
know that there aren't civilians in there?" asks lan. "The | ocal
chi ef says everyone in there is hostile. Look, |'ve got

authority in this area and | need those 19s now. " says the
advi sor.

-"Well et me see what | can do." replies Lt Wallocker. At
this time the Mari nes have finished changing the tire and Ian
cannot get commw th his higher headquarters. I|an says, "Look,

4-13



let me get this truck out of here and talk to ny higher. |If they

say it's good-to-go, I'll bring ny MK-19s back in five mnutes."”
He | eaves and rejoins the convoy. Upon reaching the convoy, he
still cannot get comm and being doubtful of the advisor's intel

and authority, he decides to conplete his m ssion.

-Lt Wl |l ocker gets the convoy to the |ine conpanies and back to
battalion safely. He doesn't nention the incident to anyone.
Later that night, while in the COC, he hears over the reginental
intelligence net that the village was attacked by a
ground-directed air-strike shortly after his departure.
Forty-five eneny were reported KIA. Since the coordinates
descri be exactly where the advisor wanted his heavy guns to
engage, |an suspects that the KIA were civilians.

Shoul d Lt Wal | ocker have done anything differently, and what
shoul d he do now?

(He shoul d have reported the incident to his higher
headquarters as soon as possible. He could al so have better
expl ained the rules of engagenent to the advisor. At this tinme he

should i medi ately explain the entire incident to his conmandi ng
of ficer.)

Has lan contributed to a possible war crine?
(Not deliberately.)

What ki nd of pressures m ght the advi sor have been under?

(Pressures fromhis higher for "body counts." A desire to
succeed. Frustration at not being able to close with and destroy
the eneny. Al realistic pressures that will inpact (hopefully

m nus the pressure for body counts) on all of us in a conbat
situation.)

Rat her than keeping quiet, what could Lt Wl l ocker have done
after establishing coonmor after returning to battalion?

(He coul d have imedi ately reported the incident.)
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APPENDI X E

SCENARI O #5

1STLT I. M WALLOCKER- FMF, Sea Duty

After spending three years in a battalion and havi ng shown a high
| evel of maturity and proficiency in |logistics and conbat arns,
our character gets his next assignnent -- sea duty aboard the
aircraft carrier, USS Abraham Lincoln. He reported aboard two
mont hs ago and assuned the duties of Executive Oficer for the
Mari ne detachnent. The unit is exceptionally well-trained and
disciplined. Their norale is very high, and they have recently
earned out standi ng grades on a recent inspection. The NCOs are
outstanding and routinely display initiative, dependability, and
good j udgnent.

-The carrier has arrived in Naples, Italy and wll remain
there for two weeks. This norning i mediately after holding the
colors' cerenony for the ship, Cpl Losh, who was in charge of the
color detail conmes to see lan with his squad | eader. He reports
that while the color detail was waiting by the "lIsland" for the
appropriate tine to nove out, a sailor on the signal bridge began
spitting dowmm on them H's nmen wanted to "correct"” the sailor,
but Cpl Losh showed excell ent professionalismby going up hinself
and taking the man's nane and ID card. He has prepared a charge
sheet and has three eye w tnesses who can identify the sailor.

He nentions that the nmen of the detachnment wanted to take the
matter into their own hands, but the First Sergeant assured them
that the XOw Il see that justice is done

-Lt Wl |l ocker submts the charges to the Detachnment CO, who
concurs with themand just prior to departing on annual | eave
sends the charges up the chain of command for handling at
Captain's Mast. On the day of the Captain's Mast, lan sends Cp
Losh and the other witnesses up to testify. Wen they return it
is obvious that they are very disturbed and angry. Lt Wall ocker
qui ckly finds out that the Captain of the ship did a very cursory
job of dealing with this case. He didn't question the Mrines
and when the sailor's "Chiefs" said the sailor had a "good
record" the Captain of the ship dism ssed the charges with a
warning. As the Marines were |eaving, several of the sailor's
friends | aughed and taunted them about being "seagoi ng
spittoons.” Only Cpl Losh's strong | eadership prevented a braw .

-The Captain of the ship is notorious for giving |ight
puni shment at Captain's Mast but this is the first time it has
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i npacted on the Marine Detachnent. As lan is thinking over the
problem the First Sergeant enters. "Hey XO, our Devil Dogs are
feelin' bad and |l ookin' mad. This thing could really hurt our

norale, and | feel sorry for any sailor on "libo" who runs into
any of our guys."
The first shorecall is in tw days, and tensions between

Marines and sailors are becom ng very strained. Lt \Wll ocker
anticipates a serious liberty incident devel opi ng ashore.

What steps should Lt Wall ocker take to prevent a major setback
inunit noral and to preclude a serious incident ashore with the
Navy?

(Get the detachnment together and give thema refresher on
prof essionalismand discipline. Attenpt to get sonething nore in
the way of punishnent fromthe captain.)

Shoul d Ian approach the Captain of the ship? If so what should
he say?

(Yes. He should expect that the answer will not be changed. He
could tactfully discuss the effect that the incident has had on
the norale of his Marines and the need for better support in the
future. A time for noral courage.)

The Captain tells Lt Wallocker, "I will not change ny deci sion,
and furthernore, there will be no |iberty incidents ashore. |
hol d you personal ly responsi ble, Lieutenant." Wat additional

steps can |lan take?

(Explain to his Marines that the incident is over. Pass on the
Captai n's words about incidents not being tolerated. Comrend the
corporal for his professionalismand tell the Marines that they
shoul d be glad that they belong to the group that is "squared
away" )
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

ETH CAL LEADERSH P

1. Introduction. Chester Barnard, in his classic work, The
Functions of the Executive (1938), asserted that ethical behavior
is a leadership responsibility. Barnard argued that

organi zations thrive in proportion to the quality of their

| eadership, and that the quality of |eadership depends upon the
quality of an organi zational code of ethics.

2. Overview. The purpose of this period of instructionis to

di scuss the inportance of ethics and their applicability to

| eaders and subordinates in today's Marine Corps. The |eader's
role in fostering an ethical climate is of the utnost inportance.

3. References. The follow ng provide additional information on
ethical |eadership within the Mrine Corps:

FMFM 1-0, Leadi ng Mari nes
The Function of the Executive; Chester Barnard

4. Di scussi on Leader Not es. N A

5. Di scussi on

a. Definitions

(1) Ethics. A set of standards or a val ue system by which
free, human actions are ultimately determned as right or wong,
good or evil. Annex A further explains ethics and provi des sone
definitions that may be useful when preparing your outline.

(2) Code of Ethics. The rules of conduct generally
recogni zed within a particular class of human actions e.g.,
medi cal ethics, legal ethics, mlitary ethics. A code of ethics
hel ps establish noral opinion and defi ne expected/ acceptabl e
behavi or in specialized fields.

(3) Professional Ethics. Refer to and deal with
additional ideals and practices that grow out of one's
prof essional privileges and responsibilities. Professional
ethics apply to certain groups, e.g., the mlitary, and are an
attenpt to define situations that otherwi se would renain
uncertain and to direct the noral consciousness of the nenbers of
the profession to its peculiar problens. For exanple, the

5-1



mlitary defines situations and prescribes correct behavior for
its menbers in docunents such as the Code of Conduct (Appendi x B)
and the Law of Land Warfare.

b. Ethics have to do with right and proper conduct. (Wat
is right and what is wong?) Ethics are sonetines referred to as
being tied to a set of rules. However, many rules are not
concrete in the sense of |aws, and nmay not be witten down on
paper for all to follow The rules to which we are referring
when we speak of ethics are simlar to the basic rules of
sportsmanshi p. For exanple, true sportsmanshi p expects that the
pl ayers have a healthy attitude toward conpetition and a genera
belief that how one plays the gane is inportant. It involves an
internal sense of fair play and obligation to do things the right
way, even though the right way may be a bit tougher.

c. Phil osophy. Great sportsmanship requires a sense of
integrity and a genuine concern for the exanple that is set in
each and every part of the game. Sportsmanship is separate from
the purely technical aspects of any sport, as well as the
i ndi vidual skills that are a part of being really good player in
the sport. If we say that soneone is a great sportsman, we are
not referring to the individual skill and talent as a ball pl ayer
or coach; rather we are tal king about the integrity of the
i ndi vidual and how that individual represents the ideals of
sportsmanship in its truest sense. (Do we win in sports at al
costs? In conbat ?)

Et hics al so involves a concern for standards of excellence.
It should be no surprise to anyone that every Marine is expected
to act in accordance with sone very specific standards of right
and responsible action. Every Marine is expected to do his or
her job in a proper and correct manner, and to act in accordance
wth a sense of purpose and a regard for high personal standards.

d. What is the relationship between |law and ethics? Laws are
humanity's attenpt to interpret the ethics of the society. Laws
and regul ations often define ethical behavior; what is good or
bad, right or wong. Unfortunately, no regulation can cover
every human situation. Therefore, conflicts devel op between | aw
and ethical behavior, i.e., the law says it's wong to speed.
However, a man whose son has just been bitten by a copperhead
feels that speeding to get his son to the hospital is the right
behavi or.

e. Discuss the significance of ethics in the mlitary.
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(1) Why nust the Arned Forces concern thenselves with
et hi cal behavi or?

(2) Society entrusts the Armed Forces with the
means/ capability of great destructive power and its use during
war; society expects responsible utilization of that power.
How woul d/ coul d that power be m sused or m sperceived in both
today's mlitary and throughout history?

(3) Society grants the | eaders of the Arned Forces
conprehensive control over its nenbers, even to the extent that
the very freedom and guarantees which the Armed Forces exist to
preserve are for the mlitary nmenbers thensel ves substantially
abridged. What m ght sone exanples of this be?

(4) The very nature of the purpose for which armes are
established is to prepare for the country's defense agai nst the
uncertain, the unknown, the unpredictable, and the unpl easant.
We put our brightest mlitary mnds to the task of wargam ng and
pl anni ng, but the best of these plans are only contingencies
based on assunpti ons about events which have not yet occurred.
Qurs is a calling for which we cannot wite all the rules in
advance. Therefore, as in no other calling, we nust establish
anot her calling. W nust have | eaders who will do what is
required and what is right when the striking hour conmes when they
must rely on thensel ves when the nation relies on themthe nost.

f. Wiat is a Code of Ethics? The Code of Ethics for Marines
can be summed up in three words: honor, courage, and conmm tnent.

g. Mrine Corps Policies: The Law of Land Warfare, Code of
Conduct, UCMI, pronotion warrants, and the Cath of Ofice set
sone standards. (See Appendi x B and Appendi x C)

(1) Paragraph 1100 of the Marine Corps Manual addresses
the noral responsibilities of |eaders, such as special trust and
confidence, integrity, good manners, sound judgnent, discretion,
duty rel ationships, social and business contacts, and qualities
such as integrity, obedi ence, courage, zeal, sobriety, attention
to duty, and personal relations.

(2) Custons, courtesies, and traditions play a
significant role in the establishment of noral values in the
Cor ps.
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(3) Perhaps the nost inportant way new Marines cone to know
standards of conduct is through the exanple set by their |eaders
on a day to day basis.

h. Wat kind of exanples are set by | eaders today? Sone
actions are traditionally considered right or wong, good or bad
by Marines. Keeping in mnd the values and the standards which we
have in the Marine Corps, we are able to come up with a list of
"desirabl e and undesirabl e" actions which characterize Marines.

(1) Alist of desirable actions includes:
(a) Doing one's job well w thout conpl aining.

(b) Setting a good exanple and displaying strong,
virtuous qualities of |eadership, such as honesty and
integrity.

(c) Working together as a teamto acconplish the
m ssi on.

(2) A list of undesirable actions includes:
(a) A negative attitude.
(b) Stealing from another Marine.

(c) Not caring that a peer | ooks shabby in uniform
or goes UA, or uses illegal drugs.

(d) Not carrying one's full and fair share of the
wor k| oad.

(e) Breaking one's faith and trust with a fell ow
Mar i ne.
(f) Cowardice or dishonor

i . Unspoken ethics. Qur Corps' standards run the spectrum
of ideals, fromnot show ng cowardi ce and di shonor by | eaving our
dead on the battlefield, to not hol ding hands with our
sweet hearts in public, or going without a hair cut even while on
| eave.

(1) Some ethically oriented standards based on tradition
i ncl ude:
(a) A Marine's word is his/her bond.
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(b) A leader doesn't eat until his/her subordinates

have.
(c) Marines take care of their own.
(2) Ways Marines uphold these val ues:
(a) First, we nmust informall Marines of the standards
required.

(b) Second, we nmust daily reinforce these val ues and
standards expected of all Marines. This reinforcenent nust be
found in unit policies, in local procedures (formal and
informal), and in the daily exanple which is set by senior and
junior |eaders alike, as well as by peers.

(c) Finally, there nust be an effective system of
approval and di sapproval for the actions of all Marines. In this
case the idea of reward and puni shnent is not intended to provide
an incentive for behavior, but rather to provide a determ nation
of what behavior is considered acceptable and desirable, and what
i s considered unacceptable and undesirable, for all to see
(senior and junior alike).

J]. Ethics are inportant to the idea of Standards of
Excel l ence. Qur obligation as Marines serving "Corps and
Country" is nore than sinply obeying orders. It requires a sense
of commtment to both the mssion and roles we serve in as
Marines. Mere awareness of the responsibility involved is not
enough. There nust exist a tenacious sense of obligation, and a
strong sense of duty and honor in all that we acconplish. At
this level of coomtnent, we are dealing with ethics.

k. Relationship between ethics and day to day MOS
proficiency. Ethics and standards in MOS proficiency nean that
Marines should not be satisfied wth thenselves until they know
everything about their own job, as well as the job of the next
Marine senior and junior to them This formof work ethic is
what devel ops a personal sense of pride and personal
acconplishnment. It becones a matter of integrity to strive to
obtain all the know edge and skill necessary to neet any
chal | enge and responsibility successfully.

I. Howcan we relate the idea of ethics to our personal
standard of discipline? The issue of discipline also carries
ethical inplications. Consider, for exanple, a Marine's concern
about hi s/ her personal standard of conduct. This sense of
concern does not stemfromfear of punishnent, but because they
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genuinely feel a sense of obligation to maintain a high standard
of conduct because they are Marines. Oten the wearing of the
uni form becones justification for excellence in conduct. Pride
is the underlying notivation; anything | ess than excellence is a
matter of di shonor and personal failure.

m The leader's role in establishing an ethical climate.
Leaders are expected by others to behave ethically and
responsi bly, both personally and professionally. A |eader
pronotes ethical behavior in his or her subordinates through
setting, enforcing, and publicizing high standards. Furthernore,
| eaders nust project an exanple of tolerance in regard to honest
m stakes in the training environnment.

n. Problens that can surface wwthin mlitary ethics.
| ssuing uncl ear orders to a subordinate, who may not possess a
sound personal code of ethics or who has a "can do anythi ng"”
attitude, may cause hinfher to conprom se his/her ethics in the
execution of the order. As a result, he/she may give a incorrect
report to a superior, use undesirable nethods in carrying out the

order, or may even commt an illegal act out of fear of the
consequences that will result if the mssion is not acconplished.
Sone exanples may be: "Gunny, | want the barracks painted.

don't care how you do it!"™ or, "I want 100% qualification on the

rifle range." Qbviously these orders are stated in questionable
terms that could easily |lead to unethical behavior by those
executing the orders.

o. Effects that inconsistent rewards or puni shnent for
unet hi cal behavi or have on a unit. Leaders nust ensure they
reward and puni sh based on the Corps' established standards and
traditions. The individual conscience of a Marine can be
paral yzed by frustration arising fromsituations where ethical
actions are penalized or ignored, and where unethical actions are
rewarded, either directly or indirectly, by not being punished.
For exanple, the gunnery sergeant who gets the barracks painted
as directed, gets a real pat on the back. However, everyone,
including the CO knows he stole the paint from another unit on
the base. Furthernore, the squad | eader who does not get 100%
qualification, but gave his absolute best effort, gets chewed
out, while another squad | eader gets 100% qualification by
"penciling" a score card, and receives a neritorious nast.

p. Communication problens can inhibit the ethical
environnment of the Marine Corps. The inability of information to
flow freely through the chain of conmand, thereby isolating top
| eadership from organi zational realities, may produce unrealistic
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expectations fromthem Also, there are few rewards for honesty
in comruni cation. This situation pronotes tendencies to alter
facts and to withhold information, i.e., if you tell the truth,
you get "chewed out".

Additionally, the perception from subordinates that their
superiors di scourage negative feedback can result in
comruni cati on bl ockades. This may find subordi nates hesitant to
ask their superiors for clarification or guidance on issued
orders. This could nmean the difference between a Marine nmaking a
bad judgnment call and a failed m ssion. Leaders need to ensure
open |ines of conmunication exist throughout their chain of
command.

g. Ethics in the way we perceive training Mrines for
conbat. Conbat training is designed to enable Marines to fight,
survive and win. It is not to instill a node of thinking that
entails barbaric acts of killing or violence. Marines are to be
di sci plined and responsi bl e enough to distingui sh when they
shoul d enploy their training, and when not to.

Good training and | eadership will prevent irresponsible
actions in peacetime or conbat. Atrocities are commtted by
poorly trained and poorly disciplined personnel. Good | eadership
in the Corps nmeans Marines nust daily exercise their oaths to
support and defend our Constitution and uphold the honor of their
unit and Corps by words and actions. Each Marine nust be
physically, nmentally, norally, spiritually, and enotionally
trained to do so confidently and effectively at all tines,
rangi ng from personal peacetine behavior to all-out conbat
action.

r. Ethical dilemmas facing | eaders. The follow ng scenarios
provi de situations where | eaders face ethical dil emmss.

(1) The reviewing officer for your fitness reports tells
you he has added nunbers in block 15 to increase your chances of
pronoti on.

(2) Your platoon commander is very concerned about the
subm ssion of reports to the conpany commander. The conpany CO
has indicated he wll not forward reports show ng negative
i nformation.

(3) Your boss has denonstrated in the past that he does
not |ike subordinates to disagree with him You are convinced a
recently published order is unduly severe on your Marines.
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(4) A crewchief, a personal friend, is a heavy drinker
but has always perfornmed well. During a preflight briefing, you
snmel | al cohol on his breath.

(5) Re-enlistnents are on the skyline. You have a Marine
who is a marginal perforner. However, he does not have any NJP's
or courts-martial. |If he is re-enlisted, he will be pronoted to
t he next higher grade. He wants to stay in the Marine Corps.
Your recommendation is all that he needs. Your CO has recently
commented on how |l ow re-enlistnent rates are in your unit.

(6) In preparation for the 1G the training officer, your
supervi sor, requires you to docunent training that was never
acconpl i shed.

(7) The executive officer orders all sections to spend
budget noney at the end of a fiscal year whether they need to or
not, to ensure reallocation of that noney in the next fiscal
year.

(8) The patrol |eader who, instead of carrying out his
m ssion and follow ng the patrol route, goes out beyond the front
I ines about 200 neters and hides there in defilade for the night.

(9) Your unit has just assaulted a small eneny village
| ocated by a river. You were successful but took a few
casualties. The unit is nopping up and searching for eneny
believed to be hiding in the riverbank. The buddy of one of the
conpany runners (a | ance corporal) had his el bow shattered by a
eneny round and is noaning on the ground being treated by a
corpsman. A POWis captured and pulled out of the river. Two
Marines are herding himto the CP. When they approach near the
| ance corporal, the |lance corporal curses in rage, charges and
strikes the POWa blowwith his fist. Oher Marines are
wat chi ng, including | eaders, but seem stunned and unnoving. You
are close by and certain the | ance corporal won't stop with one
bl ow.

The Law of Land Warfare requires PONs to be treated
humanely. POWs can provide intelligence that can save |ives of
many Marines. One such act can lead to other nore violent acts.
Qui ck, forceful action is required.

Hi storically, in the above situation, the conpany
commander, seeing that no one el se was taking action to stop the
| ance corporal, noved quickly, grabbed the | ance corporal, pinned
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his arms to his side, pulled himaway forcefully, and in a voice
| oud enough for everyone nearby to hear, told himto knock it
of f, that he knew how he felt, but that PONs were not to be
treated that way, and directed the POV be taken to the
interpreter. The spell was broken and everyone went about their
busi ness.

S. Summary. The Marine Corps cannot function successfully
as a group of individuals working i ndependently, doing their own
t hi ng, and mai ntai ni ng whatever set of individual standards they

may have. It is necessary for all Marines to function together
as a team and subscribe to Marine Corps standards. This requires
Marines to performtheir duties well, to have a commobn pur pose,

and di splay a common sense of obligation to the highest standards
of personal conduct.

Everyone nust know and fully understand what standards are
requi red and actively seek to maintain those standards. Only then
can the Marine Corps and any unit in the Marine Corps hope to
achi eve success.

The nature of the obligation which we have as Mri nes
requi res nore than sinple obedience of orders. It requires a
sense of commtnent to the purpose and the role which we perform
as Marines. Sinple awareness of the responsibility involved is
not enough. There nust exist a sense of obligation for whatever
action is required to acconplish our responsibility thoroughly.
At this level of commtnment we are dealing with ethics.

6. Appendi ces

Appendi x A: Definitions
Appendi x B: Code of Conduct
Appendi x C. Cath of Ofice

APPENDI X A
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DEFI NI TI ONS

CODE OF ETHICS. The rules of conduct generally recognized in
respect to a particular class of human actions; e.g., nedical
ethics, legal ethics. It serves to crystallize noral opinion and
define behavior in specialized fields.

DUTY. The conduct or action required of a person on noral
gr ounds.

ETH CS. A set of standards or val ue system by which free, human
actions are ultimately determ ned as right or wong, good or

evil. While nost persons use the terns norals and ethics
synonynously, norals and norality usually refer to conduct or
behavi or patterns; whereas ethics and ethical refer to the study
of these matters or to a system of ideas about them For

exanpl e, we usually speak of a noral nman and of an ethical system
or code.

FI DELI TY. Faithful ness in the discharge of duty or of
obligations; allegiance to those to whomone is bound in honor;
| oyal ty.

HONEST. Fair and candid in dealing wwth others; true; just;
upright; characterized by openness and sincerity.

HONOR. Credit or reputation for behavior that is becom ng or
worthy. A source of credit or distinction. A personal
characteristic consciously maintained, such as m ght deserve or
expect esteem

| NTEGRI TY. Soundness of noral principle and character;
upri ght ness; honesty.

M LI TARY ETHI CS. The statenent of professional ethics applied to
a specific group, i.e., the mlitary.

MORALS. Pertaining to or concerned with right conduct or the
di stinction between right or wong. Mrrality covers the
extensive field of personal and social behavior.

PROFESSI ONAL ETHI CS. Refer to and deal with additional ideals
and practices that grow out of one's professional privileges and
responsibilities. Prof essional ethics apply to certain groups,
e.g., the mlitary, and are the expression of the attenpt to
define situations that otherwi se would remain uncertain and to
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direct the noral consciousness of the nenbers of the profession
to its peculiar problens.

Rl GHT. Conformng to ethical or noral standards. The term is
used when speaki ng of acts.

STANDARD. Anything taken by general consent as a basis of
conpari son; an approved nodel

VALUE. That which has worth or is desirable.

WRONG. Deviating fromnoral rectitude as prescribed by | aw or by
conscience; imoral, not just, proper, or equitable according to
a standard or code; deviating fromfact and truth.

LAWS AND ETHICS. Laws are said to be man's attenpt to codify his
ethics. Laws and regulations often define accepted ethical
behavior. Unfortunately, |laws and regul ati ons deal with specifics
and are unable to address every possible human situation.
Therefore conflicts can develop between the |law and ethical
behavior. For exanple, the law says it is wong to speed;
however, a man whose son has just been bitten by a poisonous
snake and who is speeding his son to the hospital would certainly
not consider his speeding as unethical.

APPENDI X B
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CCDE OF CONDUCT

The Code of Conduct was prescribed by the President of the
United States in 1955 as a sinple, witten creed applying to al
Anerican fighting nen. The words of the Code, presented in siXx
articles, state principles that Americans have honored in all the
wars this country has fought since 1776.

The Code is not intended to provide gui dance on every aspect
of mlitary life. For that purpose there are mlitary
regul ations, rules of mlitary courtesy, and established custons
and traditions. The Code of Conduct is in no way connected with
the Uni form Code of MIlitary Justice (UCMJ). The UCMI has
punitive powers; the Code of Conduct does not.

The six articles of the Code can be divided into three

categories. Articles | and Il are general statenents of
dedication to country and freedom Conduct on the battlefield is
the subject of Article Il. Articles Ill, IV and V concern

conduct as a prisoner of war.
(Extracted from Chapter Three of the Gui debook for Marines)

Article |
| aman American. | serve in the forces which guard ny country
and our way of life. | am prepared to give ny life in their

def ense.

It is along-standing tradition of American citizens to
willingly answer the call to arms when the peace and security of
this nation are threatened. Patrick Henry stated it best in the
early days of our country when he said, "Gve ne |iberty or give
me death." Nathan Hale, captured by the British during the
Revol utionary War and charged wth spying, personified the spirit
of the Anerican fighting man when he spoke the immortal words, "I
only regret that | have but one |life to give for nmy country,"
just before his execution by hanging.

More recently, the threat to Amrerica has been | ess obvious
as small countries such as South Korea and South Vi et nam and
Kuwai t have borne the brunt of our enem es' attacks.
Nevert hel ess, Anericans have risen to the chall enge and have
proven their dedication and willingness to nake the suprene
sacrifice as nmuch as in any of the wars in our history.

I n Decenber 1967, Marine Corporal Larry E. Snedley led his
squad of six nmen into an anbush site west of the vital mlitary
conplex at Da Nang in South Vietnam \Wen an estinmated 100 eneny
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soldiers were observed carrying 122mm r ocket | aunchers and
nmortars into position to | aunch an attack on Da Nang, Corporal
Snedl ey courageously led his nen in a bold attack on the eneny
force which outnunbered them by nore than 15 to 1

Corporal Snedley fell nortally wounded in this engagenent
and was | ater awarded the Medal of Honor for his courageous
actions. Hi s bold initiative and fearless devotion to duty are
perfect exanples of the neaning of the words of Article | of the
Code of Conduct.

Article 11
| will never surrender of ny own free will. If in conmmand |
wi |l never surrender my nen while they still have the nmeans to

resi st.

This is an Anmerican tradition that dates back to the
Revol utionary War. An individual may never voluntarily surrender
hinmself. |If isolated and unable to fight the eneny, he/she is
obligated to evade capture and rejoin friendly forces at the
earliest possible tine.

John Paul Jones al ways cones to m nd when one reads Article |1
of the Code. It was in 1779 that the captain of the Bonhonme
Ri chard chall enged two British ships of war, the Serapis and the
Count ess ol Scarborough. A d, slow, and hopel essly outcl assed the
Ri chard was being badly battered, repeatedly set on fire, and
rapidly filling with water when the captain of the Serapis
called, "Do you ask for quarter?"”

"I have not yet begun to fight," said John Paul Jones. Hours
| ater, the Serapis struck her flag and Jones and his crew boarded
and captured the British ship as they watched their own ship
si nk.

Where a unit is involved, the Marine in conmand may never
surrender that unit to the eneny while it has the power to resist
or evade. A unit that is cut off or surrounded nust continue to
fight until it is relieved by, or able to rejoin friendly forces.

Private First Cass Melvin E. Newin was manni ng a key
machi ne gun post with four other Marines in July 1967 when a
savage eneny attack nearly overran their position. Critically
wounded, his conrades killed, Private New in propped hinself
agai nst his machine gun and twice repelled the eneny attenpts to
overrun his position. During a third assault, he was knocked
unconsci ous by a grenade, and the eneny, believing himdead,
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bypassed hi mand continued their attack on the main force. Wen
he regai ned consci ousness, he crawl ed back to his weapon and
brought it to bear on the eneny rear, inflicting heavy casualties
and causing the eneny to stop their assault on the main positions
and again attack his machine gun post. Repelling two nore eneny
assaults, Private New in was awarded the Medal of Honor for his
courageous refusal to surrender his position or to cease fighting
because of his wounds.

In June 1966, Staff Sergeant Jimme E. Howard and his
reconnai ssance pl atoon of 18 nmen were occupyi ng an observation
post deep within eneny controlled territory in South Vietnam when
they were attacked by a battalion size force of eneny soldiers.
During repeated assaults on the Marine position and despite
severe wounds, Staff Sergeant Howard encouraged his nen and
directed their fire, distributed anmunition, and directed
repeated air strikes on the eneny. After a night of intense
fighting which resulted in five nen killed and all but one man
wounded, the bel eaguered platoon still held its position. Later,
when evacuation helicopters approached the platoon's position,
Staff Sergeant Howard warned them away and continued to direct
air strikes and small arns fire on the eneny to ensure a secure
| andi ng zone. For his valiant |eadership, courageous fighting
spirit, and refusal to let his unit be beaten despite the
overwhel m ng odds, Staff Sergeant Howard was awarded the Medal of
Honor .

Article 111
If I amcaptured, | will continue to resist by all neans
available. | will make every effort to escape and aid others to
escape. | wll accept neither parole or special favors fromthe
eneny.
ARTI CLE 1V
If | beconme a prisoner of war, | will keep faith with ny
fellow prisoners. | will give no information nor take part in
any action which mght be harnful to ny conrades. If | am
senior, | will take command. |[If not, | wll obey the | awful
orders of those appointed over me and we'll back themup in every
way .
Article V

5-14



When questioned, should | becone a prisoner of war, | am
required to give nane, rank, service nunber, and date of birth
| wll evade answering further questions to the utnost of ny
ability. | will make no oral nor witten statenent disloyal to
my country and its allies or harnful to their cause.

The m sfortune of being captured by the eneny does not end a
Marine's usefulness to his country. It is his duty to continue
to resist the eneny by all possible neans, and to escape and
assist others to escape. A Marine may not accept parole fromthe
eneny or special favors such as nore food, warm cl othes, fewer
physical restrictions, etc., in return for prom ses not to
escape, or informng, or providing information to the eneny.

I nform ng, or any other action endangering the well-being of
a fellow prisoner is forbidden. Prisoners of war will not help
the eneny by identifying fellow prisoners who may have know edge
of particular value to the eneny, and who may, therefore, be nade
to suffer brutal neans of interrogation.

Strong | eadership is essential to discipline. Wthout
di sci pline, organization, resistance, and even survival may be
extrenely difficult. Personal hygiene, sanitation, and care of
si ck and wounded prisoners of war are absolute nusts. Al United
States officers and nonconm ssioned officers will continue to
carry out their responsibilities and exercise their authority if
capt ur ed.

The senior line officer or nonconm ssioned officer within
the prisoner of war canp or group of prisoners will assune
command according to rank or date of rank, w thout regard to
service. He is the lawful superior of all |ower ranking
personnel, regardless of branch of service.

The responsibility to assune command nust be exercised by
the senior. |If the senior officer or noncomm ssioned officer is
i ncapaci tated or unable to command for any reason, comrand wl |
be assuned by the next senior nman.

Article VI
| wll never forget that | am an Anmerican responsible for ny
actions, and dedicated to the principles which nade ny country
free. | wll trust inny God and in the United States of
Aneri ca.

Article VI and Article |I of the Code are quite simlar. The
repeated words "I am an Anerican, fighting in the service of ny
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country" are perhaps the nost inportant words of the Code,
because they signify each Arerican's faith and confidence in
their God, their country, and their service. Since John Pau
Jones made his defiant reply "I have not yet begun to fight," to
the present, Anericans have traditionally fought the eneny

wher ever he was found and with whatever weapons were avail abl e.
When captured, the POWcontinues the battle in a new arena. Wen
facing interrogators they are under fire just as though bullets
and shell fragnents were flying about them

D sarnmed, the POWnust fight back wwth mnd and spirit,
remaining faithful to his fellow PONs, yielding no mlitary
information, and resisting every attenpt of indoctrination. It
is the responsibility of each Marine to honor these traditions by
carefully adhering to the neaning of each article of the Code of
Conduct. The many Anericans who have accepted this
responsibility are heroes in the finest sense of the word.

In February 1966, Lieutenant (jg) D eter Dengler, USNR was
on a bonbing m ssion over North Vietnamwhen his aircraft was
badl y damaged by ground fire. Lieutenant Dengl er crash-1anded
his aircraft in nearby Laos and attenpted to evade capture. After
successfully evading for one day, he was captured and led to a
vill age where he was interrogated and told to sign a Comruni st
propaganda statenent condemming the United States. Lieutenant
Dengler's repeated refusal to give nore than his nane, rank,
servi ce nunber and date of birth, or to sign any statenents,
resulted in severe beatings. Wen he continued to refuse to
answer questions, he was tied behind a water buffal o which
dragged hi mthrough the brush. The interrogations and beati ng
continued for three days, but Lieutenant Dengler refused to give
in.

Later, he escaped from his guards but was recaptured and
again severely beaten. After six nonths in captivity, Lieutenant
Dengl er successfully escaped, killing several eneny guards in the
process. On the 17th day, a pilot who escaped with himwas
killed, and Lieutenant Dengler had to continue alone. Although
suffering frommlnutrition, jaundice, fatigue, and badly cut and
swol l en feet, Lieutenant Dengler refused to give up. Finally, on
the 22nd day after his escape, he managed to |lay out a crude SCS
on a bed of rocks and attract attention of a United States Air
Force aircraft. Later a rescue helicopter plucked himto safety
and ended his ordeal .

The stories of those who have steadfastly foll owed both the
spirit and letter of Articles Ill, 1V and V of the Code of
Conduct are nunerous.
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APPENDI X C
OCATH OF OFFI CE (enlisted)

|, DO SOLEMNLY SVWEAR (OR AFFIRM THAT | WLL SUPPORT AND DEFEND
THE CONSTI TUTI ON OF THE UNI TED STATES AGAI NST ALL ENEM ES FOREI GN
AND DOVESTI C, THAT | W LL BEAR TRUE FAI TH AND ALLEG ANCE TO THE
SAME; AND THAT | WLL OBEY THE ORDERS OF THE PRESI DENT OF THE

UNI TED STATES AND THE ORDERS OF THE OFFI CERS APPO NTED OVER ME,
ACCCRDI NG TO REGULATI ONS AND THE UNI FORM CODE OF M LI TARY

JUSTICE. SO HELP ME GOD.
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UNI TED STATES MARI NE CORPS
Marine Corps University
Char acter Devel opnent
User's Cuide to Marine Corps Val ues

Rl GHT -vs- VWRONG

--Utimately, every Marine is drawn to a situation in which he
is conpelled to apply the fundanental s of what he believes to be
just and right.

- - Unknown Mari ne

1. Introduction. The above abstract depicts a situation that
every Marine faces in the course of their career. That is,
eventually every Marine will be witness to sone action that wll
require himor her to apply the factors of integrity, ethics,
norals, and culture to a situation that, by virtue of being a
Marine, he or she is responsible. Marine |eadership, is by no
means foreign to the welfare of human life, that is our fellow
Marines. We as Marines nust decide what is black and white, and
what conposes the deternents of each. W nust genuinely know
what is right and what is wong.

2. Overview. The purpose of this period of instructionis to
make Marines aware of the noral and ethical principles that
conpose the val ues which distinguish right from w ong.

3. Ref er ences

FMFM 1-0, Leadi ng Mari nes

USNA Cui de for Naval Leaders
Dictionary of Social Sciences
FM 22-100, Mlitary Leadership
Appendi x A: Definitions

PaooT®

4. Discussion Leader Notes. Initiate group discussions in the
case of each of the of the practical exercises.

5. Di scussi on

a. Marines should attenpt to set the exanple in every aspect

of thensel ves, whether it be as |eaders or as followers. If a
Marine continuously sets the exanple, he/she wll be successful
in all aspects of life. |If a Marine religiously pursues

attainment of all the |leadership traits, as described in
FM22- 100, he/she w Il unequivocally set a good exanpl e.

b. Sonetinmes doing what is right is not the easiest path to
follow. Certain situations arise in which the best course of
action cannot be clearly decided as being the right or wong
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thing to do. A good exanple is the fanmous dilema of stealing a
| oaf of bread to feed a hungry famly. Your response to these
dilenmas wi ||l depend upon your up-bringing and exposure to norals
and ethics. What may be right and justified in one culture or
sub-culture, nmay be inappropriate or illegal in another. It is
in this fine distinction that many Marines find thensel ves

conf used.

c. Consider the young Marine who was brought up in the inner
city. After accession into to the Marine Corps, this individual
gets caught snoking marijuana and is repeatedly disciplined for
fighting. While drugs and viol ence agai nst peers may have been
the normin the inner city, it was enphasized in training that it
is illegal, and has no place in the Marine Corps. |In such cases,
Mari nes need to know that comon cultural norns of society as a
whol e and the Marine Corps regul ati ons override any pre-existing
sub-cultural nornms. This is not to say that all crinme in the
Marine Corps is attributable to a |lack of noral and ethical
training, but sinply that with specific training, the Marine wl|
know that a particular action is right or w ong.

d. The basic Marine Corps definition of integrity, "Marines
do not lie cheat or steal, nor tolerate those who do," nust be
the foundation of every Marine's professional and personal
ethics. Wen officers and NCO s deviate fromthe standards of
conduct, it makes correcting other Marines nearly inpossible. In
a letter to Professor Karel Montor, Admral Arleigh Burke sumred
up the inportance of integrity:

"Integrity”
"First you find yourself overlooking small infractions that
you woul d have corrected on the spot in the past. Soon you are a
participant in these infractions. "After all," you say,
"Everybody's doing it." Al too soon you find yourself trapped:
You no | onger can stand on a favorite principle because you have
strayed fromit. Finding no way out, you begin to rationalize,
and then you are hooked. The inportant fact is, the nen who
travel the path outlined above have m sused the very basic
quality and characteristic expected of a professional mlitary
man, or any other professional nman for that matter: They have
conprom sed their integrity."”

e. Every Marine starts out his/her career with unbl em shed
integrity, and it is up to the individual to either maintain or
tarnish that integrity. Once one's integrity has been
conprom sed, it is very difficult to regain it in the eyes of
your peers. Doing the right thing will not always make you the
nost popular Marine in the squad bay, but it will give you a
cl ean consci ence and demand the respect of others. It is
obvious that down the road this is far nore inportant than
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W nni ng any popularity contest. In short, integrity and "doi ng
the right thing" go hand in hand.

f. Perhaps one of the nost difficult tests of integrity is
peer pressure. Everyone has been in a situation where "everyone"
i s doing sonething wong, and the pressure to join in is great.
One may think, "If | don't joinin, then | wll |ose respect
anong ny peers, not gainit." This is untrue in the professional
environnent. W as Marines, have the noral obligation to do what
is right. This neans not surrendering to peer pressure when it
may i nvolve illegal or imoral decisions.

g. It is easy to sit back and say that you would do the
right thing by keeping a friend fromdriving drunk, or turning a
peer over to the authorities for commtting a violent crime. But
what about doing the right thing when no one is in inmmediate or
even renote jeopardy of being hurt? Surely doing the wong
t hing, and not turning sonmeone in for cheating on a test is
better than ostracizing yourself fromyour group of friends,
isn't it? Not in the Corps! Even fulfilling a promse is no
justification to noral wong-doing.

Again, we are Marines and are subject to a stronger set of
norals and ethics than nost civilian organizations. Wen a
Marine deviates fromthis noral path it is the responsibility of
hi s/her fellow Marines to help hinfher back onto the path, or
ri sk thenmsel ves becomng no different fromthe cheater.

Furt hernore, whether we realize it or not, nost rules have a
purpose. "The lawis the last result of human wi sdom acting upon
human experience." (Sanuel Johnson, M scellanies, i, 223).

Cheating or bending the rules may not have i mredi ate
ram fications to the individual, but down the road it could
create dire consequences. What about the platoon conmander who
cheats on a call for fire package, only to find hinself in a
conbat situation in desperate need of supporting arnms. How about
t he young Lance Corporal who lies constantly and gets away with
it, and then finds that a Iie about a seem ngly uni nportant
situation gets soneone killed or injured. The nore we do the
wrong thing, the harder it becones to recognize right from w ong.
Conversely, once we bill ourselves as noral and ethical, doing
the right thing beconmes second nature. This is the point where
you wi Il have earned your self-respect and the undying respect of
your peers.

h. Now let's take a | ook at sone case studies. Read the
situations that follow and di scuss themw th your platoon or
peers. Tal k about the noral issue involved, the ramfications
t hereof, and what is being done right. D scuss how you woul d act
in the situation? Do you have what it takes to do the right
thing, or would you bow out and do the wong thing?
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6. Practical Exercises

a. Exerci se #1

(1) Special situation. You are a young, hard chargi ng PFC
just out of boot canp. Upon checking into your first duty
station, Canp Pendl eton, you i medi ately make friends anong your
peers. One of your new friends, PFC Cana, has asked you to join
hi m and several other Marines in a party trip to Tiajuana,

Mexi co. You eagerly accept. On the way, you hear PFC Cana
repeatedly asking those around you if they had the "stuff."

Thi nki ng they are tal king about booze, you pay no attention.
After reaching Tiajuana and partying at the bars for severa
hours, PFC Cana and his friends demand that you acconpany them
back to the hotel, so you can be initiated into the group. You
foll ow since you really like to hang out with PFC Cana and his
friends, and you would like to be invited back. Upon entering
the room PFC Cana breaks out a bag of marijuana and begins to
roll a marijuana cigarette. Your "initiation", explains PFC
Cana, is to "party all night and to feel no pain."

You have never touched drugs, and the nere sight of them
outrages you. But this is a tricky situation. On the one hand,
you want to beconme part of the group, and it's not |ike anyone
wll ever find out about this. Also, you figure that no one is
i n danger of getting hurt since you are all staying at the hotel.
On the other hand, if you decline, chances are that the rest of
the group will call you weak and not have anything to do with
you. There could also be threats or viol ence agai nst yourself,
out of their fear about being reported. |If you snoke the drugs
this time, wll it becone a weekly occurrence? Wat if this is
just the beginning, and the group is also into hard drugs, or
even major crine? Do you think that they will take it personally
if you "just say no?" Do you think you have a responsibility as
a Marine, to report these individual s?

(2) First Requirenent. D scuss what you woul d do.

(3) Proposed Solution. Refuse the marijuana and inform
PFC Cana that while you are not afraid of the marijuana, it is an
illegal drug, and that he is currently breaking the |law, and
di sobeying a Marine Corps order. Advise PFC Cana of the risk he
is taking with respect to his career. Further advise himthat
whil e you enjoy hanging out with himand his friends, you would
prefer the conpany Marines who live by integrity and honesty.

b. Exerci se #2.
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(1) Special Situation. A new |lieutenant was accused of
havi ng nunerous sexual liaisons with enlisted personnel. These
accusations cane to light through several anonynous letters to
presented to the conmmandi ng officer. These conplaints cane as no
surprise, since the |lieutenant was seen on several occasions
dri nking and dancing with many enlisted Marines during the past
f ew nont hs.

You are the investigating officer. A staff sergeant tells
you in private of having had sexual relations with the
i eutenant, as had many others that were identified in the
letters of conplaint.

As your investigation ends and your interviews finish, you
prepare your draft report. Upon showi ng the report to your
senior, he proceeds to nake changes to the report, which
essentially water it down. Your senior then infornms you to
formalize your report and submt it.

As you review the report, you find that sone statenents have
been changed and ot her statenents of a sensitive nature have
di sappeared altogether. Furthernore, many of the w tnesses you
spoke with, have since been told to keep quiet on the issue, or
face the consequences.

Your senior apparently wants this incident covered up, both
to save enbarrassnent to the unit, and not have the careers of
many fine NCOs threatened by the acts of one |ieutenant.

As the O C of the investigation, you feel you can understand
t he concerns of your CO. Furthernore you know that failure to
conply with your COs wishes could result in a poor FITREP, in
ef fect destroying your career. However, you al so know t hat you
are entrusted with special trust and confidence by your
conmm ssion, and you know what is right.

(2) First Requirenent. D scuss what you would do in the
si tuation.

(3) Proposed Solution. Express your concerns to the CO
about submtting a false report. Respectfully informyour CO
that you have no intention of downplaying this incident, and that
threatening witnesses is a direct violation of their rights.
Further informyour CO that while the careers of many fine NCOs
are in jeopardy, they nevertheless violated a major Mrine Corps
order prohibiting fraternization, and to let themget away with
it would be setting a poor exanple for others to follow

C. Exerci se #3.
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(1) Special Situation. Smth and Jones are good friends,
and both are comng up for pronotion. |In order to increase their
cutting scores, and enhance their know edge, both decide to sign
up for the sane M

As far as careers go, both are outstanding Marines. Wile
they know that MCI's are neant to be taken individually, they
both j oke about how good it is that they are both enrolled for
t he same course, since they can now "check each others answers."

When the MCl's arrive, Jones uses the majority of his free
time to quickly finish the MCI, while Smith takes on a "put it
off until tonorrow' attitude.

Upon conpl etion of the MCl, Jones conments to Smth that he
better get "nmoving" on the MCI. At this point, Smith confides in
Jones that he has no tine to finish the course, and has trouble
"understanding the material." He asks Jones for help.

Being a good friend, Jones agrees to guide Smth in sone
broad concepts. However, as the two continue on, Jones realizes
that Smth is asking himfor specific answers. Jones begins to
feel awkward in the situation, not wanting to conme across as not
supporting his friend.

Jones knows that Smth has crossed the |ine. Furthernore,
since both Marines are equal, Jones doesn't think it's fair that
Smthis willing to cheat in order to obtain the sane cutting
score as hinself. What would happen if Jones gave himthe
answers, only to find out that he did not pick up the pronotion,
while Smth did? Aside fromthis, being an outstandi ng Marine,
Jones does not want to jeopardize his integrity. Jones finds
hi msel f at an i npasse on how to approach the subject with his
| ong-tinme friend.

(2) Requirenent. Discuss what you think Jones should do
in this situation.

(3) Proposed Solution. Jones should be honest with his
friend by making it clear that he is there to help Smth, not
cheat for him Smth may not be aware of how his actions are
being interpreted. In any case, if the two are true friends then
Jones shoul d have no problem confronting the problemin a open
and honest manner, w thout jeopardizing the friendship.

d. Exerci se #4.
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(1) Special Situation. LCpl White is with his platoon on
their way back froma CAX. Along the way, the bus stops to get
gas and to give the Marines a chance to get sone chow and to
stretch their legs. Using the free tinme, LCpl Wite enters into
the mni-mall/food court wwth a small group of Marines and his
squad | eader, LCpl David.

After chow the Marines still have fifteen m nutes before the
bus | eaves, so they decide to check out the nmusic store for sone
CD s. Upon | ooking through the titles, LCpl David grows excited
after finding a CD he thought was no | onger on the market. Upon
realizing that neither he, nor any of the Marines around hi m have
the noney for the CD, LCpl David decides he nust have it right
then. As the other Marines head back to the bus, LCpl Wiite is
on his way out of the store, when he notices LCpl David tearing
the magnetic sticker off the CD and making his way to an
unoccupi ed part of the store.

As the bus | eaves, LCpl David takes the CD out of his sea
bag and puts it into his portable CD player, and begins to |listen
toit. LCpl White approaches LCpl David and asks himif he stole
the CD, and is told to "m nd your own business, or life in the
squad wi |l becone very rough on you."

Knowi ng that LCpl David stole the CD, LCpl White returns to
his seat to consider his options.

(2) Requirenment. Discuss what LCpl Wite should do.

(3) Proposed Solution. LCpl Wiite should informLCp
David that he is sure he stole the CD, and that he is setting a
poor exanple for his squad. LCpl David should further be
informed that using his position of |eadership to nmake threats is
in the utnost of unprofessionalism LCpl Wiite should give LCp
David the opportunity to return the CD and turn hinself in. |If
LCpl David refuses these ternms, then LCpl Wiite should report the
i nci dent through the chain of command.

e. Exerci se #5.

(1) Special Situation. As the XO of a Marine
fighter/attack squadron on deploynment in the Mediterranean, you
have been told by the CO to conduct a readi ness inspection and
have a report ready within fifteen hours. Shortly after this
order, you learn that your squadron is to fly a conbat air patrol
for a TRAP (Tactical Recovery of Aircraft and Personnel) m ssion
to rescue a downed Anerican Airnmen. Upon conpleting your report,
you realize that you are short on spare parts and not capabl e of
flying the mssion within set safety paraneters.

Al nost imedi ately after you turn in your report, you get a
secure call fromthe COinstructing you to change your report to
reflect a conbat ready squadron. The CO further instructs you
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t hat your squadron has the only acceptabl e readi ness | evel for
t he operation and the downed pil ot cannot afford to wait for
spare parts. Every delay is an additional threat upon his life.

VWiile you realize that the hostile country in which the pil ot
is located has a small air force at best, and that rescuing a
conrade in arns conmes in the highest calling, you also realize
that shoul d any unexpected eneny air power show up, that this
operation has "disaster” witten all over it. Furthernore,
intelligence has indicated that if the pilot is captured and
sonmehow allowed to live, finding his location will be next to
i npossi ble for nonths to cone.

(2) Requirenent. Discuss what you would do, taking into
account val ues, ethics, and right versus wong.

(3) Proposed Solution. Informyour COthat you wll not
falsify a report, but rather you will submt the report through
the chain of command. Also informyour CO that m ssion
requi renents are set for a reason, and disregarding themis not a
wi se thing to do. The commander of the operation will be in a
better position to order the operation if he is in possession of
the nost accurate reports available. |If he feels that the
mssion is worth the risk he will still give the go-ahead.

To this point we have discussed doing the right thing with
regards to our peers and fellow Marines. However, the United
States Marine Corps enjoys the greatest reputation of any other
organi zation on earth. This reputation has not cone from hol |l ow
prom ses, but frombattlefield success. Such reputations are not
set in stone and nust be constantly maintained if our Corps is to
continue to excel in the next century. As Marines, we are not
only held to a higher standard by our Corps, but by the Anmerican
peopl e who support us. Wien Anericans open a newspaper and read
about Marines drunk and disorderly, cheating on tests, and
commtting felonies, Arerica' s opinion of the Marine Corps
suffers. As for the Marines who commt these crines, they
gravely tarnish a reputation earned by the bl ood of thousands who
have gone bef ore.

7. Summary. It has been said that our country |acks the noral
fiber it possessed twenty years ago, and unless we get it back,
our country will cease to be great in the future. The sane is
true of the Marine Corps. The task of retaining, believing in,
and applying our core values is as inportant as ever. The Marine
Corps has the opportunity to lead the way into the next century
in regaining our traditional American values. This belief refers
not only to the law, but to our norals and ethics as well. For
nost of us doing the right thing has nothing to do with the | aw,
it is just about doing the right thing, even when no one is

wat ching. Walking the lines at "zero dark thirty," when it is
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bel ow freezing is the right thing to do, just as not taking
responsibility for your actions is wong. Neither of the two may
be in any law, but nost of us agree with them This is where the
ethics and norality behind doing "right" and doing "wong" cone
into play. Wen we, as a Corps, can inplenent these concepts,
and you as a individual Marine, can inplenment themin every
situation that arises, then we wll truly be |leading the way and
setting the exanple for Anerica. It is the right thing to do.

8. Appendi ces

Appendi x A: Definitions
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Rl GHT -vs- VWRONG
APPENDI X A
DEFI NI TI ONS* *
Right. An ethical or noral quality that constitutes the ideal of
noral propriety and involves various attributes, such as

adherence to duty; obedience to | awful authority, whether divine
or human; and freedom fromguilt.

Wong. Sonmething that is imoral or unethical such as,
Principles, practices, or conduct contrary to justice, goodness,
or equity, or to |laws accepted as having divine or human

sancti on.

Culture. The body of customary beliefs, social fornms, and
material traits constituting a distinct conplex tradition of a
racial, religious, or social group.

Sub-culture. An ethnic, regional, econom c, or social group,
exhi biting characteristic patterns of behavior sufficient to
distinguish it fromothers within an enbracing culture or
soci ety.

Morality. Goodness and uprightness of behavior; conduct
conform ng to the custons or accepted standards of a particular
cul ture or group.

Morals. Conforming to, or proceeding froma standard of what is
good and ri ght.

Et hics. The principles of conduct governing an individual or a
profession; the discipline dealing with what is good and bad, or
right and wong, or with noral duty and obligation.

**From Webster's New Wrld Dictionary
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

MENTCORI NG

1. Introduction. Everybody is a nentor and everybody has
mentors. Mst of us just don't use the word. Think back to al

t hose who have hel ped you throughout your life to achieve the
successes you have had. Renenber that teacher in high school who
hel ped you understand math, or that coach who worked with you to
be a better sports team player? Renenber the tinmes your parents
hel ped you through tough periods and supported you? They were
ment ori ng you, providing assistance in the formof counsel to
hel p you performbetter and to assist you in your personal and

pr of essi onal growt h.

2. Overview. The purpose of this period of instructionis to
outline and di scuss the purposes and goals of a Mentoring Program
and provi de gui dance on how to set up and participate in a

Ment ori ng Program

3. Ref er ence

Commandant's Wiite Letter No. 10-95 of 3 May 1995
"Anot her Leadership Tool ".

4. Discussion Leader Notes. Not applicable.

5. Discussion. The following definitions will be used
t hroughout this chapter.

a. Mentoring. Mentoring is a formal or informal program
that links junior Marines with nore experienced Marines for the
pur poses of career devel opnment and professional growth, through
shari ng know edge and i nsights that have been | earned through the
years.

b. Mentor. A senior Marine who voluntarily undertakes to
coach, advise, and guide a younger Marine in order to enhance
techni cal /| eadership skills and intellectual/professiona
devel opnent .

c. Mentee. A junior Marine who voluntarily accepts tutel age
froma nore senior Marine for the purpose of enhancing skills and
pr of essi onal devel opnent .

d. Mentoring Connection. A voluntary professional
associ ation between a Mentor and Mentee. It may be of long or
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short duration, be conducted in person or by any form of
communi cati on

6. Phil osophy

a. Since its inception, the Marine Corps has enphasi zed the
i nportance of passing on professional know edge to those we are
privileged to |l ead. General Lejeune described the inparting of
t hat knowl edge "as a teacher does to a scholar.” By definition,
a mentor is a trusted counsel or or guide; although not
specifically nentioned in General Lejeune's conmments, the concept
of nmentoring as a |l eadership tool was surely applicable then and
is certainly applicable now

b. There are no set rules for a nmentoring program but
general guidelines apply. The nost inportant thing to renmenber
is that nmentoring is a professional association forned to enhance
a junior Marine's professional and personal worth to hinfherself
and to the Corps. The rules and regul ations than define the
rel ati onshi ps between senior and junior Marines apply in total to
ment ori ng.

c. Mentoring is usually an informal program but can be
command sponsored. The relationship between nentor and nentee is
vol untary.

d. Wen there is no conmand sponsored program "natural"
ment ori ng may take pl ace.

e. A nmentoring connection is a professional career
devel opnent associ ati on, whose success is solely the
responsibility of the nmentor and nentee.

f. GCeneral Carl E. Mundy, Jr., in his Wite Letter described
mentoring as "another | eadership tool that can benefit both the
i ndi vi dual Marine and the organi zation." He stated "Further, the
concept of nentoring is consistent with the strategies for
achi eving one of the goals outlined in our vision of the
future--to utilize fully the talents of our people.”

7. Marine Corps Policies

a. There is no Marine Corps Order that nandates or describes
a Mentoring Program Thus, the rules that govern a Mentoring
Program are informal and established by individual conmands
w thin guidelines that describe the proper rel ationships between
juniors and seniors. Were no conmand- sponsored program exi sts,
mentors and nentees who establish their own "natural” nmentoring
rel ati onshi ps nust adhere to all applicable standards of conduct
and regul ations for junior/senior professional and personal
rel ati onshi ps.
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b. A nmentoring program does not replace the chain of command
nor is nentoring nmeant to interfere with command rel ati onshi ps,
seni or/ subordi nate rel ati onshi ps, or Request Mast. Mentor/nentee
rel ati onships are not to be used to influence fitness reports,
pro-con marks, non-judicial punishnment or other disciplinary
actions.

c. The Commandant's White Letter 10-95 of 3 May 1995
request ed commandi ng generals, commandi ng officers, and officers
in charge "to take appropriate steps to develop and inplenment a
voluntary, informal nentoring programthat allows the opportunity
for each officer to be involved throughout his or her career.”

d. Mentoring should be a universal program Mentoring is
useful for all Marines, officer and enlisted, mnority or
majority, male and female. Wiile it is useful for nmentor and
mentee to have sonme things in comon, it is not necessary. Al
that is necessary, is a willingness on the part of both parties
to make a genuine effort to inprove the performance and
pr of essi onal prospects for success of the nentee and to follow
gui delines set forth in Marine Corps rules and regul ations that
describe the proper relationshi ps between seniors and juniors,
officers and enlisted, nmale and fenal e Mari nes.

8. Mentor-Mntee Associations. Mentoring shouldn't happen by
chance. Both nenbers of the nmentoring connection have
responsibilities.

a. Mentor Roles. The roles assuned by a nentor depend on the
needs of the nentee and on the associ ati on established between
the two. There are at |least ten roles a mentor can assune:

(1) Teacher. As a teacher, the nentor teaches the
mentee the skills and know edge required to performthe job
successful ly.

(2) Guide. As a guide, the nentor hel ps the nentee
to understand how to "navigate" and understand the inner workings
of an organi zation. Sonetinmes this includes passing on
i nformati on about the unwitten "rules" for success.

(3) Counselor. Requires establishnent of trust in
the nentoring association. A counselor listens to possible
ethics situations and provides guidance to help the nentee find
his or her own solutions and inprove his/her own problem sol ving
skills.

(4) Motivator. A nentor shows support to help a
ment ee t hrough the tough tines, keeping the nentee focused on
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devel oping job skills to inprove performance, self respect, and a
sense of self-worth

(5) Sponsor. The nentor helps to create
possibilities for the nmentee that may otherw se not be avail abl e.
Qpportunities should be challenging and instructive, w thout
bei ng overwhel mng. Do not set the Mentee up for failure.

(6) Coach. A coach observes performance, assesses
capabilities, provides feedback to the nentee, and instructs with
a viewto inprove performance. Then the |oop repeats.

(7) Advisor. A nentor hel ps the nmentee devel op
professional interests and set realistic career goals. Goals
shoul d be specific, have a tinme-franme and set deadlines, be
results oriented, relevant, and reachabl e.

(8) Referral Agent. Once a career plan is devel oped,
the nmentor assists the nentee in approachi ng persons who can
provide training, information, and assistance. The nentor al so
points the nmentee to rel evant career enhancing school s,
correspondence courses, books, reading, professional
organi zations, and self inprovenment activities.

(9) Role Model. The nentor is a living exanple for
the mentee to enulate. A nentor nust |ead and teach by exanple.

(10) Door Opener. The nmentor opens doors of
opportunity by hel ping the nentee establish a network of
prof essional contacts both within and outside the Marine Corps.
He/ she hel ps the nmentee understand the inportance of staying in
touch with seniors, peers, and juniors to exchange infornmation,
i deas, and concerns.

b. Ment ee Rol es

(1) WIlling. The nmentee nust want to inprove
performance, contribute to the organi zation, and enhance
pr of essi onal prospects and be willing to work to reach his/her
goal s.

(2) Active. A nentee takes action based on career goals,
suggestions of a nentor, job requirenents, and educati onal
opportunities.

(3) Accepting. A nentee is willing to accept
responsibility for his/her actions, accept neani ngful feedback
and criticism and accept guidance and counseling from hi s/ her
nment or .

7-4



(4) Respectful. The nmentee shows consideration and
respect for the nentor's willingness to help and seriously
considers all advice and suggestions fromthe nentor. He/she is
open-m nded; progress takes tine and effort.

(5) Professional. The nentor/nentee relationship is
professional at all times. Both parties should be respectful of
privacy and each others personal |ives.

(6) Prepared. The nentee is ready to nove beyond the
ment ori ng associ ation, once the association has served its
pur pose.

c. Establishing a Mentoring Connection. There are six stages
to devel oping, maintaining, and term nating a nmentoring
connecti on:

(1) ldentification Stage. Mst nentoring associ ations
are formed haphazardly, except where a command-sponsored program
is in place. Were no programexists, either a senior or junior
may initiate the nmentoring connection. Seniors |ook for Marines
wi th potential for inprovenent who need gui dance. Juniors
recogni ze that they need assistance with sone facet of their
pr of essi onal devel opnment and seek help to inprove. There nay be
some common bond between nentor and nentee such as MOS, gender,
race, honmetown, hobbies, unit, etc.

(2) Preparation stage. Both Mentor and Mentee nust want
to establish the nentoring association. They should understand
t he purpose of the rel ationship, expectations, goals, risks, and
rewar ds.

(3) Initiation stage. The nentor and nentee set the
paraneters, discuss and set goals, decide on tine-franes, and
wite a plan with a tinme-frane.

(4) Cultivation stage. This is the stage where the
ment or teaches job skills, provides guidance, |ends psychol ogi cal
support, opens doors, and provides counsel. The nentee works to
i nprove performance, |learn new skills, follow guidance, and
actively learn the organization, its goals and "ethos."

(5) Redefinition stage. A review and action phase where
the nmentor and nentee assess acconplishnments, reorient the action
pl an, and redefine goals. During this stage one or both parties
may decide to end the association.

(6) Term nation stage. Parties may decide during the
redefinition stage to term nate the association due to positive
or negative factors. Mentor and nentee should di scuss which
goal s were achi eved and which were not. Both should endeavor to
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make a realistic assessnment of strengths and weaknesses of the
association. Sonetinmes nmentoring associations continue
indefinitely.

d. Tools for a Successful Mentoring Connection

(1) Effective Interpersonal Communication Skills. Both
ment or and nentee nmust be able to adequately express to each
ot her the nessages they want to get across. |nterpersonal
communi cation is a dynam c, never-ending, two-way process that is
oriented towards the receiver. Messages are witten, spoken,
verbal, and non-verbal. The receiver nust |listen, read, reflect,
and respond. There are barriers to effective communication. In a
mentori ng connection, it is better for the nentor to avoid being
authoritarian, adnonishing, threatening, or too critical and
negati ve. The nmentor must strike the right bal ance between being
overly harsh or coddling the mentee. Feedback is necessary for
any comuni cation | oop to devel op and operate properly. Encourage
the nentee to discuss what is and isn't working for himor her.
Ment or, ensure you understand and observe the nentee and hi s/ her
work so you can provide neani ngful hel p and gui dance.

(2) Personal Assessnent. Each nentee with his/her
mentor's assistance, must truthfully performa self-assessnent to
identify both strengths and weaknesses. Look at past perfornmance,
performance reports, MOS school grades and ot her performance
indicators. Examne the criteria for advancenment. What school s,
out si de educational courses, Marine Corps Institute courses, and
ot her inprovenent opportunities are inportant to the nmentee's
career advancenent? Once strengths and weaknesses are exan ned,
alisting is made of areas for inprovenent or enhancenent.

(3) Make a Career Devel opnent Plan. The nentor and
mentee | ook at the nentee's strengths and weaknesses and devel op
a plan to use educational and professional opportunities to
devel op necessary skills and professional attributes in the
ment ee. The plan can be based on both short and |l ong term
i nprovenents. The nentee's first goal nmay be to attain the
necessary cutting score for pronotion. Maybe an inprovenent in
t he Physical Fitness Test Score, or another MCl course is al
that is needed. Look at the long term What professional schools
shoul d the nentee seek to attend to prepare for increased
responsi bility? Does the nentee need further formal education, or
even a college degree to fully neet his/her goals? O what
pr of essi onal organi zati ons should the nentee be a nenber of?
Fol l ow the plan. The nmentor can help attain goals by utilizing
formal and informal contacts, witing letters of introduction,
hel pi ng prepare the nentee for formal schooling, etc.

Re- eval uate the plan. Wen a nmgjor goal is achieved,
expectations may rise. Don't be afraid to set the "bar" a little

7-6



hi gher. Conversely, sone goals may not be achievable, therefore
a reassessnent of what is and isn't practical nmay be necessary.

e. The successful nentoring connection. How are nentoring
connections fornmed?

(1) Command sponsorship. Sone commands have established
prograns for mentoring. They keep a list of volunteers from
anong the nore senior nenbers and from anong the interested
juniors. WMatches are nade based on a nunber of elenents |ike
wor ki ng rel ati onshi ps, shared interests such as MOS or
background, and other natural factors. A conmand nmay establish
mentoring relationships for all personnel. Sonme will work out;
sonme will not. The Commanding Oficer will set the paraneters
for the program but should give considerable |leeway to all ow
mentors and nentees the ability to design their prograns based on
i ndi vi dual preferences and goal s.

(2) Natural nentoring associations. Mst nentoring
occurs "naturally."” In other words, sonme shared experience,
background, or other factor causes the connection to occur al npost
by itself. A nentee |ooking for help may want to enul ate the
success and style of a senior and asks for assistance. A senior
may see the spark of potential in a junior and take
responsibility to encourage and assist. Naturally fornmed
ment ori ng connections should be encouraged. Both nenbers of the
connection should utilize the steps and stages to enhance the
chances of success. Assess, make a plan, execute the plan,
re-assess, adjust, and recognize the responsibility of each
menber of the nentoring connection.

f. I nproper nentoring relationships

(1) The Marine Corps Manual (MCM paragraph 1100.4
defines an "inproper relationship as: "situations that invite or
gi ve the appearance of famliarity or undue informality anong
Marines of different grades.™

(2) The sentence states that famliarity and undue
informality between Marines of different grades is inproper.
Further, it states that perception is inportant because the
relationship or situation nust not invite or give the appearance
of famliarity or undue informality.

(3) It is primarily the mentor's responsibility to ensure
that the nmentoring connection is kept on the proper professional
| evel. The command should know that the nmentor and nentee, if in
the sane unit, are working together to inprove the nentee's
performance. Don't hide the connection. Be open and above board
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in all actions. Strictly adhere to the guidelines contained in
t he MCM

Transition. W have briefly discussed Mentoring and its effects
on individuals and the Marine Corps. Mentoring can be a powerful
tool to ensure that all Marines performto the best of their
abilities, have opportunities for advancenent and

sel f-inprovenent, and can contribute to the success of the Corps.
"Anot her | eadership tool" is how General Mindy put it. Mentoring

is another arrow in the quiver of successful, concerned | eaders
to encourage and hel p their Marines.
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

SUBSTANCE ABUSE
1. Introduction. The United States Marine Corps will not

tolerate the distribution, possession or use of illegal
subst ances.

2. Overview. The purpose of this period of instructionis to
i ntroduce the established policies, progranms, and puni shnments
i nvol ving the use and abuse of al cohol and drugs in the Marine
Cor ps.

3. References. The follow ng provides additional information on
Subst ance Abuse:

MCO P5300. 12, The Marine Corps Substance Abuse Program
NAVMC 2750

4. Discussion Leader Notes. Not applicable.

5. Di scussi on

a. Purpose of Preventive Education

(1) I'n order to nmake responsi bl e decisions, |eaders nust
possess know edge and be thoroughly famliar with the Mrine
Corps policies concerning drug abuse. MCO P5300.12, Chapter 4,
The Marine Corps Substance Abuse Program and NAVMC 2750 are the
basic references that provide information and gui dance to
commanders. To ensure an effective drug abuse program | eaders
must be famliar wth these docunents, and al so nust be aware of
| ocal commanders' policies on this issue.

(2) Additionally, |eaders nust be aware of their role in
ensuring that all Marines and Sailors in their conmand are
properly educated. An aggressive education program nust be
pursued at the | owest |level to ensure that all Mrines and
Sailors are kept infornmed of the physical dangers and serious
consequences they will face due to illegal drug use in the Mrine
Cor ps.

(3) It is only through a concerned and total |eadership
effort that we as | eaders can help Marines avoid the
ram fications of illegal drug use. This effort must enconpass
all | eadership ranks from NCO up.

b. Leadership Responsibilities.
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(1) Inlight of the current influence that drug use has
on society, there is an overwhel mng responsibility for |eaders
to set and instill standards that pronote a drug-free
environment. Sone of the ways that we can encourage this are:

(a) Change existing attitudes about drugs and their
use. Your Marines have cone froma w de variety of backgrounds.
Many of them have lived in environnments where drug trafficking
and use were a part of everyday life. W nust instill in them
the belief that the use of drugs is harnful not only to them but
also to the teameffort that we as Marines enjoy.

(b) Devel opi ng peer pressure anongst your Marines
t hrough building a "tight unit" will encourage Marines to avoid
drugs -- looking out for one another. This will also prevent
outsiders, or newy joined Marines, wth drug habits from
i ntroducing drugs into your unit.

(c) As |eaders, we nust al so be concerned about the
quality of life that is available to Marines. This is
particularly true during overseas depl oynents where Marines are
W thout transportation, famly, or the opportunity to pursue
their normal interests. Leaders should encourage unit
camaraderi e by scheduling activities after nornmal working hours
and on weekends to break up the nonotony of deploynent life and
offer an alternative to the tenptations of drugs as an escape.

(2) By educating Marines and Sail ors about the inherent
health risks, as well as the serious consequences that can result
if they are caught, we can hel p them nmake nore infornmed decisions
concerning the use of illegal drugs.

(3) The education process is and must be continuous, both
to ensure that new nenbers are fully educated, and to reenphasi ze
to present nenbers the inportance of not allow ng drugs to affect
unit performance and overall safety.

(4) The consequences for use of illegal drugs vary from
state to state. Possession anobunts in one state nay equal
di stribution anounts in another. The sanme holds true for foreign
countries. Since we can expect to deploy as Marines, we nust
i nform our subordinates of each country's | aw regardi ng
possession and use of illegal drugs. Laws in Ckinawa, for
exanple, are extrenely severe, and Marines caught using or
di stributing drugs are subject to inprisonment in Japanese
prisons. This can result in a lengthy trial process and
relatively | ong sentence where the Marine is forced to live
W t hout benefit of usual American denocratic rights or English
speaking prison-mates. It is in the best interest of the Marine
that he is briefed before, and upon arrival in Ckinawa, about the
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har sh puni shnments above and beyond those that the Marine Corps
can i npose.

Transition. Now that you have an understandi ng of prevention
t hrough education, let's take a | ook at the deterrent neasures
taken by the Marine Corps. The nost effective deterrent for
those who violate drug policy are the neans by which we identify
the user or trafficker.

C. Deterrent Measures

(1) ldentification Means. Aggressive identification
measures offer the single best nethod of reducing drug abuse in
the Marine Corps. Speedy detection prevents escal ation of drug
use to a point where treatnment/rehabilitation is necessary and
the Marine becones a liability to the unit and fell ow Mari nes.
There are many nethods available to a commander to identify drug
users, both within the unit and from external agenci es.

(2) Organizations such as the Naval Crim nal
| nvestigative Service and | ocal |aw enforcenment agenci es work
t hrough under-cover operations and investigations to identify
distributors and users for arrest and prosecution.

(3) Random inspections of unit areas conbined with the
use of dogs can deter Marines fromretaining drugs in their
vehicles or in the barracks.

(4) Perhaps the nost effective nethod is to know your
Marines. Generally one can recogni ze changes in behavi or and
personality that signal either a personal problemor worse yet, a
drug problem An active and interested | eader can do a great
deal to prevent young Marines fromfalling to the tenptations
that are often present around mlitary bases.

d. Uinalysis Program

(1) Each unit will have a urinalysis programwhich wll
be run by the unit's Substance Abuse Control Oficer (SACO.
This position is normally held by a SNCO or NCO. They nonitor
and schedul e urinalysis screenings when requested by the
commandi ng of ficer and provide counseling and education to unit
menbers.

(2) The purpose of the urinalysis is to deter, identify,
and confirmillegal drug use as early as possible. Testing
begins at the earliest available tinme follow ng accession into
the Marine Corps. By identifying drug users early, the Marine
Corps can renove them fromthe Marine Corps before they can
i nfl uence ot hers.
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(3) No person who indicates dependency on drugs wll be
accessed into the Marine Corps. The follow ng testing
enforcenent standards have been established to further reduce the

possibility of illegal drug users fromentering the Corps:
O ficer Candi dates 30t h day
TBS Students 30t h day
Recrui t 96 Hours

(4) Notice that recruits are tested within the first 96
hours. The rationale is to detect use of such body sol ubl e drugs
as cocai ne which may be undetectable after 72 hours or |ess.
Sanples may be initially tested using a portable test kit.

(5) History. Less than two years ago a second |i eut enant
tested positive on his screening urinalysis at TBS and was
summarily discharged fromthe Marine Corps. At Second Mari nes,
in Canp Lej eune, two gunnery sergeants who al so turned up
positive for cocaine suffered the sane fate-- this after nearly
18 years of service in the Marine Corps. The urinalysis
screening is strictly black and white; you either did or you
didn't use drugs. It does not differentiate between rank or
experi ence.

(6) Urinalysis Test Kits can screen for the follow ng
i1l egal substances:

THC (Cannabi s, Marijuana)
Cocai ne

Anphet am nes (Uppers)

Bar bi t ur at es ( Downer s)
PCP

St eroi ds

(7) The nost commonly used drugs are nmarij uana,
cocai ne, and steroids. Recently in Canp Lejeune, the drug LSD,
or acid, has apparently becone popular due to its | ow cost and
the difficulty in detecting it on a urinalysis. Sanples nust be
taken soon after its use, and they nust be specifically tested
for LSD. Confirmation for |egal action, in any case, nust be
acconplished at a DoD-certified Navy Drug Screening Lab.

Transition. Now that we have seen what the urinalysis
program can do, let's nove on to the prem ses of testing our
Mar i nes.

e. Testing prem ses.

(1) Inspections, random screenings, unit sweeps,
accession testing, rehabilitation, and facility testing.
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(2) Searches and Seizures, conmand testing, personal
consent .

(3) Fitness for Duty, command directed, physician
directed, safety, rehabilitation.

(4) Additional reasons, courts martial, personal
reliability.

(5) There nust be strict conpliance with MCO P5300. 12,
regarding "Chain of Custody." There are two reasons for such
strict conpliance with this order and the legality of testing
prem ses. They are:

(a) Protection of individual rights (which nust be
adhered to at all tines).

(b) Continued programreliability.

(6) In order to successfully prosecute an individual
based upon a urinalysis result, a solid record of the chain of
custody nust be established wi thout question fromthe unit SACO
to the DoD screening facility. Any questionable violation of
procedure can be grounds for acquittal and dism ssal of al
charges. Defense counsels in all cases of drug abuse wll
regul arly pursue this venue to attenpt to discredit urinalysis
results.

Transition. Now that the drug violator has been identified,
we Wi Il punish and separate the individual.

f. ldentification, punishnent, and separation.

(1) The Marine Corps policy concerning drugs states that,
"Distribution, possession, or use of illegal substances is not
tolerated.” This policy is crystal clear in its meaning and
intent, and all commanders should do their utnost to see it
enf or ced.

(2) A Marine identified as a trafficker will be
disciplined to the fullest extent possible (renenber, however,
that what constitutes trafficking varies fromstate to state).
|f for some reason punitive discharge is not awarded, the comand
shoul d adm ni stratively separate the offender

(3) Disciplinary action and processing for separation are
appropriate, regardl ess of rank.

(4) Follow ng separation, all Marines nust be provided
the address of a |local VA Hospital where they will be afforded
Level 111 equivalent rehabilitation treatnent.
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Transition. Once a drug user has been identified, the
foll ow ng adm ni strative action nmay be taken, in addition to
punitive actions, to discourage drug policy violators.

g. Admnistrative action.

(1) Denial of base driving privileges.

(2) Eviction from government quarters for married
personnel, to include their famlies.

(3) Unmarried Marines nmay be forced to nove on base into
a BEQ

(4) Page 11, 12 13 entry into SRB as required.

(5) CMC directed/special fitness report (Sergeant and
above).

(6) Expeditious discharge.

(7) When preventive education and identification neasures
fail, the only recourse is to pursue |legal action to the fullest
extent possible. Any leniency in dealing with drug users sends
an i nproper nessage to Marines and Sailors in the unit.

Transition. Now that you have a better understanding of the
policies, punishnents, and prograns related to the use of illegal
drugs, let's take a |l ook at an equally disturbing trend in the
services: al cohol abuse.

h. Al cohol abuse.

(1) Al cohol abuse is any irresponsible use of al cohol
that adversely affects individual or unit performnce.
Consunpti on al one does not constitute abuse. Al cohol abuse is
general ly characterized by:

(a) Violent crine.

(b) Auto accidents.

(c) Spouse/child abuse.
(d) Absent eei sm

(e) Aggressive behavior.

(f) lrresponsible acts.
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(2) Marine Corps policy on al cohol abuse, as in the case
of drug abuse, is one of zero tol erance.

(3) Prevention of alcohol abuse in the Marine Corps is
the joint responsibility of both the individual and the
supervisor. Al officers, SNCOs, and NCOs nust becone invol ved.
Once identified, the irresponsi ble drinker nmust be confronted and
appropriate action taken.

(4) Key elenments of the | eadership effort to elimnate
al cohol abuse are:

(a) Prevention.
(b) Timely identification.
(c) Precise docunentation
(d) Effective treatnent.
(e) Appropriate discipline.
(f) Restoration to full duty.
(g) Separation as appropriate.
(5) Enforcenent standards are as foll ows:
(a) No one accessed with an al cohol need.

(b) Sub-standard performance, m sconduct, and
i ncapacity to performare not condoned.

(c) Pronpt, appropriate disciplinary action or
admnistrative action will result from al cohol-related acts or
m sconduct .

(d) One year revocation of base driving privileges
for DW/DU .

(e) Required participation in organi zed education
treat ment program

(f) Refusal to cooperate with treatnment is grounds
for separation.

(6) The goals of the Marine Corps Al cohol Abuse Program
ar e:

(a) ldentification.
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(b) Appropriate treatnent.
(c) Restoration to full duty.
(7) Prevention and detection neasures used are:
(a) ldentify abusers.
(b) Health and wel fare inspections.
(c) Random vehi cl e check points.
(d) Unit commanders formally counsel al cohol abusers.
(e) De-glanorize al cohol

(8) As |eaders, the best place to start is by
degl anori zi ng al cohol and m nim zing the inportance it holds
anong Marines. Practices which tend to encourage or gl anorize
t he use of al cohol nust be avoi ded.

(9) Waen throwing parties within your conmand, provide
sodas and ot her non-al coholic beverages, as well as beer. Teach
and encourage Marines to realize that it is all right not to be
heavy drinkers or even to drink at all. Di scourage beer chuggi ng
contests or slamm ng down shots of alcohol. Oficers and SNCOs
shoul d set a good exanple at these functions by denonstrating
responsi bl e consunption of al cohol. Show Marines that they can
have a good tinme w thout becom ng grossly intoxicated. Dispel
notions that "hard-drinking" neans "hard-charging."

(10) Conmmanders should also institute policies which
support the responsible consunption of alcohol. Such policies
may i ncl ude designated drivers, buddy systemon liberty, a
responsible limt for officers and SNCOs at command sponsored
functions. Wile on ship's liberty, officers and SNCGs shoul d
send Marines and Sailors back to the ship when they are found
drinking irresponsibly. Units in Canp Lejeune recently
instituted a Cab Chit where drunk Marines and Sailors could
produce a |am nated chit that would direct a cab to deliver the
menber to the unit's OOD. The OOD pays the cab out of a unit
fund and the Marine nust pay the noney back on the foll ow ng
wor kday.

(11) Al cohol abusers will be held accountable for their
actions. Alcohol is never a rationale for inappropriate conduct.
Your Marines nust understand that once they have consuned a
single beer, all of their decisions and actions are al cohol -
related. Educate themto choose their drinking environnent
carefully. Al nost all Mrine Corps bases regularly screen al
drivers comng through gates after a certain hour on weekends.
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Any slight snell of alcohol on a driver's breath usually results
inatriptothe mlitary police station and a ticket for DU

Transition. The Corps wants to help Marines with substance
abuse probl ens and aggressively pronotes several prograns that
are effective in rehabilitating al cohol abusers and returning
themto their units as productive nenbers.

i. Rehabilitation Prograns.

(1) Level I: Unit prograns conducted at reginent, group,
squadron, separate battalion |level, and at barracks.

(a) Unit commanders are responsible for running the
programat this |level, assisted by the unit SACO.  The program
provi des command counsel i ng, basic al cohol/al coholismpreventive
education, discipline, and rudinmentary screening for the first-
ti me non-dependent abuser.

(b) Leaders must supervise their Marines' attendance
and ask Marines who attend about the caliber of instruction to
ensure its effectiveness.

(c) After Level | rudinentary screening, a decision
is made as to whether or not the Marine needs additional help.
Suspect ed substance dependent Marines should be sent to Level |
for evaluation and foll ow on nedi cal diagnosis.

(2) Level 11 treatnent is conducted at division, w ng,
FSSG base, station, and depot level. It provides in-depth
screeni ng and eval uati on for possible al cohol dependency and
out-patient, or short termtreatnent for non-dependent abusers

who fail to benefit fromLevel | or who exceed the capabilities
of the Level | program
(a) Level Il. The Marine's treatnent is now the

responsi bility of the commandi ng general and commandi ng officers
of the command. Once again, attendance nmust be supervi sed.
Failure to attend will result in a phone call fromthe CGs staff
to your battalion commander, which will alnost certainly trickle
downhill to your level. "Training in the field" does not justify
non- at t endance.

(b) Level 11 is ordinarily out-patient care not to
exceed 14 days or in-patient not to exceed 30 days. Results of
t he nedi cal evaluation prior to adm ssion may determ ne a
patient's requirenment for either in-patient or out-patient care.

(c) Level Il treatnment consists of an in-depth
screening and eval uation for possible substance dependency. |If
it is determned during the course of treatnent at Level Il that
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a dependency exists, the patient wll be entered into the Level
1l program as soon as a bed space becones available. As
openings are limted, it can sonetines be several weeks before a
Mari ne begi ns treatnent.
(3) Level I11 Navy Residential Treatnent Prograns are:
(a) Navy Al cohol Rehabilitation Services (ARS).
(b) Navy Rehabilitation Centers (NRC
(c) Navy Drug Rehabilitation Centers (NDRC).
(4) Upon conpletion of Level Il or Level I1l, Marines
wll be entered into a 180 day foll owup program These
ol | ow- up prograns consist of:

(a) Commanding officer interview wthin one week of
conpletion of treatnent where the commander will:

[ 1] Discuss recomrendations of treatnent
facility.

[2] Discuss follow up prograns.

[ 3] Advise Marine of perfornmance and conduct
(both expected and at intervals during follow up progran

(b) Counseling and participation in a follow up
programthat will help encourage Marines to avoid al cohol .

(5) Relapse. Relapse is expected, but if during the
rel apse the Marine violates the UCMI, he/she will be held

accountable for his or her actions. |If the Marine nakes little
attenpt to remain alcohol free followi ng treatnent, then
adm ni strative separation wll occur. Leaders should recognize

t he danger of relapse and show an active interest in the progress
of Marines attenpting to kick an al cohol habit. This can be
especially difficult considering the preval ence of al cohol around
mlitary crowds.

Transition. During this portion of the class, introduce a
progressive scenario which allows decisions at various stages of
t he scenari o.

J]. You have a Marine by the nane of Corporal Hansen. His
| ast proficiency/conduct marks were the hi ghest you recomrended
in the platoon - 4.9/ 5.0. He is presently serving in a
sergeant's billet and seens to possess the know edge and maturity
required for that billet.

8-10



(1) You notice in the battalion OOD | ogbook that he was
| ogged in for arguing with another corporal at the NCO cl ub that
resulted in a shoving match. The incident was eventual ly broken
up by the NCO club manager. Corporal Hansen had three beers
prior to the incident. Choose one of the follow ng courses of
action:

(a) Do nothing. Ilgnore the situation

(b) Call in Corporal Hansen and give a verba
counsel i ng.

(c) Call in Corporal Hansen and | og in your verbal
counsel i ng gui dance in your platoon commander notebook.

(d) Produce a witten counseling sheet which includes
specifics of the incident, consequences of further incidents, and
gui dance for the future.

(e) Make an adm nistrative entry on page 11 of the
Mari nes' SRB

(f) Send Corporal Hansen to Level | for evaluation
after witten counseling.

(2) Two nont hs pass and Corporal Hansen applies for the
Marine Security Guard Program a highly conpetitive program for
Marines to serve in American Enbassies and Consul ates worl| dw de.

(a) If you chose A, B, C, or D above, Corporal Hansen
will be accepted into the program

(b) Option E requires a waiver fromthe Battalion
Commander stating that the Marine is highly qualified. You vouch
for the Marine's character and explain the page 11 entry.

(c) If you chose option F, Corporal Hansen will be
found not eligible for the MSG program based upon Level |
treat ment.

(3) Three nonths pass and you have depl oyed to Cki nawa,
Japan. After a nonth on the island, Corporal Hansen gets into a
fight with a corporal assigned to the "ville" patrol. Corporal
Hansen had ei ght beers prior to the fight. WMke the sane choices
(A - F) available. Once choice is made, read the foll ow ng:

(4) Your conpany commander has referred Corporal Hansen

to battalion commander's NJP for fighting. |[If you chose after
the first incident:
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(a) Aor B, the battalion CO brings you into NJP to
ask you about Corporal Hansen's past perfornmance. You bring up
the prior incident, however , you are unprepared to provide
details.

(b) C, you can provide sone detail to the battalion
commander .

(c) Dor E, you provide exactly the information that
the battalion CO needs to determ ne puni shment, but the battalion
CO asks why Corporal Hansen wasn't sent to Level | upon the first
i nci dent .

(d) F, battalion conmander conplinents you on sending
himto Level | treatnent upon the first incident - OR - asks you
why you didn't send hi mupon first incident which was al cohol
rel at ed.

(5) For those who chose not to send Corporal Hansen to

Level 1 upon first alcohol related incident, the scenario
continues. Corporal Hansen was sent to Level Il and subsequently
to Level I1l. He was treated for his alcoholismwhich did not

rel apse. Corporal Hansen was di scharged at the end of his 5 year
service contract because he was no |onger conpetitive with the
Battali on Conmander's NJP on his record.

(6) For those sending Corporal Hansen to Level |
i mredi ately: Corporal Hansen was not accepted into the MG
program but reenlisted after a conplete recovery at Level 111
and continues his stellar performance.

6. Appendices. Not applicable.
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

SEXUAL HARASSMENT

1. Introduction. Al Marines share responsibility for

mai nt ai ni ng the proper environnment of nutual respect and
confidence within their units. Teamwrk, esprit de corps, and
identity with a common purpose are the key aspects which nmake our
Marine Corps what it is today; a proud, effective mlitary force.
Sexual harassnent is one type of discrimnatory behavior that
erodes noral e and discipline and is capable of destroying unit

r eadi ness.

2. Overview. The purpose of this discussion is to understand the
probl ens of sexual harassnent to include:

a. The nature of sexual harassnent.
b. Marine Corps policy concerning sexual harassnent.
c. How to deal with sexual harassnent.

3. Ref er ences

DoD Directive 1350.2
SECNAVI NST 5300. 26

MCO 5300. 10A

MCO P5354. 1( O

Manual for Courts NMarti al

4. Discussion Leader Notes. Not applicable.

5. Di scussi on

a. Sexual harassnment is a formof discrimnatory behavior
that erodes norale and discipline and, if not elimnated, can
have an adverse effect on m ssion readiness. The Secretary of
Def ense has issued policy guidance which defines sexual
harassnment and enphasi zes the Departnent's policy that sexual
harassnment will not be condoned or tolerated.

b. The Marine Corps policy on sexual harassnent is based
upon the references. Sexual harassnment is unacceptabl e behavi or
for mlitary or civilian personnel. Such behavior wll be dealt
with imediately through the | eadershi p/supervisory structures of
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the Marine Corps, to include the Uniform Code of Mlitary
Justi ce.

(1) Before we begin our discussion, let's define sexual
har assnent .

(a) Sexual harassnment is a formof sex discrimnation
t hat invol ves unwel comed sexual advances, requests for sexual
favors, and other verbal or physical conduct or a sexual nature
when:

[1] subm ssion to or rejection of such conduct is
made either explicitly or inplicitly a termor condition of a
person's job, pay, career, or

[2] subm ssion to or rejection of such conduct by
a person is used as a basis for career or enploynent decisions
affecting that person, or

[ 3] such conduct interferes with an individual's
performance or creates an intimdating, hostile, or offensive
envi ronnent .

(b) This definition enphasizes that workpl ace
conduct, to be actionable as "abusive work environnent”
harassnment, need not result in concrete psychol ogical harmto the
victim but rather need only be so severe or pervasive that a
reasonabl e person woul d perceive, and the victimdoes perceive,
the work environnment as hostile or abusive. {Note: "workplace"
is an expansive termfor mlitary nenbers and nay include conduct
on or off duty, 24 hours a day}.

(c) Any person in a supervisory or conmand position
who uses or condones any form of sexual behavior to control,
i nfluence, or affect the career, pay, or job of a mlitary nmenber
or civilian enployee is engaging in sexual harassnent.
Simlarly, any mlitary nmenber or civilian enpl oyee who nakes
del i berate or repeated unwel coned verbal comments, gestures, or
physi cal contact of a sexual nature in the workplace is al so
engagi ng i n sexual harassnent.

(2) To ensure an understanding of the definition, let's

di scuss the key terns. Have the group discuss each key term
i ndi vi dual |y.
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(a) Career or enploynent decisions. The decision
must concern sone aspect of the enpl oynent, career, pay, duty
assignnment, benefits, or privileges of another.

(b) Condition. To nake sonme aspect of another's
enpl oynent, career, pay, duty assignnment, benefits, or privileges
contingent upon fulfillnment of some requirenent the maker thereof
has no right to inpose.

(c) Discrimnation. For purposes of this
instruction, discrimnation neans the illegal treatnent of a
person or group based on handi cap, race, color, national origin,
age, religion, or sex. Sex discrimnation refers to the practice
of wongfully treating nen and wonen differently in the
wor kpl ace, solely because of their sex. The Suprene Court has
hel d that sexual harassnment of both nmen and wonen is a form of
sex discrimnation.

(d) Hostile environment. A type of sexual harassnent
that occurs when the unwel cone sexual behavior of one or nore
persons in a workplace produces a work atnosphere which is
of fensive, intimdating, or abusive to another person using the
reasonabl e st andar d.

(e) "Quid Pro Quo" or "this for that.” A type of
sexual harassnment that occurs when submitting to or rejecting
such behavior is used as a basis for decisions affecting any
person's enpl oynent, job, pay, or career. This could be a
prom se of enploynment, a pronotion, a threat of or an actual
denotion, a duty assignnent, or a positive or negative
per formance eval uati on

(f) Reasonabl e person standard. An objective test
used to determne if behavior constitutes sexual harassnent.
This standard consi ders what a reasonabl e person's reaction would
have been under simlar circunstances and in a simlar
environnent. The reasonabl e person standard considers the
reci pient's perspective and not stereotyped notions of acceptable
behavior. For exanple, a work environnent in which sexual slurs,
t he display of sexually suggestive cal endars, or other offensive
sexual behavi or abound can constitute sexual harassnment even if
ot her people mght deemit to be harm ess or insignificant.

(g) Recipient. Anyone subjected to sexual harassnent
as defined in this instruction.
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(h) Reprisal. The wongful threatening or taking of
ei t her unfavorabl e action agai nst another or w thhol ding
favorabl e action fromanother solely in response to a report of
sexual harassnent or violations of this instruction.

(1) Severe or pervasive. These terns derive their
meani ng in the context of the conduct engaged in and the
surroundi ng facts and circunstances. Obvious exanples of severe
conduct include indecent assaults or offensive requests for
sexual favors. Pervasive conduct is that which is repeated or
wi despread, or evidences a pattern.

(j) Sexual favors. Sexual privileges that are
granted or conceded in the work environnent.

(k) Sexual nature. Conduct that a reasonabl e person
woul d find sexual in nature in light of the relevant facts and
ci rcunst ances. Behavior does not need to be overtly sexual if it
creates an offensive work environnent. Exanples include but are
not limted to sexist remarks or slurs, sexual advances, displays
of pornographic material, touching, |anguage, gestures,
manneri snms, and simlar behavior.

(1) Unwel come advances. Conduct that is not
solicited and which is considered objectionable by the person to
whomit is directed and which is found to be undesirabl e or
of fensi ve using a reasonabl e person standard.

(m Work environnent. The workplace or any ot her
pl ace that is work-connected, as well as the conditions or
at nosphere under which people are required to work. (An
expansive termfor mlitary nmenbers and may include conduct on or
of f duty, 24 hours a day.)

(3) Refer back to the definition and have the group
di scuss the two types of sexual harassnent.

(a) Subparagraphs 1 and 2 of the definition are "
pro quo" sexual harassnent. A violation of these paragraphs
means a person had nade an enpl oynent deci sion based on whether a
person submtted or refused to summt to sexual advances,
requests for sexual favors, or other conduct of a sexual nature.

quid

(b) Subparagraph 3 is referring to creating an
intimdating, hostile, or offensive work environnment. This type
of harassment interferes with the individual's work perfornmance.
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(4) Discuss the three types of sexual harassnment and have
the group give exanpl es.

(a) Verbal Sexual Harassnment. Requires conscious
effort, such as:

[1] Wiistling or making cat calls at soneone.
[ 2] Sexual comrents about clothing or body.

[ 3] Personal sexual questions.

[4] Telling jokes or stories.

[ 5] Turning discussions into sexual topics.

[ 6] Using sexual connotations or innuendoes.

[7] Telling lies or spreading runors about a
person's personal sex life.

(b) Nonverbal sexual harassnment. Like verba
behavi ors, nonverbal behaviors that constitute sexual harassnent
take on many fornms. Sone exanpl es are:

[1] Paying unwanted attention to soneone by
staring at their body.

[ 2] Displaying sexually suggestive visuals
(centerfolds, calendars, cartoons, etc.).

[ 3] Ashtrays, coffee cups, figurines, and other
itens depicting sexual parts of the anatony through actuality or
i nnuendo.

[4] Sexually oriented entertainment in
organi zations, base facilities, or officially sanctioned
functions.

[ 5] Making sexual ly suggestive gestures with
hands or through body novenent (bl ow ng kisses, licking lips,
w nking, lowering pants, raising skirt, etc.).

(c) Physical Sexual Harassnment. Mist be unwel cone
and of a sexual nature to constitute a violation or policy.
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[ 1] Hangi ng around, standing close to or brushing
agai nst a person.

[ 2] Touching a person's clothing, hair, or body.
[ 3] Huggi ng, kissing, patting, or stroking.

[ 4] Touchi ng, pinching, bunping, or cornering.

[ 5] Bl ocki ng a passageway.

(5) Sexual remarks fromsubtle hints to direct
propositions for sexual favors constitute sexual harassnent and
i nclude, but are not limted to:

(a) Invitations by a senior to a subordinate to
l unch, drinks, dinner, having an inplied (perceived) purpose of
| eadi ng to sexual favors.

(b) Threats fromhints such as: "Your life would be
easier here if you were friendlier,"” to blunt statenents: "If you
want that training or assignnent, nmaybe we'd better get to know
each other better this evening."

(6) What is the Marine Corps policy on sexual harassnent?

Sexual harassnent, as defined above, is unacceptable
behavior for mlitary or civilian personnel. Such behavior wll
be dealt with imediately through the | eadershi p/ supervisory
structures of the Marine Corps, to include the Uniform Code of
Mlitary Justice. Leaders and supervisors have a responsibility
to create an environnment of nutual respect in which all personnel
can work toward m ssion acconplishnent.

(7) What is the responsibility of the conmander? (Have
the group discuss the commander's responsibility and the type of
sexual harassnent training received in their unit.)

(a) One of the responsibilities of all comranders is
to ensure the contents of MCO 5300. 10A are brought to the
attention of all mlitary nenbers and civilian enpl oyees.

(b) Another responsibility of the commander is to
conduct training to pronote an understandi ng of sexual harassnent
and its potential adverse inpact on m ssion readi ness.

(8) Have the group discuss the responsibility of the
i ndi vi dual Mari ne.
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Every Marine shares responsibility for maintaining
proper behavior with one another so that everyone can contribute
their best efforts to the acconplishnment of the unit m ssion.

(9) Discuss the responsibilities of the |eader in the
event of a sexual harassnent situation.

(a) The | eader must take sonme formof action. The
action taken will be appropriate for the individual situation.

(b) I'nformthe chain of command, if appropriate.

(c) I't may be possible to refer parties involved to
support services, such as:

[1] Legal Ofice

[ 2] Enpl oyee Enpl oynment Opportunity Counsel or
(civilians)

[3] Fam |y Service Center

[4] Medical Treatnent Facility
[ 5] Chapl ai ns

[ 6] Equal Opportunity Advisors

(d) Conplaints of sexual harassnent will be dealt
with by the | eader in the same manner as any conpl ai nt of
violation of the UCM]. It is the responsibility of the |eader to
mai nt ai n proper standards of behavior by all Marines in
accordance wth the Marine Corps' traditional requirenment for
good order and discipline.

(e) Most inportantly, the |leader is responsible for
ensuring that subordinates do not suffer any repercussions for
reporting sexual harassnent.

(f) Overall, "PREVENTI ON' of sexual harassnent is a
| eadership responsibility. Such behavior is degrading to the
i ndi vidual, destructive of norale, and is punishabl e under the
Uni form Code of MIlitary Justice.

(10) Discuss with the group, the Informal Resol ution
System (IRS). Each student should have a copy of the Resolving
Conflict panphlet (original copy or reproduced) for this portion
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of the discussion. (Resolving Conflict panphlets can be obtained
for the unit Equal Opportunity Advisor's Training Information
Resources Library, (TIR

(a) Discuss the "behavior zones" of sexual
har assnent .

(b) Also, have the group discuss the responsibilities
of the:

[ 1] Reci pi ent

[2] O fending Person
[3] O her Person

[ 4] Supervi sor

(11) What is the inpact of sexual harassnent on the
i ndi vi dual ?

(a) Detachnent

(b) Deni al

(c) Relabeling

(d) Avoi dance

(e) Affects their work performance

(f) General psychol ogical well being

(g) Physical health

(12) "The only reason the United States of America needs a

Marine Corps is to fight and win wars. Everything else is
secondary." Keep this quote in mnd from Leadi ng Mari nes

(FMFML- 0) when di scussing the inpact that sexual harassnment has
on the m ssion.

(a) Low norale.
(b) Loss of cohesion.

(c) Underm nes readi ness and interpersonal work
relationship's.

(d) Detracts fromthe m ssion
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(13) The best way to prevent sexual harassnent is to stop
it before it occurs. Have the group discuss "proactive" ways to
prevent sexual harassnent.

(a) Conduct training.
(b) Tal k about situations.
(c) Qutline policies.

(d) Use the Training Informati on Resource Library
(TIR

(e) Use bulletin boards to post regul ations and
pol i ci es.

6. Appendi ces.

Appendi x A: Extracts from The Uniform Code of Mlitary
Justice
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article.

APPENDI X A
THE UNI FORM CCDE OF M LI TARY JUSTI CE (UCMJ)

SEXUAL HARASSMENT

di scussion | eader may find it useful at this point to

the follow ng chart show ng types of sexual harassnent

appropriate violation of the UCM] which relates to the
Sel ect a few sanpl e behaviors previously nentioned and

menbers if they can identify whether the behavior is an

puni shabl e under the UCMI; if so, can they identify the
The inpact of this exercise should be imredi ately

apparent as the discussion nenbers begin to realize the
seriousness of this type of conduct.

UNI FORM CODE OF M LI TARY JUSTI CE ARTI CLES RELATI NG TO

SEXUAL HARASSMENT

| f The Sexual He/ She May Be found In Violation of
Har asser : Quilty O: UCM] Article:
| nfl uences or offers Extortion Article 127

to influence the

career,

salary or job

of another in exchange
for sexual favors

Makes threats to Communi cating a Article 134
elicit sexual favors t hr eat

Ofers rewards for or Bribery and graft Article 134
demands for sexua

favors

Makes sexual conments | ndecent, insulting Article 134

or obscene | anguage
or conduct prejudici al
to good order and

di sci pline

Makes sexual conments Provoki ng speech or Articles 89

gestures or disrespect 91, and 117
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Makes sexual contact Assaul t Article 128

Assault & Battery Article 128
| ndecent |iberties Article 134
wth a fenal e
Rape Article 120
Engages i n sexual Dereliction of duty Article 92
harassnent to the
detrinent of job
per f or mance
s an officer Conducti ng unbecomng Article 133

an officer

| s Commandi ng O ficer Wong commtted by the Article 138
Commandi ng O ficer
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

EQUAL OPPORTUNI TY
1. Introduction. You will discuss and review the Marine Corps

Equal Opportunity Programto gain insight into ways of enhancing
Marine Corps unity, efficiency, and m ssion readi ness.

2. Overview. The purpose of this instruction is to understand
the Marine Corps Equal Opportunity Programto include:

a. Marine Corps' equal opportunity policy.

b. The scope and objectives of the Mrine Corps Equal
Qpportunity Program

¢ The role of the Equal Opportunity Advisor

3. References. The follow ng provide additional information on
the Marine Corps' equal opportunity program

DoD Directive 1350.2

DoD Human Goal s Charter
SECNAVI NST 5300. 26B

MCO P5354. 1C

Mari ne Cor ps Manual

FMFM 1-0, Leadi ng Mari nes

4. Di scussi on Leader Notes

a. As the discussion | eader, you should be famliar with the
MCO P5354. 1C

b. Appendi ces should be distributed and read by the group
prior to discussion.

5. Di scussi on

a. This discussion topic is recognized as a contenporary
| eadership issue. Al Mrines should understand that adherence
to our basic |leadership traits and principles provides for the
fundanental s that equal opportunity addresses. W al so nust
recogni ze that discrimnation based upon race, color, religion
gender, age, or national origin, consistent with the | aw and
regul ations and the requirenents for physical and nental
abilities are alien to the basic values of the Marine Corps. The
Marine Corps Equal Opportunity Programis one nethod of
"personnel preventive nai ntenance."
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(1) This discussion guide is just that, a guide, and is
not nmeant to be the "end-all" of |eadership instruction on the
subject. However, it does provide basic information and areas of
concern within the Marine Corps. As the leader in a unit, it is
your responsibility to be aware of what your unit needs nost.
Therefore, you nmust evaluate, nodify, and/or expand on what needs
to be enphasi zed.

b. The Marine Corps Equal Qpportunity policy is based upon
DoD Directive 1350.2, the Departnent of Defense MIlitary Equal
Qpportunity Program and the Departnent of Defense Hunan Goal s
Charter. Provide a few nonments for everyone to read Annex A

(1) How many of you have read that before?

(2) What do you think of it? (Pause for responses and
try to get discussion going.)

c. Having read the DoD Human Goals Charter, we readily
recogni ze that | eaders nust translate these goals into positive
actions.

(1) How can we acconplish that?

(2) One way of acconplishing this is through conducting
| eadership training that pronotes harnoni ous interactions anong
Mari nes across barriers of race, ethnic group, grade, age and
gender and that provides fair treatnent for all Marines.

d. Though there are Equal Opportunity Advisors in the Marine
Cor ps, our philosophy of |eadership incorporates and enphasi zes
good relations and equal opportunity. To this end, the |eader of
Marines must take an active and visible role in the support of
t he equal opportunity program

(1) Define and anal yze equal opportunity.

(a) Distribute appendices B and C. Provide a few
nmonments for everyone to read the policy (paragraph 0003) in
appendi x B, or read it to them

(b) I'n your owmn words, what does equal opportunity
(EO nean? (List the one-word or two-word responses on a
chal kboard.)

(c) It neans every Marine will be treated fairly and
equal |y, and have equality of opportunity regardl ess of race,
color, religion, gender, age, or national origin. Treat al
Marines with respect and recogni ze their aspirations, needs and
capabilities.
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(d) This is a very basic principle of |eadership;
know your Marines and | ook out for their welfare. The |eader
must concern hinsel f/herself with the human needs (food,
cl ot hi ng, housing, recreation, education, and a chance for
advancenment) of their Marines. A |eader nust encourage
i ndi vi dual devel opnent and sel f-inprovenent. Perhaps nost
inportantly, a | eader nmust ensure that channels of conmunication
are kept open.

(2) Discuss the Marine Corps' equal opportunity policy.

(a) Equal Opportunity is enbodied in the basic
phi | osophy of Marine Corps | eadership. Accordingly, paragraph
1100 of the Marine Corps Manual provides the foll ow ng standards
to be maintained by | eaders. (As discussion |eader you can
di scuss these five standards individually or list themfirst and
then go back to solicit feedback fromthe group.)

[1] Strive for forceful and conpetent | eadership
t hroughout the entire organization.

[2] Informthe troops of plans of action and
reasons whenever it is possible and practical to do so.

[ 3] Endeavor to renpbve on all occasions those
causes whi ch make for m sunderstandi ng or dissatisfaction.

[4] Assure that all nenbers of the command are
acquainted wth procedures for registering conplaints, and the
process of action taken thereafter.

[5] Build a feeling of confidence which wll
ensure the free approach by subordi nates for advice and
assistance not only in mlitary matters, but for personal
probl ens as wel | .

(3) Discuss the objectives of the Marine Corps' Equal
opportunity Program (EOP)

(a) The primary objective of the Marine Corps' EOP is
to integrate equal opportunity into every aspect of Marine Corps
life.

(b) To understand the effects of past discrimnatory
practices in order to fornul ate specific equal opportunity
objectives and to initiate affirmative actions to elimnate
exi sting deficiencies.

(c) To identify, elimnate, correct, or prevent

adverse or illegal institutional and individual discrimnatory
practices.
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(d) To pronote harnonious rel ati onshi ps anong Mari nes
through the elimnation of prejudice and harassnent.

(e) To ensure the opportunity and encouragenent for
personal and professional advancenent of individual Marines
w thout regard to age, race, color, religion, gender, or national
origin.

(4) Discuss the scope of the Marine Corps' Equal
Qopportunity Program (EOP)

(a) The EOP operates through and inpacts upon al
exi sting progranms and actions within every aspect of command.
The commander must ensure that equal opportunity is applied in
every command policy, action, and program

(b) I'n keeping with the Marine Corps |eadership
phi | osophy, the responsibility for acconplishing equal
opportunity goals is not dependent on authority and is not the
function of any special staff officer. Rather, all Marines are
expected to exert proper |eadership by pronoting harnoni ous
i nteractions anong individuals, regardless of age, race, color,
religion, gender, or national origin, by exenplifying fair
treatnent for all Marines, and identifying unfair practices to
hi gher authority via the chain of command.

(c) Using your own words, what is the Equal
Qopportunity Progranf

It is the conbination of actions used to achi eve
equal opportunity.

(d) What is Affirmative Action?

Met hods used to achi eve the objectives of the EO
program Processes, activities, and systens designed to prevent,
identify, and elimnate unlawful discrimnatory treatnent as it
affects the recruitnent, training, assignnent, utilization,
pronotion, and retention of mlitary personnel.

(e) What is the Affirmative Action Program ( AAP) ?

[ 1] A managenent docunent consi sting of
formalized affirmative actions with quantifiable goals and
m | estones, used to bring about the acconplishnent of equal
opportunity program objectives.

(5) Discuss contenporary issues affecting equal
opportunity. (Use | ocal newspapers, Navy Tines (Marine Corps
Edition), or local libraries.)

(6) What issues of EO nust you be concerned wth?
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This part of the discussion may center around
prejudi ces and di scrimnation. Mke sure the group nenbers know
the definitions before you discuss this.

(7) How can a prejudicial attitude affect EO? |If the
prejudicial attitude is displayed through the individual's
behavior, that prejudicial attitude could affect EO The five
| evel s of intensity in acting out prejudice are |listed bel ow

(a) Antilocution. Mst people who have prejudices
tal k about them

(b) Avoi dance. Prejudice that |eads the individual
to avoi d nenbers of the disliked racial group, even perhaps at
the cost of considerabl e i nconveni ence.

(c) Discrimnation. Here the prejudiced person nmakes
detrinmental distinctions of an active sort. Literally acting out
t he prejudicial expression.

(d) Physical Attack. Under conditions of heightened
enption, prejudice nmay lead to acts of violence or sem -viol ence.

(e) Extermnation. This is the ultimte degree of
vi ol ent expression of prejudice.

(8) Can you give exanples? (Discuss as appropriate.
Attenpt to draw out sone exanples that can directly affect a
unit.)

(9) Discuss nethods and techni ques for ensuring equal
opportunity.

(a) Be proactive. Enphasize team work.
Discrimnation in any formis adverse to m ssion acconplishment.

(b) Publicize Marine Corps and | ocal conmmand policy.
Stress | eadership accountability.

(c) Ensure all Marines are aware of the avenues of

filing EO conplaints and actions that wll be taken agai nst
personnel in substantiated cases.

6. Appendi ces:

Appendi x A:  DoD Human Goal s Charter
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Appendi x B: Extract From Marine Corps Equal Opportunity
Manual

Appendi x C. Marine Corps Equal Opportunity Manual (Annex F)

Appendi x D. Scenario
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APPENDI X A
EQUAL OPPORTUNI TY
DoD HUMAN GOALS CHARTER

"Qur nation was founded on the principle that the individual has
infinite dignity and worth." The Departnent of Defense, which
exists to keep the nation secure and at peace, nust always be
guided by this principle. 1In all that we do, we nust show
respect for the serviceman, the service woman and the civilian
enpl oyee, recognizing their individual needs, aspirations and
capabilities.

THE ATTAI NMVENT OF THESE GOALS REQUI RES THAT WE STRI VE

To attract to the defense service people with ability,
dedi cation, and capacity for grow h;

To provide opportunity for everyone, mlitary and civilian, to
rise to as high a level of responsibility as possible, dependent
only on individual talent and diligence;

To make mlitary and civilian service in the Departnent of

Def ense a nodel of equal opportunity for all regardl ess of race,
color, sex, religion or national origin, and to hold those who do
business with the Departnment to full conpliance with the policy
of equal enploynment opportunity;

To hel p each service nmenber in leaving the service to readjust to
civilian life; and

To contribute to the inprovenent of our society, including its
di sadvant aged nenbers, by greater utilization of our human and
physi cal resources while maintaining full effectiveness in the
performance of our primary m ssion.
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APPENDI X B

EQUAL OPPORTUNI TY

EXTRACT FROM MARI NE CORPS EQUAL OPPORTUNI TY MANUAL

0001. PURPCSE. The purpose of the Marine Corps Equal
Qpportunity Manual is as foll ows:

1. To delineate and identify the general concepts, principles
and objectives of equal opportunity.

2. To provide guidance and instructions for the continued
i npl enent ati on and managenent of the Marine Corps Equal
Qpportunity Program

3. To provide inplenmenting instructions for a Marine Corps Equal
Qpportunity Affirmative Action Plan (AAP)

4. To consolidate the guidance for the Marine Corps Equal
Qpportunity Program

0002. APPLICABILITY. The provisions of this Manual apply to
Marines, all other Armed Forces personnel assigned to or serving
with Marine Corps units, civilian supervisors of mlitary
personnel, civilian enpl oyees and nonappropriated fund enpl oyees
providing services to mlitary personnel. The policies and
provi sions of the Equal Enploynment Opportunity (EO Program
concerning civilian personnel enployed by the Marine Corps are
provided in separate Departnent of the Navy EEO regul ati ons and
w Il not be addressed in this Manual. The provisions of Chapter
4, Equal Opportunity in off-Base Housing, are applicable to al
Depart ment of Defense (DoD) civilian personnel, assigned to or
under the jurisdiction of Marine Corps comands outside of the
United States and who live in the civilian community.

0003. POLICY. The Marine Corps wll provide equal opportunity
for all mlitary nenbers without regard to race, color, religion
sex, age or national origin, consistent wwth requirenents for
physi cal and nental capabilities. Mrines nust recognize the

i nportance, dignity, needs and aspirations of the individual.
There nust be a fully integrated Marine Corps in which al
personnel are striving for the common goal s of maintaining high
standards of discipline, |aw and order, and excellence in
performance of duty as well as one permtting and requiring both
men and wonmen to exercise all professional and | eadership
responsibilities of their mlitary occupational specialty, grade
and assigned duties. Further, there is a need for the

devel opnment of each individual to the highest degree of

responsi bility possible, dependent only upon individual talent
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and diligence. The achievenent and mai ntenance of these goals is
integral to full devel opnent of the esprit de corps, pride and

i ndi vi dual readiness that are essential to conbat readi ness.
Ensuring that fairness and equality of opportunity are extended
to all personnel in each and every action that affects the

i ndi vidual Marines is an inherent function of |eadership and wl|
be given appropriate consideration in performance eval uation.
Commanders are responsible for both mlitary and civilian equal
opportunity prograns.
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APPENDI X C
EQUAL OPPORTUNI TY
MARI NE CORPS EQUAL OPPORTUNI TY MANUAL (Annex F)
DEFI NI TI ONS

1000. DEFINITIONS. To ensure uniformty of understanding of
the terns that have special significance and/or neaning relative
to the Marine Corps Equal Opportunity Program and the provisions
of the Manual, the follow ng definitions are provided. (Terns

t hat have special nmeaning relative to specific chapters of this
Manual are defined in those chapters.)

1. Action Steps. Task-oriented steps; manageable and logically
sequenced tasks; the effort required to achieve the objective.

2. Affirmative Action (AA). Any action directed toward the
i npl emrent ati on and advancenent of the concept of equal
opportunity.

3. Affirmative Action Plan (AAP). A managenent docunent
consisting of formalized affirmative actions that contain
quantifiable goals and m | estones, utilized to create novenent
towards the acconplishnment of equal opportunity program

obj ecti ves.

4. Analysis of Variance. Sunmary of specific problens
encountered, actions taken during the reporting period to counter
probl ens, and additional resources needed for goal achievenent.

5. Bias. A nental leaning or inclination; partiality;
prej udi ce.

6. Category. A specifically defined division in a system of
classification.

7. Discrimnation. An act, policy or procedure that arbitrarily
deni es equal opportunity because of race, color, religion, sex,
age or national origin to an individual or group of individuals.

8. Equal Enpl oynent Opportunity (EEQ Program The conprehensive
program t hrough which the Marine Corps inplements its policy to
provi de equal opportunity in enploynment for all qualified
civilian personnel.

9. Equal Qpportunity. A concept which requires that the
objectives of fair and equal treatnent and equality of
opportunity for all be applied to all managenent functions and
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| eadershi p acti ons.

10. Equal Opportunity in Of-Base Housing. The portion of the
Marine Corps Equal Opportunity Programthat supports the
Departnent of Defense (DoD) and the Marine Corps goal to
elimnate discrimnation against mlitary and DoD civilian
personnel in off-base housing worl dw de.

11. Equal Opportunity Program The cumul ative efforts and
actions of Marines to achieve equal opportunity. These efforts
range from positive and planned actions to attain stated equal
opportunity objectives, goals and/or mlestones outlined in a
formalized Affirmative Action Plan to the integration of equal
opportunity considerations in to the decision naking process of
managenent and command acti ons.

12. Ethnic Goup. A segnent of the population that possesses
common characteristics and a cultural or national heritage
significantly different fromthat of the general popul ation.

13. Human Rel ations. The social relations between human bei ngs;
a course, study or program designed to devel op better
i nterpersonal and intergroup adjustnents.

14. Individual Actions. Voluntary efforts by Marines to apply
their | eadership training outside the classroom beyond what is
normal |y expected of their grades and duty assignnents.

15. Institutional Discrimnation. Policies, procedures and
practices which, intentionally or unintentionally, lead to
differential treatnent of selected identifiable groups, and
whi ch, through usage and custom have attained official or
sem -official acceptance in the routine functioning of the
organi zation/institution.

16. Ml estones. Measurenents of projected progress in terns of
quantifiable values or points in tinme when a task should be
acconpl i shed.

17. Mnority. A group differing fromthe predom nant section of
a larger group in one or nore characteristics: e.g., ethnic
background, |anguage, culture or religion, and as a result often
subjected to differential treatnent. Race and ethnic codes of
mnorities are published in the current edition of MCO P1080. 20
(JUWMPS/ MMSCODESMAN) . For the purpose of inplenmenting the
provisions of this Manual, mnorities are specifically identified
by race and race ethnic code in notes 3 through 6 of figure 3-1.

18. njective. Defines the basic result desired.
19. Prejudice. The holding of a judgnent or opinion wthout
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regard to pertinent fact typically expressed in suspicion, fear,
hostility, or intolerance of certain people, custons, and ideas.

20. Proposed Corrective Action. Identifiable corrective plan
for the achi evenent of a goal

21. Race. Any of the major biological divisions of mankind
di stingui shed by color and texture of hair, color of skin and
eyes, stature, bodily proportions, or other genetically
transmtted physical characteristics.

22. Sexual Harassnment. Influencing, offering to influence, or
threatening the career, pay, or job of another person in exchange
for sexual favors; or deliberate or repeated offensive coments,
gestures, or physical contact of a sexual nature in a work or

wor k-rel ated environnent.
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APPENDI X D

EQUAL OPPORTUNI TY SCENARI O

1. You have three male | ance corporals and three femal e | ance
corporals, and can pronote only two to corporal.

a. Does this nean that you nust pronote one nmal e and one
femal e? Why? or Wiy not?

No, Marines should not be pronoted based on gender or
race.

b. Wat should the pronotions be based on?

(1) Marines should be pronoted based on nerit. Marines
who neet the mninmumeligibility criteria (time in grade, tine in
service, etc. in accordance with MCO P1400. 20) are not
necessarily ready for pronotion. |In order to be recommended for
pronotion, a Marine should: display desire to advance and show
ent husi asm and potential for increased responsibility; have
mast ered t he professional and technical requirenents of his
current grade; have denonstrated initiative, maturity, nora
courage, self-discipline, and good judgnent; have denonstrated
ability to lead and train Marines as a team

(2) Marines nust recognize each individual's inportance,
dignity, needs, and aspirations. There nmust be a fully
integrated Corps in which every Marine wll strive for the sane
common goal s of maintaining high standards of discipline, |aw and
order, and excellence in performance of duty.

SCENARI O

2. If you had a black nmale Marine |ance corporal with no
previ ous of fenses, should he get the same punishnment for the sane
offense as a white Marine with three page 12 entries?

No. There is a judgnment factor which has to be exercised in
t he mai nt enance of standards of discipline. There are many
conditions that will affect your decisions, and generally no hard
and fast rules can be witten to cover every situation.

3. In your opinion, do nale | eaders correct wonen Marines as
readily as they do male Marines? |If not, why? 1Is this fair
treat nent ?

a. They should be corrected, disciplined, and | ooked out for
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by their | eaders with equal fervor. Wnen Marines want to be
treated |i ke Marines but some often feel left out (excluded). A
mal e | eader may fail to correct a particular woman Marine because
he perceives that nost wonen have a tendency to cry and the

| eader is confused as to how to handl e the situation, so he

avoi ds nmaking the correction.

b. Al Mrines (both male and female) generally resent it.
The | eader has an obligation to enforce standards of discipline
for all Marines; it's one way of showi ng that you care. It's a
| eader's duty to help all Marines; in a situation such as this, a
| eader sows seeds of discontent which disrupt unit integrity and
af fect m ssion acconplishnent. Everyone nust carry their share
of the |oad, and Marines want to do so. |If any Marine cries
(mal es are not exenpt) when being corrected or counsel ed, pause
to allow the Marine to regain proper conposure and conplete the
session. The |eader nust be fair and consistent, which is so
i nportant in maintaining standards of behavior and perfornmance,
and in gaining the respect of subordinates.

c. Leaders nust devel op each individual to the highest
degree of responsibility possible, dependent only upon individual
talent and diligence.

d. Ensuring that fairness and equality of opportunity are
extended to all personnel in every action that affects individual
Marines is an inherent function of |eadership.

e. Only by the achi evenent and mai nt enance of these goals
can the Marine Corps fully develop the esprit de corps, pride,
and | eadership that are essential to conbat readi ness. The
achi evenment of these goals nust be an objective of every |eader.

4. \What is the commander's role in the unit EO program
and the role of the individual Marine in the unit EO progranf

a. Al comanders will establish policies and procedures to
ensure the periodic assessnent and update of their EOP's. EOP
requirenents will vary with the level of command. Conmanders are
responsi bl e for publicizing, inplenenting, and enforcing the
Marine Corps policy on equal opportunity to include sexual
har assnent .

5. What is the individual Marine's responsibility in ensuring
equal opportunity?

a. An individual's responsibility is not dependent upon
authority. Marines are expected to exert proper influence upon
their conrades by setting exanpl es of obedi ence, courage, zeal,
sobriety, neatness and attention to duty.
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b. Treat each Marine as a Mri ne.

c. Support your command's EO program and activities.
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues
FRATERNI ZATI ON

1. | nt roducti on

a. Fraternization is the termused to describe inproper
personal and business rel ati onshi ps anong Marines of different
ranks or positions.

b. Fraternization was not nentioned in the Uniform Code of
MIlitary Justice when it was first enacted; inproper
rel ati onshi ps between seniors and subordi nates were prosecuted as
conduct unbecom ng an officer. In 1984, however, fraternization
was explicitly recogni zed as an offense under mlitary | aw

c. Wen contact and rel ationshi ps exceed these standards and
becone those of "buddi es" or peers, then fraternization exists.
Look at the facts and circunstances of each case:

(1) I's there a conprom se of the chain of conmand?
(2) I's there an appearance of partiality? (REMEMBER

when dealing with the subject of fraternization, perceptions are
as deadly as reality.)

(3) Is there the potential for good order, discipline,
noral e, or authority to be underm ned?

2. Overview. The Marine Corps policy regarding fraternization
is the product of naval service custons. The Marine Corps
specifically, and mlitary society in general, has historically
i nposed social constraints on personal relationships between

i ndi vidual s of different rank, grade, or position. It is
inportant to keep in mnd that because custons vary between
branches of the arned forces, the Marine Corps' view of

fraterni zation can be different (stricter) than that of the Ar
Force or the Arny.

3. References. The follow ng provide guidelines and information
on fraternization:

Uni form Code of MIlitary Justice
JAG Manual

4. Discussion Leader Notes. Included in this guide are two
scenarios to generate discussion wthin your unit. You are
hi ghly encouraged to devel op or use scenarios that draw from
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personal experience. These wll increase the quality of your
di scussi on.

5. Di scussi on

a. Rules concerning fraternization

(1) Fraternization rules date back to the tine of the
Roman army. The purpose of such constraints is to:

(a) Maintain good order and discipline.

(b) Pronote relationships of nutual respect and
confidence between juniors and seni ors.

(c) Prevent adverse inpact upon a junior's response
to orders, the senior's exercise of command, or the perception of
others regarding the senior's inpartiality.

(d) Preserve the integrity of the chain of command.

(2) Definition. Fraternization is a social or business
rel ati onship between Marines of different grades in violation of
a custom of the naval service which, in the eyes of one
experienced in mlitary | eadership, inpacts adversely on good
order and discipline, or degrades or at |east threatens to
degrade the character or status of the position that a Marine
hol ds. Let us examine the parts of this definition in detail.

...a social or business relationship between

(a)
Marines of different grades....'

[ 1] Sone possible exanples of activities
enconpassed by the term"fraternization" are:

[a] Playing cards or ganbling together.
[b] Going to private honmes or clubs together
[c] Dating or engaging in sexual activities.

[d] Engaging in commercial transactions,
except for one tine sales or |eases.

[e] Showing favoritismor partiality.
[f] Using one's authority for personal gain.

[2] MIlitary court decisions and the Manual for
Courts-Martial make clear that fraterni zati on can occur between
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enlisted Marines. The classic case involves an officer-enlisted
relationship, but it is not the only case.

[3] The key issue is whether a rel ationship has
devel oped in which nutual respect of grade is ignored.

[4] The relationship need not be nal e-fenual e.

[5] Though not a rigid test, normal social or
busi ness rel ati onshi ps between Marines within the follow ng six
divisions do not constitute fraternization. (However, under sone
i nstructor-student relationship, even relationships wthin a
particul ar group, would be considered fraternization.)

[a] General officers.
[b] Field grade officers.

[c] Conpany grade officers (to include
warrant officers).

[d] Staff nonconm ssioned officers.
[e] Nonconm ssioned officers.
[f] Junior enlisted Marines.
[6] While inproper relationships within the sanme
chain of command are the nost obvious, there is no bl anket
requi renent under the UCM] that the relationship be wthin the
sanme chain of conmmand to be inproper

(b) "...in violation of a custom of the naval
service...."

[1] "Custom' is a |ong-established practice
whi ch, by common consent, has attained the force of law within
the mlitary

[2] The relevant customw thin the Marine Corps
is that "duty, social, and business contacts anong Marines of
different grades will be consistent with traditional standards of
good order and discipline and the nutual respect that has al ways
exi sted between Marines of senior grade and those of | esser
grade. "

(c) "...which in the eyes of one experienced in
mlitary | eadership, inpacts adversely on good order and
di scipline or degrades or at least threatens to degrade the
character or status of the position a Marine holds."
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[ 1] | nproper personal relationships between
Mari nes occupying different positions may influence the senior's
judgnent as to m ssion acconplishnent.

[2] The threat to discipline and order need not
be perceived by the parties involved in the fraternization. It
is enough that the ill effects could be perceived by a reasonably
prudent Marine experienced in mlitary | eadership. Thus, each
case nust be scrutinized by applying this "hypothetical |eader”
test.

[3] This final section of the definition not only
defines, but also explains, the policy behind the rules
prohibiting fraternization. The policy is further described in
the Court of Mlitary Appeals case of U S. v Free.

b. The mlitary services demand a regard for authority by
juniors towards their seniors which experience has shown is
enhanced by the observance of decorum tradition, custom usage,
and conventions which are peculiar to the services alone. The
unquesti oned obedi ence mandated in time of battle rests on regard
and respect for authority. This respect is |essened by the
failure to observe niceties of mlitary courtesy and ot her
traditions and custons.

6. Marriage: a special problem

a. The Marine Corps cannot legally act to prevent marri ages
bet ween service nenbers. A nmarriage between Marines of differing
grades will constitute fraternization when the inpact of the
marri age detracts or tends to detract fromthe respect due a
senior, or is perceived by others to do so.

b. A marriage stemming froma previously existing inproper
rel ati onshi p does not excuse those involved fromresponsibility
for their activities prior to the marriage.

7. Avenues for prosecution

a. Article 134, uUCMl.

(1) Fraternization has been a listed of fense under the
UCM] since 1984.

(2) Maxi mum puni shnent is dismssal, forfeiture of al
pay and all owances, and confinenent for two years.

b. Article 133, UCM.

(1) Whenever a conmm ssioned officer, cadet, or mdshi pman
engages i n behavi or which dishonors or disgraces the officer,
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such as di shonesty, unfair dealing, indecency, |aw essness,
injustice, or cruelty, that officer may be prosecuted under
Article 133.

(2) Maxi mum puni shnment is dismssal, forfeiture of al
pay and al |l onances, and confinenent for a period usually not
| onger than one year.

c. Article 92, uUCMI.

(1) Whenever a local command has established regul ati ons
or orders as to the conduct of relationships or fraternization, a
Marine may be subject to prosecution for fraternization as a
vi ol ation of an order.

(2) Published orders are often used by commands to define
accept abl e conduct in the context of officer-officer and
enlisted-enlisted rel ationshi ps.

(3) If the order is a general order or regul ation, actual
know edge is not required (know edge of the order is inplied).

(4) If the order does not constitute a general order or
regul ati on, specific know edge nust be shown for a violation to
occur.

(5) Maxi mum puni shnent is a di shonorabl e di scharge,
forfeiture of all pay and all owances, and confinenent for two
years.

8. Renedies
a. Non-punitive adm nistrative renedies.
(1) Formal or informal counseling.
(2) Transfer of one or both parties.

(3) Fitness report comments.

b. Non-judicial punishnment (often followed, in the case of
officers, by processing for adm nistrative separation).

C. Court-nmarti al .
9. Solution

a. The responsibility for maintaining the customary and
traditional standards of conduct lies with the senior. The line
bet ween accept abl e conduct and fraternization will not be crossed
unl ess the senior allows it to happen.
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b. The | eader nust be careful to avoid even the perception
of fraternization wthout destroying the traditional fraternal
bond between Marines of all grades.

c. Educate your WMarines about both the Marine Corps policy
on fraternization and the reasons behind it. Tal k exanpl es.

10. Scenari os
Scenario 1

a. 1stLt Blank, a legal officer wiwth Legal Team E, Marine
Cor ps Base Canp Pendl eton, conducted a PFT for the Marines in his
section and several of themdid not performup to standards. He
organi zed a renedial programfor his Marines, having all five of
themrun wth himevery day from 1100-1200. Are there any
percei ved problens with inproper relations between senior and
subor di nat es?

b. As the nonth continues, the PT group dwi ndles to the
female LCpl running with the lieutenant. The runs have increased
to two hours and now are through wooded running trails.

(1) I's there a conprom se of the chain of conmand?
(2) I's there an appearance of partiality?

(3) Is there the potential for good order, discipline,
noral e, or authority to be underm ned?

Scenario 2

a. GySgt Wench, the squadron nai ntenance chief, has been
with the section for three years. He is a gruff and inpersonal
Marine. Over the past few weeks, you (the section O C) have
noticed a slight change in his behavior. Wenever the new
avionics tech, PFC Jones, is in the office he seens nmuch nore
pl easant to be around. In addition, he has been frequenting the
E-Club after hours, saying "the troops keep inviting ne."
However, the talk in the shop is that he has been seen with the
PFC frequently at the Cub and has been | eaving with her.

b. Her work performance as of |ate has been slipping.
However, this week she was recomended for a squadron commander's
meritorious mast for continued outstandi ng performance of duty by
t he mai ntenance chief. This norning, you saw the gunny and PFC
Jones arrive to work together.

(1) I's there a conprom se of the chain of conmand?
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(2) I's there an appearance of partiality?

(3) Is there an the potential for good order, discipline,
norale, or authority to be underm ned?

(4) What should you, as the section O C, do?
11. SUWVARY

a. The regul ations and custons that we have agai nst
fraterni zation are not neant to prevent us fromassociating with
our Marines. |In fact, just the opposite is true. The
regul ati ons against fraternization are neant to ensure that the
rel ati onships we maintain with our Marines are of the nost
pr of essi onal and productive nature.

b. If we expect our Marines to respect us, there can't be
even the hint of favoritism Fraternization gives the appearance
of favoritismwhether or not any instance of favoritism has taken
pl ace. The negative effect on norale and unit cohesion is
obvi ous.

c. Additionally, we nust demand an obedi ence to | awf ul
orders that is unhesitating. |If the chain of command is all owed
to be weakened by a lax attitude toward fraterni zation, we wll
not be able to depend on our traditional |evels of discipline
when it counts the nost.
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

DI SCUSSI NG PERSONAL, FAM LY, AND UNI T READI NESS
1. I ntroduction

The Marine Corps prides itself on being the nation's force in
readi ness. This continual state of m ssion readi ness demands round-
the-clock vigilance by all Mrines everywhere. Conmmtnment to readi-
ness requires attention beyond tinmes of deploynment, extended field
trai ning, school assignnments, and TAD. Put sinply, this neans M-
rines and their famly nmenbers nust be prepared at all tines.

Just as readiness within the Marine's unit nust be naintained, so
must the Marine's personal and famly matters be constantly ad-
dressed. Personal, famly, and unit readi ness are absolutely essen-
tial conmponents of m ssion readiness. Personal readiness refers to
an individual Marine's organization for daily living. Famly readi-
ness is an extension of personal readiness to include the wider cir-
cle of a Marine's famly nenbers. Unit readi ness includes manpower,

training, and equi pnent factors. Taken together, these three -- per-
sonal, famly, and unit readiness -- contribute to overall readiness
to meet any mssion requirenment. In other words:

PERSONAL READI NESS + FAM LY READI NESS + UNI'T READI NESS = M SSI ON ACCOVPLI SHVENT

Clearly, unit readi ness requirenents are constant. But why are
personal and fam |y readi ness such key conponents of making the M-
rine Corps "the nation's force in readi ness"? Because when personal
affairs are in order, Marines and their commanders can fully focus on
the mssion. And while no anmount of planning can provide for every
eventuality, careful preparation in these areas will significantly
reduce distractions, allowing the Marine's full attention to the
mlitary matters at hand. Distracted Marines can be a burden on
their command and a danger to thenselves and fellow Marines. |[If the
need for personal and famly readiness is recognized early on and
rei nforced throughout the Marine's career, readiness wll becone
automati c.

2. Overvi ew

The purpose of this chapter is to provide a consistent fundanental
presentation at all levels on the inportance of ongoi ng personal and
famly readiness to mssion acconplishment -- that is, the unit's
ability to neet taskings as a part of the nation's force in readi-
ness. These readiness issues apply equally to single and married
Mari nes, whether in garrison or away.
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3. References

a. VWhat's Next, A GQuide to Fam |y Readiness for the U S. Mrine
Cor ps

b. MCO 1754.1, Marine Corps Fam |y Readi ness Support Program

C. MCO 1754. 2A, Marine Corps Key Vol unteer Network

d. Wite Letter No. 08-96, Fam |y Readi ness Support Prograns/Key
Vol unt eer Net wor k

4. Di scussi on Leader Notes

a. The di scussion should focus on the individual's on-going respon-
sibility for personal and famly readiness. Unit readiness, as the
third conponent of m ssion readiness, is unit-specific. As such, it
w |l be addressed only briefly in this chapter, and nust be suppl e-
ment ed by the discussion | eader according to unit gui dance and stan-
dard operating procedures (SOPs). However, after thoroughly covering
the need for daily personal and famly readi ness, the discussion wll
outline sone of the inpacts on unit readi ness that can result from
i nconpl ete personal and fam |y readi ness.

b. As the discussion | eader, you will need to research, plan, and
prepare for your session in accordance wth this guide and the direc-
tion you receive fromyour unit. This section will help you prepare
for your role, while Sections 5 and 6 provide an outline of particu-
| ar group discussion points. Appendices A-D provide a checklist and
wor ksheets for distribution to the di scussion group nenbers.

c. Begin by reading this entire chapter and the Appendices. Try
doing a self evaluation of your own readi ness status by review ng the
checkli st and conpleting the worksheets. Becone famliar with the
references listed in Section 3. Talk to your Admn Chief and Fam |y
Readi ness O ficer about issues specific to your unit. Visit the sug-
gested resources in your area to famliarize yourself with the serv-
i ces they provide. O her chapters in the User's Quide to Marine
Corps Values will be useful in preparing you to lead this group dis-
cussion; see Chapter 1, D scussion Leader Techni ques.

d. There are sonme inportant points that should be reinforced before
you end your session. Forenost anong themis a clear understanding
of the benefits resulting fromeach Marine's attention to personal
and famly readiness as a continual responsibility. The reward for
the Marine is peace of mnd that conmes fromknow ng their famly,
their interests, and their property are secure. The reward for the
unit is fewer distractions or energencies arising froma Marine's
need to take care of unexpected personal situations. Enphasize the
i ndi vi dual 's ongoing responsibility for readiness to self, famly,
and unit. \Wile the command provides the resources and opportunity,
the Marine nust get the job done.
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5. Discussion. This section is divided into six general areas of per-
sonal and fam |y readi ness concerns: admnistrative, |egal, finan-
cial, nedical/dental, support prograns, and practical matters.

(I'ncl uded under each of these are brief suggestions on how you, the
Di scussion Leader, mght further prepare yourself to | ead discussion
in that area.) Each of the six is then broken out by two of the com
ponents of m ssion readi ness which are the focus of these di scussions
-- personal readiness and famly readiness -- to clearly show the

i nportance of each. You may want to start the discussion by distrib-
uting Appendi x A, the Readiness Checklist. Continually reinforce the
"di scussion group” nature of the undertaking; this should not be a

| ecture. Encourage Marines to take notes on the checklist that apply
to thenselves and their famly nmenbers. They can use the checklists
as an ongoi ng reference.

a. Adm ni strative Issues. To Prepare: Talk to your Adm n Chief
about how adm ni strative issues are addressed in your unit. Be fa-
mliar with the Annual Audit process. Recognize that there are sone
adm nistrative matters that need to be taken care of outside the nor-
mal audit cycle -- issues such as changes to Records of Energency
Data (RED), Servicenen's Goup Life Insurance (SG.1), Basic Al owance
for Quarters (BAQ and Vari abl e Housing Al l owance (VHA) applications,
and allotments. Discussion regarding use of allotnments will continue
further under financial issues.

(1) Personal Readi ness

(a) Annual Audit. Discuss how this process contributes to
overal | readi ness.

(b) Records updates as needed: RED, SG.I, BAQ VHA
appl i cations.

(c) Alotnents. Explain howto initiate an allotnment and the
effect of entry dates.

(2) Famly Readiness. 1In addition to those issues above, M-
rines wth dependents will also need to consider the foll ow ng:

(a) IDcards. Remnd Marines to check the expiration date of
famly menber's I D cards periodically. Explain the current policy on
renewal or replacenent.

(b) DEERS enrollnments. Explain the inportance of imediately
enrolling new fam |y nenbers.

(c) Dental plan enroll nents.

(d) Famly Care Plan (for single Marines with m nor children,
or those with mlitary spouses and m nor children).
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(e) Additional allotnments. Famliarize the group wth having
nmore than one allotnent -- using one for the household and others for
regul ar paynents to a creditor.

b. Legal Issues. To prepare: Visit your Legal Assistance office
to famliarize yourself with its |location, hours of operation and
servi ces provided, such as creating/updating wills, acting as Notary
Publics, or creating powers of attorney. Get the name of a point of
contact (POC) to pass on to your group.

(1) Personal Readiness. Wile you want to encourage di scus-
sion, avoid getting bogged down by uni que personal situations not of
general interest to the group; refer these Marines to Legal Assis-
tance for individual counseling.

(a) WIlls. If you do not leave a will your properties wll be
di stributed according to the laws of the state. Point out the inpor-
tance for each Marine to check their state honme of record regarding
validity of their will w thin another state.

(b) Powers of Attorney (POA). There may be situations that
warrant powers of attorney, even for single Marines. Get sone possi-
bl e exanples fromthe Legal Assistance Ofice. Al so ask about |ocal
area requirenents; sone banking transactions request the POA be reg-
istered wwth a |l ocal court.

-General Power of Attorney will give a naned person the
| egal right to transact
si npl e routine business procedures in the name and absence
of the one who initiates the docunent.

-Specific Power of Attorney is drawn by an individual to
assi gn a naned person the
legal right to performa specific naned maj or business
transaction, i.e., sale or
purchase of car/hone.

(c) Federal and state tax filing requirenents. Rem nd each
of their responsibility to stay informed of state filing requirenments
in their home of record.

(2) Famly Readiness. In addition to those issues above, M-
rines wth dependents will also need to consider the foll ow ng:
(a) Spouse's will. Consult the legal office for requirenents
regarding where the will is initiated and if registration is required

or recomended.

(b) Powers of Attorney. Encourage di scussion regarding the
i ntended use of PQOAs and sone of the cautions associated with one.

(c) Federal and state tax filing requirenents for enpl oyed
famly menbers.
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(d) Social Security account nunber applications for newborns.
You may want to ask how many in the group have children. Do they al
have social security nunbers? Was the process conpleted at the
hospi tal ?

c. Financial Issues. To prepare: Famliarize yourself with the
Personal Fi nancial Managenent course offered by the Marine Corps In-
stitute (MCl) -- sone commands have made this course nandatory.

Visit the resources |isted that provide finance education and assi s-
tance to update your own personal know edge and secure a nane and
phone nunber of a POC for each resource. This information should be
avail able to pass on to the group.

(1) Personal Readi ness

(a) Resources. Reviewthe sources of assistance available to
hel p Marines build a good budget, and the resources available to M-
ri nes whose poor budget making skills lead theminto trouble.

-MCl's Personal Financial Mnagenent course. Encourage
Marines to conplete the course. (1-800-M -USM)

-Famly Service Centers (FSC) in many areas offer Financi al
Fitness classes to include taking charge of your credit,
car buying, renting or buying a hone, and insurance to
nanme a few. Spouses are encouraged to enroll along with
t he Mari ne.

-Navy Marine Corps Relief Society (NMCRS) offers on-going
assi stance for personal budget reviews and financi al
counsel i ng.

(b) Budgets. Explain the sinple, inevitable consequences of
spendi ng nore than you nake.

(c) Bill-paying. WIIl the nethod used to pay bills while in
garrison continue to work when the Marine is away? What arrangenents
can be nmade for bill-paying during extended training, school, or de-
pl oyment conditions? D scuss the value of a good credit record.

(d) Adjustnents to pay. Acknowl edge that there are many
categories of adjustnents and that they can becone conplicated. Re-
fer to Finance O fice for individual situations.

-Basic Allowance for Subsistence (BAS). Do they understand
what happens to their BAS during periods of deploynent,
and the effect this will have on their paychecks?

-Basic Allowance for Quarters (BAQ. Explain how this en-

titlenment is determned. Include information regarding

living on base and in the barracks.

-Vari abl e Housing Al l owance (VHA). For those who receive
VHA, do they understand what happens to it if they negl ect
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to recertify on tinme? Explain how the anmount is
det er m ned.

-Clothing Al owance. Explain how often it is received and
how the amount is determned, and for what it is
i nt ended.

-QOher Adjustnents. Explain that this area is determ ned
individually for each Marine. Such as flight pay, hazard-
ous duty, or flight deck pay.

(e) Allotnments. Include the advantage of allotnments in place
i f an unusual pay situation occurs causing a shortage or nonpaynent
to the Marine. Encourage bond or savings plans.

(2) Famly Readiness. 1In addition to those issues above, M-
rines wth dependents will also need to consider the foll ow ng:

(a) Both Marine and the spouse's understandi ng of the budget
process. Encourage Marines to enroll with their spouses at FSC for a
Financial Fitness class or to utilize NMCRS opportunities together
for budget education and counseli ng.

(b) Bill-paying. Ask who handles these responsibilities?
WI1l the existing plan work during extended training/depl oynent or
ot her absences of either party? Enphasize the inportance of both
Marine and spouse understanding their famly’'s procedures for
bi Il - payi ng.

(c) Split pay and/or dual checking accounts. Ask if group
menbers are using one of these nethods. Discuss the advantages and
di sadvant ages with either nethod.

(d) Pay adjustnents during extended training events or de-
pl oynents. Discuss the effects of Fam |y Separation Al owance (FSA)
and Commut ed Rations/BAS on the total paycheck, and encourage Marines
to explain these adjustnents to their spouses.

(e) Spouse's understanding of VHA requirenments. Encourage
Marines to support their spouses in becom ng know edgeabl e of al
mlitary pay and all owances and how it can effect their budgeting.

(f) Allotnments. Ask if any of the nenbers of the group are
using an allotnent for use within the household. What are the advan-
tages? Discuss use by geographi c bachel ors.

d. Medical/Dental. To prepare: Talk with your unit nmedical offi-
cer to learn what is involved in preparing unit nedical records for
trai ni ng/ depl oynent, and what areas nost comnmonly create probl ens.
Visit the servicing dental facility to gain an understanding of the
appoi ntnents process, waiting periods for appointnents, and the num
ber of appointnments routinely wasted on "no-shows." Get a phone num
ber for the | ocal health benefit advisor regarding selection of
medi cal options for famly nenbers
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(1) Personal Readi ness

(a) Medical/Dental records. Inform Marines that these re-
cords are governnent property and nust always be kept at the unit's
medi cal station. Explain the problens resulting from personnel hav-
ing to track down m ssing records whether effecting the daily rou-
tine, tines of emergency, or during preparation for TAD, extended
training, or deploynent.

(b) M ssed appoi ntnents. Discuss how m ssed appoi nt ments
waste the tinme of the nedical facility, and result in |l onger waits
for appointnments for all who are served by the facility. Addition-
ally, they becone an adm nistrative burden on the Marine's unit.

(2) Famly Readi ness

(a) Medical/Dental records. Famly nenbers nedical (and den-
tal, where provided) records are also governnent property. They may
be checked out of the medical facility records section for civilian
medi cal appoi ntnents, but nust be returned.

(b) Defense Eligibility Enroll ment Reporting System ( DEERS)
Make sure all dependents are enrolled in DEERS to ensure they wll be
cared for, especially in the Marine's absence. Cover the procedures
necessary to enroll newborns, especially those expected to arrive
during periods of the Marine's absence.

(c) TricCare/ CHAMPUS. Acknow edge the conplexity of these
prograns and their availability. To ensure updated information, re-
fer menbers of the group to the Health Benefits Advisor (HBA) in your
area for confirmation of current options. Provide phone nunber for
HBA.

e. Support Prograns. To prepare: It is extrenely inportant that
your discussion group is aware of the avail able resources to support
Marines and their famlies. Talk to your unit chaplain, Famly
Readi ness O ficer (FRO, and your unit's Key Vol unteer Network (KVN)
Coordi nator. Also, visit each of the listed resources to confirm
their location, hours of operation, and the services they offer. Re-
cord nanes of POCs to pass on to the discussion group nenbers. |If
you are not |located at a mlitary installation, your FRO or KVN rep-
resentative should have additional information on conmunity agencies
and services avail abl e.

(1) Personal Readiness. Urge Marines to becone famliar with
t he support prograns available to all Marines, single and nmarri ed.
I nfformati on and assistance is available for virtually any situation;
make sure your Marines know this, and know who to ask for referrals.
Enphasi ze the responsibility to use the resources for education, per-
sonal interest, and know edge, not just in tinmes of need.
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(a) Chaplains. Informgroup nenbers of the resources offered
t hrough the chaplain's office of the unit and al so the base.

(b) Famly Readiness Oficer (FRO. Identify what this unit
menber offers for both single and married Marines.

(c) Famly Service Center (FSC). Rem nd Marines that pro-
grans offered at the FCS are available to all Marines, single and
married, and famly nmenbers. Sone of the prograns are:

-Rel ocation services

-Informati on and Referral regarding resources on base and
t he surrounding
comuni ty

- Personal devel opnent cl asses

- Career Resource Managenent Center provides enpl oynent
assi st ance

(d) Navy Marine Corps Relief Society (NMCRS). Acquaint M-
rines wwth the services offered in budget counseling and assi stance
that is available with financial enmergencies. Encourage the group
menbers to have an energency |oan authorization card on file with the
NMCRS and explain what it does.

(e) American Red Cross (ARC). Inform Marines of the 24 hour
ener gency communi cations service regarding illness, death, or other
fam |y energencies.

(f) Ohers. Check in your local area for the availability of
the United Service Organization (USO, Navy Mutual A d Association
and federal, state, county, and |ocal Human Servi ce Agenci es.

(2) Famly Readiness. In addition to awareness of the support
prograns above, Marine's with famly nenbers should becone famli ar
with the follow ng prograns. Stress the inportance of Marines stead-
ily using this information with their famly nenbers. The goal is to
provide information in a way that encourages Marines and each famly
menber to develop an attitude of living everyday in a responsible
manner .

(a) Key Volunteer Network (KVN). Inform Marines of their
responsibility to ensure spouse's nane, address, and tel ephone nunber
remain current on the unit's roster so that each spouse has the op-
portunity to know the name of their contact within the Key Vol unteer
Network. This may be the single nost inportant thing Marines and
their spouses can do -- because famlies plugged into the Key Vol un-
teer Network can receive current accurate comunication fromthe com
mand and have access to any community or base resource. Be sure
everyone cl early understands what the Key Volunteer Network is, and
just as clearly, understand what it is not.
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(b) Chaplain. D scuss chapl ains being a source of support
for famlies. They work closely with the FRO, KVN, and are partners
in inplenmenting Marine Corps Fam |y Team Buil di ng (MCFTB), an oppor -
tunity designed by spouses for spouses as described bel ow.

(c) Exceptional Famly Menber Program (EFMP). Expl ain that
this is a mandatory program which ensures famlies are not sent to
duty locations ill-equipped to handle a wi de range of special nedi-
cal, nedically related, or educational needs. Enrollnment does not
prejudi ce pronotion and is not reflected in evaluation reports.

(d) WMarine New Parent Support Program (NMPSP). Acquai nt M-
rines wth this excellent programwhich offers support to Marine
famlies wth babies and young children. Encourage its availability
to single parents.

(e) WMarine Corps Famly Team Building (MCFTB). Explain that
this is a nmentoring program desi gned by spouses for spouses.
L.I.NK S. (Lifestyle, Insights, Networking, Know edge, and Skills)
is for spouses new to the Marine Corps and those interested in updat-
ing their know edge. It offers an orientation to mlitary living and
i ncl udes informati on about Marine Corps history, traditions, pay,
base services, noving, and coping wth absences of the Marine.
L.I.F.E. (Leadership Insights for Everyone) is under devel opnent.
Refer to the chaplain for further information.

(f) Navy Wfeline Association. This association can be par-
ticularly helpful in establishing and supporting networks and in pro-
vi di ng support publications. Explain that this is an all-vol unteer
i nformati onal and educational organization that supports both Navy
and Marine famli es.

f. Practical |Issues. To prepare: This section covers a wde vari -
ety of practical matters often overl ooked. Your own experience, com
bined wwth a review of readi ness checklists, should serve to
hi ghl i ght the nost inportant considerations. Begin by handi ng out
Appendi ces B-D and use themw th the di scussion.

(1) Personal Readi ness

(a) Inportant docunents. Encourage single Marines to com
pl ete the worksheet and add to it as topics beconme pertinent to them
Di scuss storage of inportant papers such as wills, insurance papers,
etc. in a desk drawer, file cabinet, fireproof container, or safe
deposit box.

(b) Protecting your property. Discuss unit plans for vehicle

and personal property storage. Enphasis the advantage of always hav-
ing a back-up plan.
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(2) Famly Readiness. Stress howinportant it is for Marines
to reviewwth their spouse the matters noted above and those
fol | ow ng.

(a) Review the purpose and use appendices B-D. Encourage

conpletion in partnership with the spouse -- to take this responsi -
bility together. Include the need for all famly nenbers to know t he
conpl ete work address and phone for the Marine and spouse. |If there

are children, include address and phone nunber of each child's school
or child care location. Wite it down, explain abbreviations, and
keep it updated.

(b) Keep vehicles safe, insured, and registered. Sonme bases
require Marines under a certain age to attend a drivers' school;
check to see if your base is one of them Also, note safety in the
home (1l ocks, fire detectors).

6. Unit Readiness. To wap up this chapter on personal, famly, and
uni t readi ness, you now nove the group fromwhat they can do as indi-
viduals, to the effect of their individual preparations on unit

readi ness -- those objective neasures of manpower, training, and

equi pnent. Exanpl es drawn on personal experience, your unit guid-
ance, and |ocal SOPs, should highlight how

a. Manpower. Explain how unit readiness suffers fromthe | oss of
Marines and Sailors to poor personal and famly readi ness at al
times, but especially during training exercises and while forward
depl oyed. Wien a Marine is sent hone to take care of personal and
famly issues that should have been addressed before depl oynent, that
Marine will likely not be replaced, and the rest of the unit wll
have to pick up the slack created by his or her absence. That neans,
for instance: (Include exanples fromyour unit where fell ow Marines
woul d have to share the extra work | oad created by the unplanned ab-
sence of a Marine.)

b. Training. Explain that valuable training time may be |ost while
Marines and Sail ors are taking care of personal business. This is
especially true during predepl oynent work-ups.

(1) Rifle and pistol requalification
(2) Swmaqualification
(3) Live fire training
(4) Command Post and situational training exercises
(5) Field exercises
c. Equi prent. Tal k about how mai nt enance of equi pnment suffers when

Marines are not available at their work centers, because they are off
sonewhere attending to pop-up situations that could have been avoi ded
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Wi th appropriate attention paid to personal and fam |y readi ness --
ei ther other Marines pick up the slack, or maintenance falls behind.

7. Summary. Every Marine benefits froma solid plan for the or-
gani zation of daily living. This personal readi ness plan benefits
not only the Marine, but also his or her fellow Marines. Just as
Mari nes depend on one another within their units, the Marine and
spouse nmust be partners in the ongoing organization of their daily
lives. Only when both are fully involved, well inforned, and ful
partners in famly responsibilities will the Marine be able to dedi-
cate full attention to his or her unit’s mssion. Good conmuni ca-
tion, mutual respect, trust, and conprom se formthe foundation for
living every day in a responsible manner. This baseline of personal
and famly readiness is the nost inportant resource for coping with
sudden energencies at honme or while deployed. Personal and famly
readi ness nmust be the daily norm rather than a task to be accom
plished prior to and during a deploynent. |If duty takes the Marine
away fromhone for a few days or an extended period, a spouse who is
a full partner can take on the famly responsibility seanl essly,
avoi ding last m nute preparations.

If the Marine Corps is to remain the nation's force in readiness, it
must be just that -- ready. Personal, famly, and unit readi ness are
t he key conponents of m ssion readi ness, and w thout m ssion readi-
ness, the Marine Corps cannot neet mlitary objectives. The comand
is responsible for unit readiness and will provide the resources to
hel p Marines devel op the skills necessary to manage their daily |iv-
ing. However, each Marine must strive for strong self and strong
famlies -- each nust nmake a personal commtnent to accepting the
responsibility for personal and famly readi ness. Renenber:

PERSONAL READI NESS + FAM LY READI NESS + UNI'T READI NESS = M SSI ON ACCOVPLI SHVENT

Appendi ces:

A: Readi ness Checkl i st
B: Energency Information Wrksheet
C. Docunents Wirksheet
D:  Property Wrksheet
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Appendix A
User's Guide for Discussion
Leaders Chapter 12, 5/97

READINESS CHECKLIST

D

ate Completed/Updated

Personal Readiness + Family Readiness + Unit Readiness = Mission Accomplishment

PERSONAL READINESS
Regarding Marines

1. Administrative
a. Annual Audit
b. Records
c. Allotments
2. Legal
a. Will
b. Power of Attorney
+ General Power of Attorney
- Specific Power of Attorney
c. Federal and State Tax requirements
3. Financial
a. Resources
+ MCI - Personal Finance
- FSC - Financial Fitness
+ NMCRS -Planning
b. Budget

c. Bill Paying
+ Retaining good credit

d. Pay Adjustments
+ BAS
BAQ
« VHA
+ Clothing Allowance
Other Adjustments
e. Allotments
4. Medical/Dental
a. Records
b. Appointments
5. Support Programs
a. Chaplain
b. Family Readiness Officer (FRO)
c. Family Service Center (FSC)
d. NMCRS
e. American Red Cross
6. Practical Matters
a. Worksheets / Safe storage
« Emergency Information Worksheet
- Documents Worksheet

- Property Worksheets

b. Personal Property

EAMILY READINESS
Regarding Addition of Family Members

.Administrative

a. ID Cards

b. DEERS enrollment
c. Dental enroliment
d. Family Care Plan

e. Additional allotments (D Allotment)

.Legal

a. Will for spouse
b. Power of Attorney uses

c. Federal and state tax requirements
for family members

. Financial

a. Budget plan for family

b. Bill-paying
« Plan for absence of Marine or
spouse

c. Money availability
+ Separate checking accounts
« Split pay
d. Pay adjustments based on family
- Family Separation Allowance (FSA)
+ BAQ/VHA with dependents

e. Allotments

. Medical/Dental

a. Family member records
b. DEERS
c. Health Benefits Advisor

« TriCare
- Champus

. Support Programs

a. Key Volunteer Network (KVN)

b. Chaplain's office support for families

o

. Exceptional Family Member Program
d. Marine New Parent Support Program

e. Marine Corps Family Team Building

—

Navy Wifeline Association

. Practical Matters

a. Reviewing and updating checklist and
worksheets

b. Important information available to
family members

UNIT READINESS

Regarding Unit

1. Manpower

2. Training

3. Equipment
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Appendix B

(R Gl Bcusion Emergency Information Worksheet

Leaders Chapter 12, 5/97

D

ate Completed/Updated

Keep this information easily accessible near the phone or with family members when away from home.
Having information in writing can help prevent confusion during an emergency. Consider giving a copy to parents/friends as needed.

Service Member's Information:

Full Name

Rank and Grade

Social Security Number

Home Phone

Full Home Address

Work Phone

Full Work Address

Unit Name / Unit's Phone

Unit's Full Address

Spouse's Information: (note if not living with you)

Full Name

Home Phone / Full Home Address

Work Name / Work Phone

Work Address

Children's Information: (note if not living with you)

Eull Name Age / Birthdate Allergies School / Care Provider /[ Phone
Immediate Family Members: Phone Eull Address
Local Friends / Neighbors: Phone Full Address

Chaplain - Name / Phone / Unit

Family Readiness Officer (FRO) - Rank/Name/Phone

Key Volunteer Network -Volunteer's Name/Phone

American Red Cross - Phone / Address

Navy Marine Corps Relief Society - Phone / Address

Other
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égregﬂgif)ér (D:iSCUSSiOH D 0 C U m e n tS WO r kS h e et ate Completed/Updated

Leaders Chapter 12, 5/97

D

Be sure that all Important documents are safely stored and accessible when needed

Type of document Serial/lmportant Numbers Location
Adoption Papers -------------------

Auto/vehicle Titles --------=cc=ocoo-

Auto/vehicle Insurance -------------

Bank/Checking Accounts -----------

Birth Certificates ----------====c-=---

Citizenship/Naturalization Papers ---

Credit Card Numbers --------------

Death Certificates -----------=-=----

Deeds and Mortgages --------------

Divorce Papers ----------=----oa---
Family ID Card Numbers -----------

Leave&Earnings(LES) --------------

Marriage License and Cert. ---------

Passports/Visas ----------==--=-----

Powers of Attorney / Exp Date ------

Proof of Service Documents --------

Real Estate Papers ----------------

Rental Agreement Papers  ---------

Safety Deposit BOX -------=---------

Savings Bonds -------------mmnameon

Tax Records --------====ccmmmeeeamn

Titles (boat, trailer, motorcycle) -----

Vaccination Records (including pets)




Other
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Appendix D

User's Guide for Discussion Lead-

ers Chapter 12, 5/97

D

ate Completed/Updated

Property Worksheet

Be sure to note serial numbers or account numbers where appropriate.

Audio and Video Equipment: Other
Camera
Tools, Yard and Auto Equipment::
CD changer Buffer
CD player Car wash equip.
Radio Chain saw
Drill
Receiver Hand tools
Speakers,
Stereo
Lawn mower
Tape player Power saw
Television Snowblower
Other
TV game player
Jewelry:

Video camera

VCR-Videocassette recorder

Other
Furniture / Rugs :
Beds
Hobbies: Chairs
Boat/Trailer
Bike Clocks (standing)
Camping equip. Dining set
Golf Dressers
Lamps
Exercise equip. Rugs
Fishing equip. Other

Hunting equip.

Sewing equip.

Sports equip.

Other

Home Office Equipment:
Answering machine

Copy machine

Computer

Fax machine

Monitor

Phone (including car phone)

Kitchenware / Dishes / Appliances:
Air conditioner.

China

Crystal

Dishwasher

Dryer

Food processor

Microwave

Oven

Pots and pans

Silver

Stove

Washing machine

Other

Printer

Scanner

Other Personal Property:
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

USMC COUNSELI NG PROGRAM

1. Introduction. This programwas designed for you, the |eader,
to develop skills in conmmunicating with your Marines. It also
addresses existing requirenents regulating the frequency and
conduct of interpersonal conmunications. You as a |eader are
responsi ble for correcting and commendi ng Mari nes who work under
you. To performthis task effectively you will have to use
communi cation skills.

2. Overview. There are two purposes for this lesson. First, it
wi |l educate | eaders on how to conduct a counseling session in
accordance wth the Marine Corps order on counseling. Second, it
provides a basis to instruct your subordinate | eaders as part of
devel opi ng your unit counseling program W' |l acconplish those
goals by taking a ook at the different types of counseling, the
frequency that counseling should occur, the parts of a fornal
counsel i ng session, and counseling techniques.

3. Ref er ences

MCO P1610. 12, Marine Corps Counseling Program
NAVMC 2795, User's @uide to Counseling

4. Discussion. Before 1984, the principle tool for counseling
was the fitness report. The report can be a useful tool, but it
focuses on past performance: successes and failures of duties
al ready acconplished. How can you inprove future performance of
your Mari nes?

a. The Marine Corps counseling program

(1) The Marine Corps counseling programconsists of two
parts. The first is performance eval uation, contained in the
fitness report or pro/con marks, and is based upon the docunented
past performance of the Marine. The second part and what we are
going to focus on today is PERFORMANCE COUNSELI NG whi ch focuses
on the Marine's future. These two program parts are consi dered
to be separate but conplenentary.

(2) Performance counseling should be a two-way
communi cati on between the junior and senior that is positive and
forward | ooking with the ultimte purpose of devel oping the
i ndividual Marine. The aimis to strengthen an individual's
per formance, and by so doing nmake our unit nore capable of going
pl aces and achi evi ng objecti ves.
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b. The counseling process. The counseling process is
broken down into three types of counseling sessions: initial,
foll owon, and event rel ated. Initial and foll ow on sessions
are considered FORMAL counseling. Event-elated sessions are
defined as | NFORMAL counsel i ng.

(1) Let's start off by discussing the first type of
counsel ing-formal counseling. The characteristics of a fornal
counseling session are that it is planned:

(a) The senior eval uates how the Marine has been
doi ng.

(b) The senior devel ops future targets.

(c) The Marine is infornmed of the upcom ng session
and its content.

(d) The senior prepares an agenda ahead of tine.

(2) How rmuch time should you set aside for a fornal
counseling session? 1 hour? 2 hours? 30 mnutes? The answer
is to make sure you don't shortchange the Marine. You nust all ot
sufficient time to focus on the junior's overall performance and
SPECI FI C expected acconplishnents over the next several weeks or
nmont hs.

(3) The initial counseling session is the first tinme that
the two of you have fornmally sat down and di scussed the future of
the junior Marine. This session should lay the ground work for
the continuing professional relationship. This is when the
seni or explains his/her goals and expectations for the unit, and
how they relate to the junior. They should also jointly arrive
at targets for the junior to neet before the next session.

(4) Any other formal session that occurs after that
initial session is considered to be a FOLLOWM ON session. Here
the individual's progress is nonitored, any problens are worked
on, and senior and junior plan future targets for the next
peri od.

c. Frequency of counseling.

(1) An initial counseling session nmust occur according to
the Marine Corps order within 30 days of the establishnent of a
new seni or subordinate rel ationship. Wat do we nean by a new
seni or subordinate rel ationship? Does this nmean that you have to
conduct a formal initial counseling session with every Marine in
your platoon within 30 days? NO
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(2) A platoon commander will normally only counsel
hi s/ her platoon sergeant, and squad |eaders formally. He/she
woul d then briefly speak to each of the corporals and bel ow, but
who will be counseling the corporals? That's right, the
sergeants wll, and who wll be counseling the |ance corporals
and below? That's right, the corporals will. Thus, you nust
al so be able to teach these techniques to your subordinate
| eaders.

(3) It is clear that | ance corporals and bel ow nust
receive a followon session every 30 days. These Marines have
t he nost devel oping to do and need nore frequent feedback. For
corporals and above, once the initial counseling session is done,
a followon counseling session nmust occur within 90 days. After
that a foll ow on session nust be done at |east every 6 nonths.

d. Five elenents of a formal counseling session. Nowlet's
| ook at the actual parts of a formal counseling session. These
are the five el enents.

Preparation
Openi ng
Mai n Body
Cl osi ng
Fol | ow Up

(1) Let's look first at the PREPARATI ON phase. The
preparati on phase is where the seniors nmake their noney. They
shoul d:

(a) Review the Marine's current performance in
relation to the previous targets that were set.

(b) Gve the junior advance notice of the tinme and
content of the session.

(c) Select an appropriate location. Should you
al ways use your office? That's convenient, but consider neutral
ground, |like a conference roomwhere you are less apt to be
i nterrupted.

(d) Make a plan, or AGENDA, in witing for the
session. Use this as a guide to help you conduct the session.

(e) Decide what approach to take.
Directive (senior does the talking)

Non-directive (junior does the talking)
Col | aborative (both do the talking)
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(2) Once the preparation phase is done you are actually
ready to conduct the session. Wich takes us to the next el enent
of a formal session, the OPENING The Marine will formally
report to you and you should set himat ease by making sone snal
tal k, or maybe offering him sone coffee.

(3) Now you are ready for the MAIN BODY of the counseling
session. This is when you review the Marine's progress agai nst
previous targets, and develop a plan and targets for the next
period. Unless you are using a conplete directive approach,
ensure that you INVOLVE THE MARINE I N THE PROCESS. If he feels
that he has input into his own future, he will be that nmuch nore
inclined to excel.

(4) CLOSING At this point you nust ensure the Marine
understands the targets and is commtted to them If you don't
summari ze what concl usi ons have been reached, you risk having the
Marine | eave wi thout being on your "sheet of nusic.”

(5) FOLLOMUP. Two things occur during this |ast el enent
of a formal session: docunentation and follow up. Docunentation
is not mandatory, but highly recommended. You can use the forns
| ocated in the Marine Corps guide for counseling, which contains
one exanple for |ance corporals and bel ow and one form for
corporals and above. Followup is sinply that. |If Sgt Wite said
that he was commtted to showwing up with a fresh haircut on
Mondays to inprove his mlitary appearance, then next Monday you
shoul d be specifically |ooking for that.

e. The informal counseling session. Now let's discuss
i nformal sessions. Judgnent and comon sense determ ne when
i nformal counseling is required.

(1) This counseling normally happens when the junior or
senior sees a need for it, i.e. it is usually event driven. The
event can be positive or negative, and the session should be kept
short and reinforce a specific aspect of performance. "Sgt Wite,
| ast week you told nme you were conmtted to making an inprovenent

in your appearance. |It's Mnday norning, and you |look like a
seabag with lips. Find some way to get your nelon scraped in the
next 30 mnutes.” Also renmenber that it can and shoul d MORE

OFTEN be on the positive side. "Sgt White, you' re | ooking sharp
today, that's exactly what you needed to do to inprove that
mlitary presence."

(2) Now that we've covered the two types of counseling
which are what? (formal and informal), and the three types of
counsel i ng sessions, which are? (initial, follow on, and event
related), let's tal k about sone counseling techniques. W wll
| ook at six techniques for effective counseling.
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f. Counseling techniques.

(1) Setting targets. Let's look at the first: setting
targets. Realistic and specific targets are set during fornal
sessions, and should be considered a notivational tool as well as
a way to neasure a Marine's progress.

(a) Targets must be neasurable, realistic,
chal | engi ng, and you MUST have themin order to effectively
i nprove an individual's performance. They need to be SPECI FI C.
VWhich is better? "Sgt Wiite, you and | have determned that if
you have a better mlitary appearance it will add to your
| eadership abilities.”" or... "Sgt Wite, as part of our plan to
I nprove your appearance, let's say that every Mnday norning, you
will have a fresh haircut, and a set of utilities straight from
the cleaners. Do you think you can do that?"

(b) These targets should be limted in nunber to
avoi d over-burdening the Marine, and unless it is a directive
session, they should be jointly set by the junior and senior.
Only revise themif circunstances outside of the person's control
change, not if the Marine cannot performthem

(2) Problemsolving. The next counseling technique is
probl em solving. This technique is used when sonet hi ng has
occurred that is hindering the Marine's performance. The
guestions on the slide are fromthe counseling handbook, and
al t hough they | ook wordy, if you ask each of them according to
the situation, they can help sort out the problem

(a) Perhaps when you ask "If there is sonething about
the junior that is preventing performance?", you m ght find out
t hat he does not have the required nental or physical ability.
When you ask the question, "Is there sonmething outside his
control that is hindering hin?", you wll find out that he does
not know that his performance is not neeting expectations. Does
he have the necessary knowl edge? O is he mssing certain
necessary skills? Perhaps the Marine has an attitude that
prevents him from progressing.

(b) Whatever the problemturns out to be, we nust
al ways be willing to consider that it m ght be sonething outside
the junior's control. More often than not, it is sonething that
we have not done correctly. Confusion caused by poor targets,
| ack of feedback on his performance, and |ack of positive
rei nforcenent are conmon problens. QOhers can be conflicting
demands on the junior's tine, insufficient resources, and | ack of
del egated authority to achieve desired results.

(c) Once the problemis identified, we need to start
| ooki ng at solutions. You nust |ook at these factors and deci de
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if the solution you have picked is the best one. Above all, it
shoul d be realistic and as sinple as possible.

(3) Questioning. The next counseling technique is
guestioning. Questioning is valuable as a tool to bring
probl ens, viewpoints, and attitudes to the surface, and to
stinmulate thinking. There are four types of questioning which
are closely related to the type of counseling approach you decide
to use.

(a) The cl osed ended question. Commonly used when
you want a yes or no answer. \Wat counseling approach woul d best
be supported by this type of counseling? Yes, the direct
appr oach.

(b) The open ended question. This pronpts the
i ndi vidual to give an explanation and forces themto open up nore
in order to share their thoughts. What counseling approach would
be best served by this kind of question? That's right, the
non-di rective approach.

(c) The probing question. This kind of question is
meant to take the conversation further and force the junior to
think. "What now, |ieutenant” is a common one asked at TBS.

(d) The interpretive question. This question is one
where you draw a conclusion and solicit the other's agreenent or
di sagreenent. This is a good way to wap up a series of
gquestions and to draw concl usi ons.

(4) Active listening. The next counseling technique is
active listening. Wen you nanage to get your Marines to open up
to you, you nust be able to listen to what they are saying and
interpret it. There are two barriers that can prevent you from
doing this; lack of concentration, and filters.

(a) Lack of concentration is sinply that. W listen
four times faster than we speak, and often we use that extra tinme
to think about sonething else, |like what we're going to say next.
It is essential that you give 100% of your attention to the
Marine. Al the nore inportant that you have schedul ed the
session in a place and tine where you will not be interrupted.

(b) Filters occur when, because of a bias, we refuse
to listen to a person. A Marine ignores directions because he
does not |ike the appearance of the person giving directions.
What woul d be sonme ot her exanples of filters? |If you think
sonmeone is unintelligent, out of shape, speaks differently or is
froma different background.

(c) Sonme techniques for effective |istening:
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[1] Listen for generalizations or threads of
meani ng that can be deduced fromthe facts.

[2] Listen for facts (Pvt Jones was 30 m nutes
| ate) and distinguish themfrom opinions (Pvt Jones doesn't care
about doing a good job).

[3] Listen for changes in tone of voice, rate of
speech, and volune. This may indicate that the junior is unsure
about sonething or may not want to cone forth with sonme
informati on. Watch for non-verbal cues (avoiding eye contact,
sl unping, clenched fists). Renenber, active listening is not
only hearing what is said, but it is also interpreting the
meani ng of what is said.

(5) Feedback. The next counseling technique is giving
f eedback. Feedback is basically letting soneone know how t hey
are doing. Unless it is a directive session, you should use nore
positive that negative reinforcenment. Focus on specific actions
and events and not personal issues. Relate the feedback to the
set targets and the unit's targets. |If the person is silent, use
probi ng questions to get responses. Allow the junior to vent
enotions, but avoid argunents. Feedback is nost effective if:

(a) It deals with things that can be changed.

(b) I't istimely (If Sgt Wite doesn't have his hair
cut on Monday, it is ineffective feedback if you don't speak to
hi muntil Wdnesday).

(c) I't should be geared toward the individual's
needs, not yours. Sinply venting your anger acconplishes
not hing. You are not prepared to hear the junior's responses.

(6) Planning for inprovenment. The |ast counseling
technique is planning for inprovenent. The inportant things to
remenber here is that the plan is JO NTLY devel oped, and shoul d
have specific steps and a tinetable. The plan then becones part
of the on-going counseling process to track progress and
pr obl ens.

5. Summary. Counseling your Marines. Setting aside specific
periods of tine to discuss their future, and teaching your NCO s
how to counsel their Marines is one of the best tools that a

| eader can use to develop trust and understanding in the unit.
In order to do that, you nust understand the material that we've
covered today--the different types of counseling, the frequency
wi th which counseling should occur, the parts of a forma
counsel i ng session, and counseling techniques. YQU are the one
who will either do it or ignore it. |If there is one reason that
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many of us do not do it well, it is because we do not practice
it, and we think we are so busy that we do not schedule the tinme
for it.
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

PROFESSI ON OF ARMS

1. Introduction. |Is the Marine Corps considered to be a
profession? Are all Marines professional s? Wat uni que demands
are placed on Marines by our society? These are a few of the
guestions which will be discussed during this sem nar on

pr of essi onal i sm

2. Overview. Mlitary service is a difficult profession and it
makes uni que demands on each individual. Unless the Corps

| eaders recogni ze and dedi cate thensel ves to neeting those
demands in a professional manner, the Corps will not stand ready
to assist with the inportant role of the mlitary in keeping the
nation secure.

3. References. The follow ng provide additional information on
t he Profession of Arns:

FMFM 1-0, Leadi ng Mari nes

FM 22-100, Mlitary Leadership

NAVMC 2563, The Arned Forces Ofi cer

The Sol dier and the State, by Sanuel P. Huntington
The Professional Soldier, by Mrris Janowtz

Those Who Can Teach, by Ryan and Cooper

4. Notes to The D scussion Leader

a. In preparing to lead this sem nar on professionalism
t he di scussion | eader should famliarize hinself with sone of the
literature and manual s avail able dealing with the profession of
arnms and the term professionalism NAVMC 2563, The Arned Forces
Oficer, Chapters 1-3, and FM 22100, Mlitary, Leadership
Chapter 3, wll provide sone additional insights into the neaning
of professionalismw thin the mlitary services. Additionally,
Sanuel P. Huntington deals with the issue in his book The Sol di er

and the State, as does Mrris Janowitz in his book The
Pr of essi onal Sol di er.

b. This discussion guide is just that, a guide, and is not
meant to be the "end-all" of |eadership instruction on the
subject, but it does provide the basic points for discussion.
only you, the |eader, know what your unit needs nost, and
therefore, you nust eval uate what needs to be enphasi zed,
nmodi fi ed, or expanded.
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c. Wen leading this discussion, renenber that the
effectiveness of the group |earning experience is primarily
dependent upon your preparation and your ability to fulfill
duties as the discussion | eader.

your

5. Discussion. As professional mlitary | eaders we have
obligations and responsibilities to our Corps, to our Country,
and to ourselves. Unless we understand the full extent of those
responsi bilities, and appreciate the uni que nature of our

pr of essi on, we cannot dedi cate ourselves to neeting those
obligations. Today we will discuss professionalismwthin the
Marine Corps. 1In so doing, we hope to increase our Marines

awar eness of the uniqueness of their role as mlitary

prof essionals, and rem nd them of the responsibilities associated
with that role. The agenda for today's discussion is:

a. Discuss the characteristics of a profession.
b. Define the termmlitary professional.
c. Discuss the need for professionalismin the Corps.

d. ldentify some responsibilities of being a nenber of the
prof essi on of arns.

e. D scuss the devel opnent of a professional attitude.

f. ldentify sonme professional problens facing our Corps.
6. Appendi x

Appendi x A.  Di scussion Leader's Quide
Appendix B. An AOd Soldier to the New Ones: Duty, Honor, and
Country
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APPENDI X A
Pr of essi on of Arns

1. Discuss the characteristics of a profession.

Note: Your goal for this portion of the discussion is to point
out that the Arnmed Forces, and the Marine Corps in particular, is
not just a job but a profession. A profession which is held in
esteem by their society and considered a "calling" by many.

a. WHAT IS A PROFESSI ON?

(1) Webster's New Collegiate Dictionary defines the word
prof ession as foll ows:

"Profession. 1: the act of taking the vows of a
religious coommunity 2: an act of openly declaring or publicly
claimng a belief, faith or opinion 3: an avowed religious faith
4: a calling requiring specialized know edge and often | ong and
i ntensi ve academ c preparation b: a principal calling, vocation,
or enploynment c: the whole body of persons engaged in a calling.”

(2) These definitions are fine, but deal with the subject
in a very general way. Several authors have attenpted to point
out specific factors that help define a profession. Ryan and
Cooper in their book Those Who Can Teach, have established a
specific list of such factors. W have |listed them bel ow for
your information. The sem nar shoul d di scuss each of the eight
characteristics, and how they relate to the Marine Corps.

(a) A profession renders a uni que social service.
The nost obvi ous social service rendered by the Corps is the
defense of the nation. However, there are others such as
provi di ng technical skills used by our society and providing
young nen and wonen with experience in | eading others.

(b) A profession relies upon intellectual skills.
Intellectual skills utilized by the Arned Forces i nclude
| eadership, notivation, ethics, |law, nechanics, all forns of
engi neering, etc.

(c) Becom ng a professional involves |ong periods of
specialized training and experience. Recruit training, TBS,
formal schools, career schools, civilian education progranms and
i ntense periods of QJT and experience are all utilized by the
Armed For ces.

(d) A profession has consi derabl e aut onony and
deci si on meking authority. Although Congress and our civilian
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| eaders provide a great deal of guidance to our Arned Forces,

each service still retains a | arge degree of autonony in the

manner in which it trains and in establishing its own internal
regul ati ons and st andar ds.

(e) Menbers of a profession are held personally
responsi ble for their actions and decisions. This is true for
all Marines but especially so for |eaders in the Marine Corps.
We accept responsibility for our troops and for our units, and we
are held accountable for our actions. Society expects us to do
what is right and correct in all situations.

(f) Service is enphasized over financial rewards. No
one shoul d associate thenselves with the Marine Corps in
anticipation of personal reward. People who are seeking
sel f -aggrandi zenment in our profession standout |ike sore thunbs,
and their actions tend to splinter our goals and detract from
esprit de corps. Being a Marine often requires personal and
famly sacrifices not expected of the average citizen or of other
pr of essi onal s.

(g) A profession is self-governing and responsible
for policing its owm ranks. In the Marine Corps we have both
general and specific neans of governing ourselves. The UCM], the
Code of Conduct, and Title 10 of the U S. Code apply to all of
the Armed Forces, yet each branch of service adm nisters unto
itself and establishes its own standards and regul ati ons to neet
its peculiar needs.

(h) Professions have their own code of ethics which
est abl i shes acceptabl e standards of conduct for its nenbers. |In
general the Arned Forces have the UCMIJ, the Code of Conduct, and
Title 10 of the U S. Code as well as other governnental decrees
whi ch help to establish our code of ethics. Each service
anplifies those docunents in witten and unwitten formto
establish its own particular code of ethics. |In the Marine Corps
we achieve this through Marine Corps regulations and to a great
extent through custonms, courtesies, and traditions upon which our
Corps was established and continues to grow.

b. ARE THERE OTHER CRI TERI A VWHI CH ESTABLI SH THE MARI NE CORPS
AS A PROFESSI ON?

(1) Yes. In the history of our civilization the mlitary
has held a position of respect. Along with nedicine, |aw, and
the priesthood, it has been recognized since at |east the eighth
century in Western civilization, and since 2500 BC. in Asia, as a
speci al calling.

(2) Define the termmlitary professional.
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(a) WHAT IS A M LI TARY PROFESSI ONAL?

(b) FM 22100, Mlitary Leadership (1973 Rev), states:

"Amlitary professional is a person who has undergone
speci al preparation and training. A professional possesses the
know edge on which professional actions are based and the ability
to apply this knowl edge in a practical way. The profession is a
means of earning a living, but wages do not beconme the primary
pur pose of their work."

c. WHAT DO YOU HAVE TO DO BE TO BE CALLED A PROFESSI ONAL
MARI NE?

(Have the group identify and |ist characteristics of a
prof essional Marine. The list should include those listed
bel ow. )

(1) To be a professional a Marine nust be:

(a) Conpetent. To be conpetent Marines nust study
and work to becone expert in their field while continually
striving to inprove their know edge and expertise in all mlitary
related skills appropriate for their rank and assi gnnent.

(b) Responsible. To be responsible Mrines nust
first make sure that they know what is expected of them and then
they nust work to fulfill those expectations. These expectations
cone fromtheir inmredi ate supervisor, but also are associ ated
wi th holding a particular rank within the Corps.

(c) Dedicated. To be dedicated Marines nust be
willing to make personal sacrifice. They nust put thensel ves and
their personal needs secondary to the needs of the Corps. As
poi nted out in Annex A, Duty, Honor, and Country are the
gui deposts for a mlitary professional and w thout dedication a
Marine will not put these ahead of personal desires.

d. SINCE WE HAVE ESTABLI SHED THE MARI NE CORPS AS A
PROFESSI ON DCES THAT MEAN THAT EVERY MARI NE |'S A PROFESSI ONAL?

(1) Some authors insist that only officers and SNCOs are
professionals. This type of thinking is contrary to the Marine
Cor ps phil osophy of |eadership. Every Marine can be a
professional to the extent that he/she practices the previously
|isted characteristics of a professional. However, it nust be
pointed out that |like all the other professions, the Marine Corps
possesses sone nenbers who are not as professional as others and
their lack of professionalismadversely inpacts the Corps.
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(2) These individuals put their personal needs ahead of
the Corps. They shirk responsibility while continually placing
bl anme el sewhere. They usually |ack anbition and are indifferent
toward i nproving their know edge and skill |evel.

e. WHAT CAN YQU, THE | NDI VI DUAL MARI NE, DO TO | MPROVE
PROFESSI ONALI SM | N THE CORPS?

(1) Do your job 24 hours a day to include but not be
l[imted to the foll ow ng:

(a) Execute all orders imedi ately, to the best of
your ability, working thoroughly and conscientiously.

(b) Maintain a positive attitude in your approach to
all tasks, requirenents, desires, disappointnents, etc.

(c) Adhere to basic principles of |eadership as
appropriate to your rank and job assignnent.

(d) Carry out the 6 troop |eading steps as
appropriate to your rank and job assignnment with particul ar
enphasi s on the supervisory aspects; pay attention to detail.

(e) Strive for excellence in all that you endeavor or
in that which is demanded of you.

(f) Set a definite goal for yourself NOW and
continuously and persistently work toward that goal. Witing
until you are in the pronotion zone or a civilian is too late to
start. Develop a strong desire to obtain what you want fromlife
and take the initiative (don't procrastinate) to attainit. "A
gquitter never wins and a Wi nner never quits."

(g) Maintain yourself in the best physical condition
and realize the inportance of physical conditioning to a
successful life.

(h) Don't be satisfied or conplacent with that which
you have but strive continuously to inprove yourself in all areas
(i.e., education, habits, spiritual, nmental and physical
wel | - bei ng).

(1) Maintain an i muacul ate and wel |l grooned
appearance at all tines and realize the inportance and the
psychol ogi cal effects a favorable inpression has on others, your
j ob, your unit, etc.

(j) Realize the trenmendous inportance of the quality
of loyalty, and be loyal to yourself, your unit, your Corps, and
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your Country, always rendering faithful and wlling service
under any and all circunstances.

(k) Realize that "no one is an island” and that it is
extrenely inportant to cooperate with and live and work in
harnmony with others. That which one does or fails to do today
has a trenendous effect on others and on his/her own personal
| ong range goal s.

(I') Follow the Golden Rule: "Do unto others as you
woul d have them do unto you."

(m Resist the tenptation to "keep up with the Jones
and don't get into debt by exceeding your inconme. Live within
your means and program for the future. Be aware of the pitfalls

of buying on credit, and establish a savings program

(n) Develop a sense of hunor. Quite often this is
the saving grace between conplete despair and triunph. "Smle
and the world smles with you, cry and you cry al one.”

(o) Develop self control. The nan who cannot contro
hi msel f cannot expect to control others. Self-discipline is a
must .

(p) Develop self-confidence. |If you are not
confident that you can do a task, no one else wll be. Sel
yoursel f.

(gq) Analyze yourself to the point that you know
yoursel f, your traits, strong points and weak points, and work
continually to strengthen or elimnate the weak points. Know that
the physical, nental and spiritual aspects shoul d conpl enent each
ot her for best performance and success in life.

2. Discuss the need for professionalismin the Marine Corps

a. VWHY | S PROFESSI ONALI SM | MPORTANT | N THE CORPS?
(1) Answers shoul d incl ude:

(a) Marines are public servants and are responsible
for the defense of the nation. They perforns a necessary service
which the civilian public needs, and when that service is
required the public expects and deserves nothing |l ess than a
professionally trained and notivated force.

(b) A leader is responsible for the lives of his
Marines. |In conbat a | eader may have to take risks which
endanger their lives in order to acconplish a mssion. |If a
| eader is careless, and has not conditioned hinself and trained
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his followers to act professionally, a unit may suffer needl ess
casual ti es.

4. ldentify sone responsibilities of being a nenber of the
prof essi on of arns.

Read or display the follow ng quote.

"What you have chosen to do for your country by
devoting your |life to the service of your country
is the greatest contribution that any man coul d

make. "
John F. Kennedy
35th President of the United States
6 June 1961

Note: This quote is indicative of the esteem which many
civilians hold for nenbers of the mlitary. However, with that
esteem cone certain expectations.

a. AS M LI TARY PROFESSI ONALS WHAT UNI QUE DEMANDS ARE PLACED
ON US BY QUR SOCI ETY?

(1) Because of the type of work and its responsibilities,
there is a great need for the devel opnent and mai nt enance of high
standards of conduct anong the nmenbers of our profession. A
Marine just as other nenbers of the Arnmed Services nust follow a
uni que val ue system which sets hima part fromthe rest of
society. This value systemis based upon obedi ence, courage,

di scipline, selflessness, and honor; the principle ingredients
of the mlitary ethic.

5. Discuss the devel opnent of a professional attitude.

a. WHAT LEADERSHI P QUALI TI ES SHOULD MARI NE LEADERS DEVELCP
| N ORDER TO ENHANCE THEI R PROFESSI ONALI SM?

(1) Have the group list the qualities on a flip chart,
chal kboard, or other aid so all can see the list. The |list should
i ncl ude:

(a) Techni cal Conpetence. You nust know your job and
do it well in order to | ead others.

(b) Values. To devel op professional values and
attitudes, you sinply resolve to Il et nothing be nore inportant to
you than the welfare of your Marines, the acconplishment of your
m ssi on, and your personal integrity. (Values are covered in
nore detail in "Instilling and Devel opi ng Val ues.")
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(c) Ethical conduct Your val ues include what you
want, but your ethics are nore involved with the way you get what
you want. In getting what you want a | eader nust be concerned
wi th proper conduct and the distinction between right and w ong.
Not hi ng nmust sway hinm her from choosing a course of action which
isright, i.e., conformng to ethical and noral standards.
(Ethics are covered in "Ethical Leadership.")

b. WHAT STEPS SHOULD A LEADER TAKE TO FOSTER PROFESSI ONALI SM
| N SUBORDI NATES?

(1) Again, use an aid to display the listing. The Ilist
shoul d i ncl ude:

(a) Being a professional Marine. Setting the
exanpl e.

(b) Letting subordi nates know what it neans to be a
professional. Defining professionalismin specific terns.

(c) Stressing the uni queness of the profession and
expl aining the responsibilities associated with being a Mrine.

(d) Wearing the uniformwi th pride and insisting on
t he sanme from subordi nates.

(e) Cultivating in each Marine's heart a deep,
abi ding | ove of Corps and Country by historical, educational, and
patriotic address.

6. ldentify sone professional problens facing our Corps.

Note: The di scussion | eader shoul d point out that the Corps
faces two problens which are hurting the professional image the
Mari ne Corps has devel oped in over 220 years of service to this
country. These problens are: Careerismand a perception anong
Marines that they work at an ordinary job with ordinary
responsi bilities (occupationalism

a. WHAT ARE SOVE | NDI CATORS OF THESE PROBLEMS?
(1) Careerism

(a) Marines seeking advancenent for its own sake and
seeing it exclusively as a goal rather than an opportunity to do
sonet hing of greater value for their nation and the Marine Corps.
These individual s accept pronotion just for the additional
recogni tion and conpensation while trying to avoid increased
responsi bility.
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(b) Marines nore concerned with "ticket punching” and
| ess concerned with the contributions they make for the Mrine
Corps. These individuals avoid certain billets because they are
not "career enhancing." They attenpt to get a highly responsible
billet for a mniml anount of time. During this tine they are
| ooki ng for recognition, but do not want to make waves. They
want in and out, taking all but contributing little.

(c) Marines who accept credit for successes, but are
qui ck to bl ane others when things go wong. Wen things are
going well these individuals are at the front of the line for
recognition. However, if sonmething goes wong, they are the
first to point fingers.

(2) Cccupation rather than profession.

(a) Money becones nore of a notivation than the
nature of the profession and its associated responsibilities.
This individual is nore concerned with enhancing his take hone
pay and if a higher paying opportunity presents itself outside
the Corps he will take it.

(b) A feeling anong sone officers and enlisted
personnel that what they do in their off duty hours is of no
concern to the Marine Corps. This is what we call the "0800-1600
syndrone" and is denonstrated by an individual's insistence on
"my tinme" versus the Corps' tinme. He is |less concerned with
getting the job acconplished and nore interested in quitting
time. This individual |acks a sense of responsibility and deep
commtnment to the Corps.

(c) Atendency in many specialist fields to play down
and in some cases ignore the responsibility to develop a w der
mlitary expertise. Also, identifying nore strongly with their
"specialty" than with their unit or with the Corps. This
i ndi vidual takes a very narrow view of his/her duties within the
Corps. CQutside his specialty, he/she does just the m ninmum
required to stay out of trouble and refuses to develop his
overall abilities.

b. REALI ZI NG BOTH PROBLEMS ARE HARMFUL TO UNI T READI NESS AND
THE | NDI VI DUAL' S ABI LI TY TO PERFORM | N COVBAT, WHAT CAN A LEADER
DO TO ATTACK BOTH | SSUES?

(1) Leaders must render objective eval uations on
subor di nat es and counsel them accordingly.

(2) Leaders nust set the exanple for subordinates and
live a life according to the mlitary ethic. Keep in mnd the
principal ingredients of the mlitary ethic are obedi ence,
courage, discipline, selflessness and honor. These are not only
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desired traits; they are essential characteristics of a
prof essional fighting force.

(3) Leaders must continually enphasize the inportant and
essential function we performas Marines keeping the nation
secure.

(4) Leaders nmust set and enforce standards which wll not
tolerate the actions of careerists and those who view the Corps
as sonething |less than a profession.

8. Sunmary

a. Summarize the main points of the discussion.

b. Sir John Hackett in his book, The Profession of Arns,
points out that mlitary professionals are expected to "get out
there and get killed if that's what it takes." Al though sonmewhat
sinply stated, this quote does point out the extent of the
dedi cation necessary to be called a mlitary professional.

c. Professionalismmust be the heart of every Mrine | eader.
The | eader nust not only conduct hinself/herself in a
pr of essi onal manner, but nust also develop a spirit of
professionalismin all Marines.

d. Renenber, on becom ng a Marine you have entered upon one
of the ol dest and nost honorabl e professions. However, with this
prestige conmes the responsibility of conducting yourself in a
manner consi stent with the thousands of proud, dedi cated,
cour ageous Marines who have served our Corps well and nade
tremendous sacrifices for our country.
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

FOUNDATI ONS COF LEADERSHI P

1. Introduction. Wat do things such as | eadership traits and
principles; authority, responsibility and accountability; norale,
"esprit de corps," discipline and notivation nean to us as
Marines, or nore specifically, as |leaders of Marines? It is

i nportant that we understand not only the definitions, but also
how t hese various elenents fit together so that they may be
effectively utilized by |eaders of Marines at all levels. During
this section, we wll review these concepts and their

rel ati onshi ps, and focus on how they may be enpl oyed.

2. Overview. The purpose of this period of instructionis to
ensure each Marine understands the foundations of Marine Corps
| eader shi p.

3. References

FMFM 1- 0, LEADI NG MARI NES
FM 22- 100, M LI TARY LEADERSHI P
THE MARI NE OFFI CERS GUI DE
THE GUI DEBOOK FOR MARI NE NCOS

4. Discussion Leader Notes

a. This session seeks to provide the student with a
conpr ehensi ve under standi ng of the foundations of Marine Corps
| eadership. Developing this foundation is essential for further
devel opment of effective |eadership skills. This nmethodol ogy is
consi dered appropriate for groups having a | evel of experience
that facilitates an exchange of ideas and stinul ates di scussion
to inprove |l eadership within the unit. Training for Marines
| acki ng such experience may be nore appropriate using another
met hodol ogy, such as | ectures.

b. This discussion guide is just that, a guide. It is not
meant to be the definitive manual on | eadership instruction.
I nstead, it provides the basic points for discussion. Only you,
t he | eader, know what your unit needs nost; therefore, you nust
eval uate what needs to be enphasi zed, nodified or expanded.

c. Appendices A, B and C are for use by the discussion
| eader only. Appendices A and B may be reproduced and
distributed after the discussion. Appendix C should not be
di ssem nat ed.
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d. Appendix D should be distributed to every Marine in the
unit.

5. Discussion

a. Traits and principles. The traits and principles of
| eadership are the basic fundanentals that Marines use to devel op
their owm |eadership abilities and that of their subordinates.
Di scuss these key factors in detail to ensure that all Marines
fully understand what they nean.

(Note: The discussion | eader should display first the traits,
then principles slide, utilizing appendices A and B to conduct
the discussion as follows. For each trait, ask the group for a
definition of the trait, discuss the significance of the trait,
and identify exanples of the trait denonstrated in action. For
each principle, follow the sane general procedure: define,

di scuss and elicit exanples of how an effective | eader m ght
apply each.)

(1) Leadership traits

) Beari ng

) Courage (both physical and noral)
) Deci si veness

) Dependability
) Endur ance

) Ent husi asm

) Initiative

) Integrity

) Judgnent

) Justice

k) Know edge
Loyal ty

m Tact

n) Unsel fi shness

a
b
c
d
e
f

g
h
[

N—r

(2) Leadership principles

(a) Know yoursel f and seek sel f-inprovenent.

(b) Be technically and tactically proficient.

(c) Devel op a sense of responsibility anong your
subor di nat es.

(d) Make sound and tinely decisions.

(e) Set the exanple.

(f) Know your Marines and | ook out for their welfare.

(g) Keep your Marines inforned

(h) Seek responsibility and take responsibility for
your actions.

(1) Ensure tasks are understood, supervised and
acconpl i shed.
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(j) Train your Marines as a team
(k) Enpl oy your command in accordance with its
capabilities.

(3) The results of failure to apply these fundanentals are
obvious. For exanple, a |leader's |ack of know edge or judgnent,
or failure to | ook after his/her Marines' welfare or to make
sound and tinely decisions could result in the unnecessary |oss
of Marines' lives. Qur profession is deadly serious when it
cones to the requirements for effective | eadership by al
Mar i nes.

(4) 1t is inportant to realize that know edge of these
basic tenets of |eadership is not enough; the | eader of Marines
must instinctively apply them personally, as well as earnestly
devel op themin his/her subordinates.

(Note: Appendix C contains | eadership exercise problens. The

di scussion | eader should select a few problens that are
appropriate for the group. Read or relate the situation and

di scuss a proper solution. |If a solution is proposed that is not
consistent with the traits and principles, discuss the inpact of
that solution on the unit.)

b. Applications of authority, responsibility and
accountability.

(1) Authority is the legitimte power of a |eader to
di rect subordinates to take action wthin the scope of the
| eader's position. By extension, this power, or a part thereof,
is delegated and used in the nane of a commander. All | eaders
regardl ess of rank are responsible to exercise their authority to
acconplish the mssion. Equally inportant, however, is the idea
that when a Marine of any rank is given responsibility for a
m ssion, the Marine nust also be given the degree of authority
necessary to carry it out.

(2) Responsibility is the obligation to act or to do;
t hat which one nust answer for, either to seniors or juniors. It
may include, but is not limted to, assigned tasks, equipnent,
personnel, noney, norale and | eadership. Responsibility is an
integral part of a leader's authority. At all |evels of command,
the | eader is responsible for what the | eader's Marines do or
fail to do, as well as for the physical assets under his/her
control. Utimtely, all Marines are norally and legally
responsi ble for their individual actions. The Mrine Corps
Manual states that individual responsibilities of |eadership are
not dependent on authority, and all Marines are expected to exert
proper influence upon their conrades by setting exanpl es of
obedi ence, courage, zeal, sobriety, neatness and attention to
duty.
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(3) Accountability is the reckoning, wherein the | eader
answers for his/her actions and accepts the consequences, good or
bad. Accountability is the very cornerstone of |eadership. |If
i ndividuals in | eadership positions--whether fire team | eader or
battal i on commander--were not accountable, the structure on which
the Corps is founded woul d be weakened and eventual |y
di sintegrate. Accountability establishes reasons, notives and
i nportance for actions in the eyes of seniors and subordi nates
alike. Accountability is the final act in the establishnent of
one's credibility. Plainly speaking, the accountable |eader is
sayi ng, "The buck stops here!”™ It is inportant to renenber that
accountability results in rewards for good performance, as well
as puni shment for poor perfornmance.

(4) How are authority, responsibility and accountability
devel oped in subordinates? Solicit and discuss ideas fromthe
group initially, then cover the foll ow ng:

(a) Be patient with subordinates; tol erate honest
m stakes so that initiative nmay be devel oped and val uabl e | essons
| ear ned.

(b) Provide clear, well thought out directions to
subordi nates, that convey intentions and provi de freedom of
action (m ssion-type orders).

(c) Do not m cro-nmanage.

(d) Let your subordi nates know you are willing to
hel p, but are not willing to do their jobs for them

(e) Hold Marines accountable for their actions at al
tines.

(f) Develop loyalty by establishing and nurturing a
climate of trust and confidence.

(g) Reward/recogni ze good work and effort in such a
way as to notivate others.

(h) Always view success in ternms of unit
acconpl i shnent; encourage teammork and identity with fire team
squad, pl atoon, etc.

(1) Maintain the integrity of your subordinate units
when assigni ng tasks/ m ssions or establishing goals.

(Jj) Anticipate the needs of your Marines and ensure
t hey have confidence in your ability to take care of them
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(5) Situational exanples

(a) What is the relationship of authority and
responsibility to a SNCOwi th regard to maintaining discipline?

As one of the subordinate |eaders within a unit, the SNCO
shares responsibility wwth all other |eaders for maintaining
proper standards of discipline. 1In fact, all NCGOs, SNCOs and
officers share in this responsibility to maintain the proper
standards of discipline wwthin not only their individual units,
but our Corps as a whol e.

(b) What is the result when this responsibility is
i gnor ed?

Sl oppy standards of discipline will quickly result in
equal |y sl oppy performance of duty, which may then result in
dangerous situations, needless injury, even loss of |ife. The
confidence of all Marines is based upon trust in quality
performance by their fellow Marines; this is assured by our
standards of self- discipline. One very basic responsibility of
all NCGOs, SNCOs and officers is to ensure that these standards of
discipline are always nmaintained. Al |eaders have authority to
mai nt ai n proper standards of discipline anong their subordinate
Marines by virtue of their rank and position within a unit. If a
unit exhibits sloppy discipline, its NCOs, SNCOs and officers
shoul d be hel d accountable until proper standards have been
att ai ned.

(c) What should an NCO do if he/she encounters a PFC
in need of a haircut and shave at the PX? Does he/she have a
responsibility to do anythi ng?

| f the Marine encountered is in the section or squad of the
NCO, then the NCO has the responsibility and authority to
directly correct the discrepancy through positive |eadership
actions or in extrene instances, by reconmendi ng appropriate
di sci plinary action.

(d) What if the Marine needing a haircut and shave is
fromanother unit or is senior to the NCO?

[1] An NCO is expected to act decisively to
mai ntai n the standards of discipline. |In this instance, there
may be an opportunity for utilization of tact and judgnent
appropriate to the situation, enabling the NCOto bring the
matter to the attention of the individual wthout references to
hi gher authority. If all NCOs, SNCOs and officers recognize
their responsibility to maintain our high standards of
di sci pline, such instances woul d be exceedingly rare, as they
shoul d be now.
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[2] W all have a responsibility to enforce
standards. Every level wthin our rank structure shares in this
responsibility to effect direct control over those things within
their area of influence. Key to this is the influence received
fromjunior |eaders who are fulfilling their areas of
responsibility. It is a characteristic of our Corps to look to
our | eaders for |eadership by exanple. You are held accountable
for this responsibility after the fact. Accountability is the
reckoni ng through which the NCO answers for his actions and
accepts the consequences, good or bad. If you tolerate sloppy
discipline wwthin your unit, your unit's performance wll be
equal ly sl oppy. Performance is what counts!

(e) What responsibility do individual Mrines have?

The i ndividual Mrine nmust obey orders, becone proficient at
hi s/ her job, and set a good exanple for his/her fell ow Mari nes.
Note that all the traits and principles apply equally to the
i ndi vidual Marine. Any Marine may suddenly find hinsel f/herself
the senior Marine present and thereby be responsible for others,
with authority and accountability.

(f) Who holds the individual Marine accountable?
The Marine's i nmmedi ate seni or hol ds hi m account abl e.

(g) Wiat is the responsibility of the individual
Marine to his/her fellow Marines? 1|s setting a proper exanple as
far as it goes?

W are a "Brotherhood of Marines.” It is expected that we
wi Il ook out for one another. |If one Marine sees another Marine
get into sonme difficult circunstances, he/she should
instinctively act to help. As Marines, we encourage one another
to do our best; we share anmunition, food and water whenever
t hese becone scarce; we fight for one another and, if necessary
die for one another in conbat.

(h) What are sone exanples of this sort of individual
responsibility in action during peacetinme?

(NOTE: The group responses may be varied. |If necessary to start
themoff wth a few exanples, utilize the follow ng. However, it
is inportant to stinulate the group to recognize how t hey may
exhi bit proper standards of responsibility for one another.)

[ 1] EXAMPLE #1: You are on |iberty downtown and

see a Marine fromyour unit who appears intoxicated, obviously
beyond being able to care for hinmself. Wat should you do?
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You see himher, it is your responsibility to keep hinl her
fromharm s way and get hinm her safely back to your unit. Also,
it is your responsibility to see to it that such behavi or does
not happen again by bringing the situation to the attention of
the | eader who has both authority and accountability for the
Marine. Such behavior not only enbarrasses the Corps, but may
indicate a nore serious problemfor the individual.

[ 2] EXAMPLE #2: The Marine in the situation
above is fromanother unit. Wat should you do?

| f you see a fellow Marine in trouble, he is your
responsibility, regardless of his unit.

[ 3] EXAMPLE #3: You are preparing for an
inspection that will result in liberty for those whose gear is in
t he best shape. Your squad | ooks good and is well prepared,
whil e the other squads in the platoon have sone obvious flaws in
their displays. Wat should you do?

You act instinctively to help bring their display inline with
yours and point out how they may inprove before the inspection
occurs. Is it the easy thing to do? No, but it is the right
thing to do.

(1) I's it disloyal to disagree with | eaders, or do we
have a responsibility to do so?

It is not disloyal to disagree or express one's opinion at
the proper tine and place, provided that we renenber our duty to
foll ow orders wi thout question. The |eader requires all the
i nput he/she can get to help nake a well-infornmed decision. The
"we," not the "they," are the Marine Corps. W nust get involved
to i nprove things.

(j) How does accountability affect the individual
Mar i ne?

[ 1] The | eader assumes responsibility and is
hel d accountable. He/she looks to juniors to |ikew se be
responsi bl e and hol ds them account able. For exanple, the
i ndi vidual Marine is responsible for cleaning his/her weapon, and
the fire team |l eader is responsible for ensuring that the fire
team s weapons are cleaned. The individual Marine is accountable
to the fire team | eader for properly cleaning his/her owm weapon.
The fire team | eader is accountable to the squad | eader for the
cleanliness of the fire team s weapons.

[2] In a previous exanple, we described an
i ncident involving an intoxicated Marine on liberty. That Marine
is accountable for his/her behavior on liberty to his unit
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| eader. This reckoning may result in loss of liberty privileges,
extra duty or disciplinary action.

c. Discuss howto instill, apply and devel op the
foundational principles in order to create a climte of high
norale, "esprit de corps," discipline, proficiency and
not i vati on.

(1) Morale

(a) Mrale is the individual's state of mnd. It
depends upon his/her attitude toward everything that affects
hi mher. High norale gives the Marine a feeling of confidence and
wel | -being that enables hinfher to face hardship with courage,
endurance and determ nation. The |eader can neasure norale
Wi thin his/her unit through close observation of their Marines in
their daily activities, frequent inspections and routine
conversations or counseling.

(b) Some indicators (indicators can be either positive
or negative) of norale follow

Per sonal appearance and hygi ene.
Per sonal conduct.

Standards of mlitary courtesy.
Use of recreational facilities.

| nt er personal rel ations.

Condi tion of mess and quarters.
Care of equipnent.

Response to orders and directives.
Motivation during training.
Arrests, mlitary or civilian.
Requests for transfers.

Sick call rate.

Re-enli stnent rates.

Unaut hori zed absences.

Use and abuse of drugs and al cohol.

(c) How can a | eader inprove norale? Sone actions
which a | eader can take to inprove norale within the unit follow

(1) Know your Marines, their notivations and
aspirations, and |look out for their welfare. Be enthusiastic and
"gung-ho." Teach the profession of arns and demand perfection.
CGet your Marines into top physical condition. Keep your Marines
informed. Develop a conpetitive spirit in all activities. Teach
a belief in the mssion. Foster the feeling that each Marine is
essential to the unit. Instill in your Marines confidence in
t hensel ves, their |eaders, their training and their equi pnent.
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Devel op a sense of responsibility anong your Marines. Carefully
consider job assignnents in order to best match your Marines
abilities and desires wth the avail abl e assi gnnents, when

possi ble. Ensure that tasks are understood, supervised and
acconplished. Denonstrate your concern for your troops
physical, nental, noral and spiritual welfare, to include their
dependents. Make sure that awards and rewards are passed out as
qui ckly as puni shment. Recognize the individuality of your
Marines and treat them accordingly. Ildentify and renove any
causes for m sunderstandi ng or dissatisfaction. Ensure your

Mari nes know the procedures for registering conplaints; ensure
that action is taken pronptly. Build a feeling of confidence
which will foster the free approach by subordi nates for advice
and assistance not only in mlitary matters, but for personal
probl ens as wel | .

(2) Esprit de Corps.

(a) Esprit de corps, one of the factors which
constitutes norale, is the loyalty to, pride in and enthusiasm
for the unit shown by its nenbers. Wereas norale refers to the
i ndividual Marine's attitude, esprit de corps is the unit spirit.
It is the common spirit reflected by all nmenbers of a unit,
providing group solidarity. It inplies devotion and loyalty to
the unit and all for which it stands, and a deep regard for the
unit's history, traditions and honor. Esprit de corps is the
unit's personality; it expresses the unit's will to fight and win
in spite of seem ngly insurnountable odds. Esprit de corps
depends on the satisfaction the nenbers get frombelonging to a
unit, their attitudes toward other nmenbers of the unit and
confidence in their |eaders. True esprit de corps is based on
the great mlitary virtues; unselfishness, self-discipline, duty,
honor, patriotismand courage. |Idleness, the curse of mlitary
life, kills esprit.

(b) Sonme indicators of esprit de corps foll ow

[ 1] Expressions fromthe Marines that show
enthusiasmfor and pride in their unit.

[2] A good reputation anong other units.
[3] A strong conpetitive spirit.

[4] WIling participation by the nenbers in unit
activities.

[5] Pride in the history and traditions of the
unit.
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[6] AIl of the itens previously listed as
i ndi cators of norale.

(c) How can a | eader foster esprit de corps?
Cultivation of esprit is nore difficult in peacetine than in war;
since there is no "great mssion," it may be difficult to
convince Marines to train diligently to prepare thensel ves for
what may seemto be a renote possibility. Sone actions which
help to establish and maintain esprit de corps follow

[ 1] The | eader nust enbody the fighting spirit
he/ she wants to devel op

[ 2] Indoctrinate new Marines by ensuring they
are properly welconed into the unit. [Include an expl anation of
the unit's history, traditions and its present m ssion and
activity.

[3] Train your Marines as a team

[4] Develop the feeling that the unit as a whole
nmust succeed.

[5] Instruct themin history and traditions.

[ 6] Leaders nust use ingenuity and initiative to
train their own mnds, so that they can provide to their Mrines
useful and neani ngful instruction.

[7] Attain and maintain within the unit a high
| evel of physical conditioning and proficiency in the mlitary
skills.

[ 8] Recogni ze and publish the achi evenents of
the unit and its nenbers. Reinforce all positive perfornance.

[9] Make use of appropriate and proper
cerenoni es, slogans, and synbol s.

[ 10] Use conpetition wsely to foster a team
concept; try to win in every conpetition. Always find sone way
to convince others your unit is the best.

[ 11] Enpl oy your comrand in accordance with its
capabilities in order to maximze its chances of success.

[ 12] Make proper use of decorations and awards.
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[ 13] Make your Marines feel they are invincible,
that the success of the Corps and country depends on them and the
victory of their unit.

(3) Discipline

(a) Discipline is the individual or group attitude
t hat ensures pronpt obedience to orders and initiation of
appropriate action in the absence of orders. It is an attitude
t hat keeps Marines doing what they are supposed to do, as they
are supposed to do it, through strong inner conviction. Good
discipline is constant and functions whether or not outside
pressure or supervision is present. It is the result of good
training and intelligent |eadership. Napoleon and Puller stated
that the nost inportant elenment of mlitary training was
discipline. Wthout discipline, a unit cannot function
effectively.

(b) Sonme indicators of discipline follow
[1] Attention to detail.
[ 2] Good rel ations anobng unit menbers.
[ 3] Devotion to duty.
[ 4] Proper senior/subordinate rel ationships.
[ 5] Proper conduct on and off duty.

[ 6] Adherence to standards of cleanliness, dress
and mlitary courtesy.

[ 7] Pronptness in responding to orders.
[ 8] Adherence to the chain of command.

[9] Ability and willingness to perform
effectively with little or no supervision.

(c) How can a | eader inprove discipline? Sonme
actions a | eader can take to inprove discipline wthin his/her
unit follow

[ 1] Be sel f-disciplined and consi stent.

[2] Strive for forceful and conpetent | eadership
t hroughout the entire organization.

[ 3] Ensure principles of |eadership are
practiced by all officers and noncomm ssi oned officers.
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[4] Set the exanple.

[5] Institute a fair and inpartial system of
reward and puni shnment. Praise and reward those deserving it
pronptly and properly; |ikew se, punish quickly and appropriately
when required.

[6] Resort to punitive nmeasures only when
necessary to protect the rights of individuals, the governnent
and the standards of the Marine Corps.

[ 7] Devel op nutual trust and confi dence through
tough, stressful training. Challenge subordinates in accordance
with their capabilities.

[ 8] Encourage and foster the devel opnent of
sel f-di scipline.

[9] Be alert to conditions conducive to breaches
of discipline; elimnate them where possible.

[10] Elimnate or reduce neani ngl ess tasks and
assi gnnents.

[ 11] Rotate personnel assigned to nenial tasks.

[ 12] Provi de gui dance and assi stance, but avoid
m cr o- managi ng.

[ 13] Set high performance standards.

[ 14] Encour age innovation and support your
subor di nat es.

(4) Proficiency
(a) Proficiency is defined as the technical,
tactical and physical ability of the individuals and the unit to
acconplish the m ssion.
(b) Some indicators of proficiency follow

[ 1] Personal appearance and physi cal
condi tioning of the Marines.

[ 2] Appearance and condition of equi pnent,
gquarters and wor ki ng spaces.

[3] Unit reaction time in various situations
under different conditions.
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[4] Professional attitudes denonstrated by the
unit and its menbers.

[5] Troop leading ability of subordinate
| eaders.

[ 6] Degree of skill when carrying out assigned
t asks.

[ 7] Pronptness and accuracy in dissem nating
orders, instructions and information throughout the unit.

(c) Sonme actions a | eader can take to inprove
i ndi vi dual and unit proficiency are:

[1] Be technically and tactically proficient.

[2] Thoroughly train individuals in their
duti es.

[ 3] Enphasize teamwork and the chain of command.
[4] Provide cross-training.
[5] Ensure that training is realistic.

[6] Provide unit nenbers with frequent
opportunities to performthe duties of the next higher rank or
billet.

[ 7] Set high standards of performance and insi st
that they be net.

(5) Motivation

(a) Motivation answers the "why" of why Marines
fight. It also answers the "why" of everything Marines do to
prepare for conbat. Motivation is based on psychol ogical factors
such as needs, desires, inpulses, inner drives, inpelling forces
or commtments that influence the reactions and attitudes of
i ndi vidual s and noves themto action. Sinply put for a Marine,
nmotivation is commtnment which is generally based on pride and
unit integrity.

(b) For exanple, each of us was notivated to join the
Mari ne Corps and graduate from "boot canp.” Qur notivation in
each case was probably very different and was generated froma
different source. The decision to join the Marine Corps was nore
than likely based upon the desire to serve the United States or
the need to prove ourselves. This need or desire was probably
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fulfilled because of the desire to prove that we were Mrine
Corps material as well as the need to avoid the wath of our
Drill Instructor. These desires and needs were probably
generated by both our Drill Instructor and within ourselves. In
both cases, we had needs or desires that caused us to do certain
t hi ngs.

(c) The | eader must understand and ensure that
hi s/ her Marines understand that everything we do as Marines is
designed to constantly sharpen our ability to succeed in battle.
Every Marine nust be commtted to this goal. Mdtivation is the

wi |l lingness of the individual to function as a part of the Marine
t eam

(d) How can a | eader devel op notivation? Sonme
actions which a | eader can take to develop notivation wthin
hi s/ her unit follow

[ 1] Be notivated and ent husi astic.

[2] Maintain positive relationships with his/her
Mar i nes.

[3] Provide the basic needs all Marines share:
[a] Food, shelter and water.
[b] Social needs (i.e. conradeship).

[c] Protection fromdanger, threat and
deprivati on.

[d] Self-respect.

[4] Ensure that each individual Marine fulfills
hi s/ her conrades' expectations, such as:

[a] Proficiency in his/her job.
[b] Self-discipline.
[c] Commtnent and pride as a team nenber.

[ 5] Provide tough, realistic unit training when
possi bl e.

[ 6] Enhance a Marine's notivation to perform
wel | ; ensure he/she knows that he/she:

[a] Can succeed if they tries hard enough.

15-14



[b] WII be recognized for good worKk.
[c] WII be punished for a lack of effort.

[d] Plays a critical role in determning
the success or failure of the unit.

(e) What are sonme guidelines the | eader can followto
obt ai n good performance from hi s/ her Marines?

[a] Establish challenging, attainable goals
within the capabilities of his/her Marines.

[b] Create the assurance that good performance
w |l be rewarded.

[c] Strive to align personal goals with unit
goal s.

[ d] Recogni ze good worKk.
[e] Take pronpt action agai nst poor perfornance.
d. Summary. Review the main points nmade by the group.

(1) This discussion has dealt with the fundanental s of
Marine Corps |eadership. Al Marines share responsibility for
| eadershi p and nmust seek to devel op these fundanental s t hroughout
their service to our Corps.

(2) The application of the |eadership traits and
principles by Mari nes who understand the concepts of authority,
responsi bility and accountability has been instrunental in making
the Corps the effective fighting force it is today.

(3) The Marine Corps' performance and effectiveness in
battl e has been characterized by high-caliber norale, notivation,
esprit de corps, discipline and proficiency. This is the
foundati on of Marine Corps |eadership and the heritage to be
mai ntai ned by all |eaders of Marines today.

6. Appendi ces

Appendi x A: Leadership Traits

Appendi x B: Leadership Principles

Appendi x C. Leadership Probl em Sol vi ng Exerci se
Appendi x D. Qui deposts To Leadership

Appendi x E: Discipline, Mrale and Esprit de Corps
Appendi x F: Custons, Courtesies, and Traditions
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APPENDI X A
FOUNDATI ONS OF LEADERSHI P
LEADERSHI P TRAI TS
| . BEARI NG

a. Definition. Creating a favorable inpression in carriage,
appearance, and personal conduct at all tines.

b. Significance. The ability to |ook, act, and speak like a
| eader whether or not these manifestations indicate one's true
feelings. Sonme signs of these traits are clear and plain speech,
an erect gait, and inpeccabl e personal appearance.

c. Exanple. Waring clean, pressed uniforns, and shining
boots and brass. Avoiding profane and vul gar | anguage. Keeping
atrim fit appearance. Keeping your head, keeping your word and
keepi ng your tenper.

2.  COURAGE

a. . Courage is a mental quality that recognizes
fear of danger or criticism but enables a Marine to proceed in
the face of it with cal mess and firmmess.

b. Significance. Know ng and standing for what is right,
even in the face of popular disfavor, is often the |leader's |ot.
The busi ness of fighting and winning wars is a dangerous one; the
i nportance of courage on the battlefield is obvious.

c. Exanple. Accepting criticismfor making subordinates
field day for an extra hour to get the job done correctly.

3. DECI SI VENESS

a. Definition. Ability to nake decisions pronptly and to
announce themin a clear, forceful nmanner.

b. Significance. The quality of character which guides a
person to accunul ate all available facts in a circunstance, weigh
the facts, choose and announce an alternative which seens best.

It is often better that a decision be nade pronptly than a
potentially better one be nmade at the expense of nore tine.

c. Exanple. A |leader who sees a potentially dangerous
situation devel oping, imediately takes action to prevent injury
fromoccurring. For exanple, if he/she sees a unit nmaeking a
forced march along a wi nding road wthout road guards posted,
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he/ she should i mMmediately informthe unit |eader of the
oversight, and if senior to that unit |eader, direct that proper
precautions be taken.

4. DEPENDABI LI TY

a. Definition. The certainty of proper performance of duty.

b. Significance. The quality which permts a senior to
assign a task to a junior with the understanding that it wll be
acconplished wth m ni mnum supervi sion. This understandi ng
i ncludes the assunption that the initiative will be taken on
smal|l matters not covered by instructions.

c. Exanple. The squad |eader ensures that his/her squad
falls out in the proper uniformw thout having been told to by
the pl atoon sergeant. The staff officer, who hates detail ed,

t edi ous paperwork, yet makes sure the report neets his/her and
hi s/ her supervisor's standards before having it |eave his desk.

5. ENDURANCE

a. Definition. The nental and physical stam na neasured by
the ability to withstand pain, fatigue, stress, and hardship.

b. Significance. The quality of wi thstanding pain during a
conditioning hike in order to inprove stamna is crucial in the
devel opment of | eadership. Leaders are responsible for |eading
their units in physical endeavors and for notivating them as
wel | .

c. Exanple. A Marine keeping up on a 10-mle forced nmarch
even t hough he/she has blisters on both feet and had only an hour
of sleep the previous night. An XO who works all night to ensure
t hat pronotion/ pay problens are corrected as quickly as humanly
possi bl e because he/she realizes that only through this effort
can one of his/her Marines receive badly needed back-pay the
fol | ow ng nor ni ng.

6. ENTHUSI ASM

a. Definition. The display of sincere interest and
exuberance in the performance of duty.

b. Significance. Displaying interest in a task, and an
optimsmthat it can be successfully conpleted, greatly enhances
the likelihood that the task will be successfully conpl et ed.

c. Exanple. A Marine who |eads a chant or offers to help
carry a load that is giving soneone great difficulty while on a
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hi ke despite being physically tired hinself, encourages his
fell ow Marines to persevere.

7. I N TIATIVE

a. Definition. Taking action in the absence of orders.

b. Significance. Since an NCO often works w thout close
supervi sion, enphasis is placed on being a self-starter.
Initiative is a founding principle of Marine Corps Warfighting
phi | osophy.

c. Exanple. In the unexpl ained absence of the platoon
sergeant, an NCO takes charge of the platoon and carries out the
trai ni ng schedul e.

8. INTEERRITY

a. Definition. Uprightness of character and soundness of
noral principles. The quality of truthfulness and honesty.

b. Significance. A Marine's word is his/her bond. Nothing
| ess than conpl ete honesty in all of your dealings with
subordi nates, peers, and superiors is acceptable.

c. Exanple. A Marine who uses the correct technique on the
obstacl e course, even when he/she cannot be seen by the
eval uator. During an inspection, if sonmething goes wong or is
not corrected as had been previously directed, he/she can be
count ed upon to always respond truthfully and honestly.

9. JUDGVENT

a. Definition. The ability to weigh facts and possi bl e
courses of action in order to make sound deci sions.

b. Significance. Sound judgnment allows a | eader to make
appropriate decisions in the guidance and training of his/her
Marines and the enpl oynent of his/her unit. A Marine who
exerci ses good judgnent wei ghs pros and cons accordingly to
arrive at an appropriate decision/take proper action.

c. Exanple. A Marine properly apportions his/her |iberty
time in order to relax as well as to study.

10. JUSTI CE
a. Definition. Gving reward and puni shnment according to

the nerits of the case in question. The ability to adm nister a
system of rewards and puni shnents inpartially and consistently.
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b. Significance. The quality of displaying fairness and
inpartiality is critical in order to gain the trust and respect
of subordi nates and mai ntain discipline and unit cohesion,
particularly in the exercise of responsibility as a |eader.

c. Exanple. Fair apportionnent of tasks by a squad | eader
during all field days. Having overlooked a critical piece of
evi dence which resulted in the unjust reduction of a NCOin a
hi ghly publicized incident, the CO sets the punishnent aside and
restores himto his previous grade even though he knows it wll
di spl ease his seniors or may reflect negatively on his fitness
report. (Also an exanple of courage.)

11. KNOWLEDGE
a. Definition. Understanding of a science or an art. The

range of one's information, including professional know edge and
an under st andi ng of your Marines.

b. Significance. The gaining and retention of current
devel opnents in mlitary and naval science and world affairs is
i nportant for your growth and devel opnent.

c. Exanple. The Marine who not only knows how to naintain
and operate his assigned weapon, but also knows how to use the
ot her weapons and equi pnent in the unit.

12. LOYALTY

a. Definition. The quality of faithfulness to country, the
Corps, and unit, and to one's seniors, subordinates, and peers.

b. Significance. The notto of our Corps is Senper Fidelis,
Always Faithful. You owe unswerving loyalty up and down the
chain of command: to seniors, subordinates, and peers.

c. Exanple. A Marine displaying enthusiasmin carrying out
an order of a senior, though he may privately disagree with it.
The order may be to conduct a particularly dangerous patrol. The
job has to be done, and even if the patrol |eader disagrees, he
must inpart confidence and enthusiasmfor the mssion to his nen.

13. TACT

a. Definition. The ability to deal with others w thout
creating hostility.

b. Significance. The quality of consistently treating
peers, seniors, and subordinates with respect and courtesy is a
sign of maturity. Tact allows commands, gui dance, and opi nions
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to be expressed in a constructive and beneficial manner. This
def erence nust be extended under all conditions regardl ess of
true feelings.

c. Exanple. A Marine discreetly points out a mstake in
drill to a NCO by waiting until after the unit has been dism ssed
and privately asking which of the two nethods are correct.

He/ she anticipates that the NCOw Il realize the correct nethod
when shown, and | ater provide correct instruction to the unit.

14. UNSELFI SHNESS

a. Definition. Avoidance of providing for one's own confort
and personal advancenent at the expense of others.

b. Significance. The quality of |ooking out for the needs
of your subordi nates before your own is the essence of
| eadership. This quality is not to be confused with putting these
matters ahead of the acconplishnent of the m ssion.

c. Exanple. An NCO ensures all menmbers of his unit have
eaten before he does, or if water is scarce, he wll share what
he has and ensure that others do the sanme. Another exanple
occurs frequently when a Marine receives a package of food from
home: the delicacies are shared with everyone in the squad. Yet
anot her form of unselfishness involves the tine of the | eader.

If a Marine needs extra instruction or guidance, the | eader is
expected to make his/her free tine avail abl e whenever a need
ari ses.
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APPENDI X B
FOUNDATI ONS COF LEADERSHI P
LEADERSHI P PRI NCI PLES

1. Know yourself and seek sel f-inprovenent.

a. This principle of |eadership should be devel oped by the
use of |eadership traits. Evaluate yourself by using the
| eadership traits and determ ne your strengths and weaknesses.
Wrk to inprove your weaknesses and utilize your strengths. Wth
a know edge of yourself, and your experience and know edge of
group behavior, you can determ ne the best way to deal with any
given situation. Wth sone Marines, and in certain situations,
the firm hard stand may be nost effective; however, in other
situations, the "big brother" approach may work better. You can
i nprove yourself in many ways. Self-inprovenent can be achi eved
by readi ng and observing. Ask your friends and seniors for an
honest eval uation of your |eadership ability. This will help you
to identify your weaknesses and strengths.

b. To develop the techniques of this principle you shoul d:
(1) Make an honest evaluation of yourself to determ ne

your strong and weak personal qualities. Strive to overcone the
weak ones and further strengthen those in which you are strong.

(2) Seek the honest opinions of your friends or superiors
to show you how to i nprove your |eadership ability.

(3) Learn by studying the causes for the success or the
failure of other |eaders.

(4) Develop a genuine interest in people; acquire an
under st andi ng of human nature.

(5) Master the art of effective witing and speech.

(6) Have a definite goal and a definite plan to attain
your goal

2. Be technically and tactically proficient.

a. Before you can |ead, you nust be able to do the job. The
first principle is to know your job. As a Marine, you nust
denonstrate your ability to acconplish the m ssion, and to do
this you nmust be capabl e of answering questions and denonstrating
conpetence in your MOS. Respect is the reward of the Marine who
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shows conpetence. Tactical and technical conpetence can be
| earned from books and fromon the job training.

b. To develop this |eadership principle of being technically
and tactically proficient, you shoul d:

(1) Seek a well rounded mlitary education by attending
servi ce schools; doing daily independent readi ng and research;
t aki ng correspondence courses from M, coll eges, or
correspondence school s; and seeking off-duty educati on.

(2) Seek out and associate with capable | eaders. (bserve
and study their actions.

(3) Broaden your know edge through association with
menbers of other branches of the U S. arned services.

(4) Seek opportunities to apply know edge through the
exerci se of conmand. Good |eadership is acquired only through
practice.

(5) Prepare yourself for the job of | eader at the next
hi gher rank.

3. Know your Marines and | ook out for their welfare.

a. This is one of the nost inportant of the principles. You
shoul d know your Marines and how they react to different
situations. This know edge can save lives. A Marine who is
nervous and | acks self confidence should never be put in a
situation where an inportant, instant decision nust be made.

Know edge of your Marines' personalities will enable you, as the
| eader, to decide how to best handl e each Marine and determ ne
when cl ose supervision i s needed.

b. To put this principle into practice successfully you
shoul d:

(1) Put your Marines' welfare before your own--correct
grievances and renove di scontent.

(2) See the nmenbers of your unit and |let them see you so
that every Marine may know you and feel that you know them Be
appr oachabl e.

(3) Get to know and understand the Marines under your
command.

(4) Let them see that you are determ ned that they be
fully prepared for battle.
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(5) Concern yourself with the living conditions of the
menbers of your unit.

(6) Help your Marines get needed support from avail abl e
personal services.

(7) Protect the health of your unit by active supervision
of hygi ene and sanitation.

(8) Determ ne what your unit's nental attitude is; keep
in touch with their thoughts.

(9) Ensure fair and equal distribution of rewards.
(10) Encourage individual devel opnent.

(11) Provide sufficient recreational tinme and insist on
partici pation.

(12) Share the hardshi ps of your Marines so you can
better understand their reactions.

4. Keep your Marines inforned.

a. Marines by nature are inquisitive. To pronote efficiency
and norale, a |eader should informthe Marines in his unit of al
happeni ngs and gi ve reasons why things are to be done. This, of
course, is done when tine and security permt. Informng your
Marines of the situation makes themfeel that they are a part of
the teamand not just a cog in a wheel. Informed Marines perform
better and, if know edgeabl e of the situation, can carry on
wi t hout your personal supervision. The key to giving out
information is to be sure that the Marines have enough
information to do their job intelligently and to inspire their
initiative, enthusiasm |oyalty, and convictions.

b. Techniques in applying this principle are to:

(1) Whenever possible, explain why tasks nust be done and
how you intend to do them

(2) Assure yourself, by frequent inspections, that
i mredi at e subordi nates are passing on necessary information.

(3) Be alert to detect the spread of runors. Stop runors
by replacing themw th the truth.

(4) Build norale and esprit de corps by publicizing
i nformati on concerni ng successes of your unit.
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(5) Keep your unit informed about current |egislation and
regul ations affecting their pay, pronotion, privileges, and other
benefits.

5. Set the exanple.

a. As a Marine progresses through the ranks by pronotion,
all too often he/she takes on the attitude of "do as | say, not
as | do." Nothing turns Marines off faster! As a Marine |eader
your duty is to set the standards for your Marines by personal
exanpl e. Your appearance, attitude, physical fitness, and

personal exanple are all watched by the Marines in your unit. |If
your personal standards are high, then you can rightfully demand
the same of your Marines. |f your personal standards are not

hi gh you are setting a double standard for your Marines, and you
will rapidly |lose their respect and confidence. Renenber your
Marines reflect your imge! Leadership is taught by exanple.

b. Techniques for setting the exanple are to:

(1) Show your Marines that you are willing to do the sane
t hi ngs you ask themto do.

(2) Be physically fit, well grooned, and correctly
dr essed.

(3) Maintain an optim stic outlook. Develop the will to
win by capitalizing on your unit's abilities. The nore difficult
the situation is, the better your chance is to display an
attitude of cal mess and confi dence.

(4) Conduct yourself so that your personal habits are not
open to criticism

(5) Exercise initiative and pronote the spirit of
initiative in your Marines.

(6) Avoid showing favoritismto any subordi nate.

(7) Share danger and hardship with your Marines to
denonstrate your willingness to assune your share of the
difficulties.

(8) By your performance, develop the thought w thin your
Marines that you are the best Marine for the position you hol d.

(9) Delegate authority and avoid over-supervision in
order to devel op | eadershi p anong subordi nat es.

6. Ensure the task is understood, supervised, and acconpli shed.
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a. This principle is necessary in the exercise of command.
Bef ore you can expect your Marines to perform they nust know
first what is expected of them You nust communicate your
instructions in a clear, concise manner. Talk at a | evel that
your Marines are sure to understand, but not at a |level so | ow
that would insult their intelligence. Before your Marines start
a task, allow them a chance to ask questions or seek advice.
Supervision is essential. Wthout supervision you cannot know if
the assigned task is being properly acconplished. Over
supervision is viewed by subordi nates as harassnent and
effectively stops their initiative. Allow subordinates to use
their own techni ques, and then periodically check their progress.

b. The nost inportant part of this principle is the
acconpl i shnent of the mssion. Al the | eadership, supervision,
and guidance in the world are wasted if the end result is not the
successful acconplishnment of the mssion. In order to devel op
this principle you shoul d:

(1) Ensure that the need for an order exists before
i ssuing the order.

(2) Use the established chain of commuand.

(3) Through study and practice, issue clear, concise, and
positive orders.

(4) Encourage subordinates to ask questions concerni ng
any point in your orders or directives they do not understand.

(5) Question your Marines to determne if there is any
doubt or m sunderstanding in regard to the task to be
acconpl i shed.

(6) Supervise the execution of your orders.

(7) Make sure your Marines have the resources needed to
acconplish the m ssion.

(8) Vary your supervisory routine and the points which
you enphasi ze during inspections.

(9) Exercise care and thought in supervision. Over
supervision hurts initiative and creates resentnent; under
supervision will not get the job done.

7. Train your Marines as a team

a. Every waking hour Marines should be trained and school ed,
chal | enged and tested, corrected and encouraged with perfection
and teamwrk as a goal. Wen not at war, Marines are judged in
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peacetine roles: perfection in drill, dress, bearing and
denmeanor; shooting; self-inprovenent; and nost inportantly,
performance. No excuse can be nade for the failure of |eaders to
train their Marines to the highest state of physical condition
and to instruct themto be the very best in the profession of
arns. Train with a purpose and enphasi ze the essential el enent
of teamorKk.

b. The sharing of hardshi ps, dangers, and hard work
strengthens a unit and reduces problens, it devel ops teamwork,
i nproves norale and esprit and nolds a feeling of unbounded
loyalty and this is the basis for what nakes nen fight in conbat;
it is the foundation for bravery, for advancing under fire.
Troops don't conplain of tough training; they seek it and brag
about it.

c. Teammwork is the key to successful operations. Teamwork
is essential fromthe smallest unit to the entire Marine Corps.
As a Marine officer, you nust insist on teamwrk from your
Marines. Train, play, and operate as a team Be sure that each
Marine knows his/her position and responsibilities within the
t eam fr anmewor k.

d. Wen teamspirit is in evidence, the nost difficult tasks
become nuch easier to acconplish. Teammork is a two-way street.
| ndi vi dual Marines give their best, and in return the team
provides the Marine with security, recognition, and a sense of
acconpl i shnent .

e. To develop the techniques of this principle you shoul d:

(1) Train, study and train, prepare, and train
t horoughly, endl essly.

(2) Strive to maintain individual stability and unit
integrity; keep the sanme squad | eader and fire team | eaders as
|l ong as possible if they're getting the job done. Needl ess
transfers disrupt teamork.

(3) Enphasi ze use of the "buddy" system

(4) Encourage unit participation in recreational and
mlitary events.

(5) Never publicly blane an individual for the team s
failure nor praise one individual for the teanmls success.

(6) Provide the best available facilities for unit
training and make maxi num use of teamnork.
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(7) Ensure that all training is nmeaningful, and that its
purpose is clear to all nenbers of the command.

(8) Acquaint each Marine of your unit with the
capabilities and limtations of all other units, thereby
devel opi ng nutual trust and under st andi ng.

(9) Ensure that each junior |eader understands the
mechani cs of tactical control for the unit.

(10) Base teamtraining on realistic, current, and
pr obabl e condi ti ons.

(11) Insist that every Mrine understands the functions
of the other nmenbers of the team and how the team functions as a
part of the unit.

(12) Seek opportunities to train with other units.

(13) Whenever possible, train conpetitively.

8. Make sound and tinely decisions

a. The |eader nust be able to rapidly estinmate a situation
and make a sound deci sion based on that estimation. Hesitation
or a reluctance to nake a deci sion | eads subordi nates to | ose
confidence in your abilities as a |l eader. Loss of confidence in
turn creates confusion and hesitation within the unit.

b. Once you make a decision and discover it is the wong
one, don't hesitate to revise your decision. Marines respect the
| eader who corrects m stakes i mediately instead of trying to
bl uff through a poor deci sion.

c. Techniques to develop this principle include:

(1) Develop a logical and orderly thought process by
practicing objective estimtes of the situation.

(2) Wien time and situation permt, plan for every
possi bl e event that can reasonably be foreseen.

(3) Consider the advice and suggestions of your
subor di nat es whenever possi bl e before nmaking deci sions.

(4) Announce decisions in tinme to allow subordinates to
make necessary pl ans.

(5) Encourage subordinates to estinmate and nake pl ans at
the sane tine you do.
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(6) Make sure your Marines are famliar with your
policies and pl ans.

(7) Consider the effects of your decisions on all nenbers
of your wunit.

9. Develop a sense of responsibility anong your subordi nates.

a. Another way to show your Marines that you are interested
in their welfare is to give themthe opportunity for professional
devel opment. Assigning tasks and del egating the authority to
acconplish tasks pronotes nutual confidence and respect between
the | eader and subordinates. It also encourages the subordinates
to exercise initiative and to give whol ehearted cooperation in
the acconplishnent of unit tasks. Wen you properly del egate
authority, you denonstrate faith in your Marines and increase
their desire for greater responsibilities. |If you fail to
del egate authority, you indicate a | ack of |eadership, and your
subordi nates nmay take it to be a lack of trust in their
abilities.

b. To develop this principle you shoul d:
(1) Operate through the chain of command.

(2) Provide clear, well thought directions. Tell your
subordi nates what to do, not howto do it. Hold themresponsible
for results, although overall responsibility remains yours.

Del egat e enough authority to themto enable themto acconplish
t he task.

(3) Gve your Marines frequent opportunities to perform
duties usually perfornmed by the next higher ranks.

(4) Be quick to recognize your subordi nates
acconpl i shnments when they denonstrate initiative and
r esour cef ul ness.

(5) Correct errors in judgnment and initiative in a way
which will encourage the Marine to try harder. Avoid public
criticismor condemati on.

(6) Gve advice and assistance freely when it is
request ed by your subordi nates.

(7) Let your Marines know that you will accept honest
errors without punishnent in return; teach fromthese m stakes by
critique and constructive gui dance.

(8) Resist the urge to mcro-mnage; don't give
restrictive gui dance which destroys initiative, drive,
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i nnovati on, enthusiasnm creates boredom and increases workl oad
of seni ors.

(9) Assign your Marines to positions in accordance with
denonstrated or potential ability.

(10) Be pronpt and fair in backing subordinates. Until
convi nced ot herw se, have faith in each subordi nate.

(11) Accept responsibility willingly and insist that your
subordi nates |ive by the sane standard.

10. Enpl oy your conmand in accordance with its capabilities.

a. Successful conpletion of a task depends upon how well you
know your unit's capabilities. |If the task assigned is one that
your unit has not been trained to do, failure is very likely to
result. Failures lower your unit's norale and self esteem You
woul dn't send a cook section to "PM a vehicle nor would you send
three Marines to do the job of ten. Seek out chall enging tasks
for your unit, but be sure that your unit is prepared for and has
the ability to successfully conplete the m ssion.

b. Techniques for devel opnment of this principle are to:

(1) Do not volunteer your unit for tasks it is not
capabl e of conpleting. Not only will the unit fail, but your
Marines wll think you are seeking personal glory.

(2) Keep yourself infornmed as to the operational
ef fecti veness of your command.

(3) Be sure that tasks assigned to subordinates are
reasonable. Do not hesitate to demand their utnost in an
ener gency.

(4) Analyze all assigned tasks. |If the neans at your
di sposal are inadequate, informyour inmediate supervisor and
request the necessary support.

(5) Assign tasks equally anong your Mari nes.

(6) Use the full capabilities of your unit before
requesti ng assi stance.

11. Seek responsibility and take responsibility for your
actions.

a. For professional devel opnent, you nust actively seek out
chal | engi ng assignnments. You nust use initiative and sound
j udgnment when trying to acconplish jobs that are not required by
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your grade. Seeking responsibilities also nmeans that you take
responsibility for your actions. You are responsible for al

your unit does or fails to do. Regardless of the actions of your
subordi nates, the responsibility for decisions and their
application falls on you. You nust issue all orders in your

name. Stick by your convictions and do what you think is right,
but accept justified and constructive criticism Never renove or
denote a subordinate for a failure that is the result of your own
m st ake.

b. Techniques in developing this principle are to:

(1) Learn the duties of your imedi ate senior, and be
prepared to accept the responsibilities of these duties.

(2) Seek different |eadership positions that will give
you experience in accepting responsibility in different fields.

(3) Take every opportunity that offers increased
responsibility.

(4) Performevery act, large or small, to the best of
your ability. Your reward wll be increased opportunity to
perform bi gger and nore inportant tasks.

(5) Stand up for what you think is right; have the
courage of your convictions.

(6) Carefully evaluate a subordinate's failure before
taking action. Make sure the apparent shortcom ngs are not due
to an error on your part. Consider the Marines that are
avai |l abl e, salvage a Marine if possible, and replace a Marine
when necessary.

(7) I'n the absence of orders, take the initiative to
performthe actions you believe your senior would direct you to
performif he/she were present.

12. Summary. The | eadership principles are proven guidelines,
which if followed, will substantially enhance your ability to be
an effective |leader. Keep in mnd that your ability to inplenent
these principles will influence your opportunity to acconplish
the mssion, to earn the respect of your fellow Marines, juniors
and seniors, and to nmake you an effective | eader. Make these
princi ples work for you.
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APPENDI X C
FOUNDATI ONS OF LEADERSHI P
LEADERSHI P PROBLEM SOLVI NG EXERCI SE

Practical Exercise #1

Special Situation. It is 2200 on a Saturday evening. You are
wal ki ng back to the base fromtown, when you observe Private
Jones (a nmenber of your unit whomyou regard as a good friend)
wal ki ng back to the base also. You approach himand di scover
that he is snoking a marijuana cigarette. At this point, Private
Jones offers you a marijuana cigarette.

First Requirenent. Discuss what you are going to do. As you
di scuss the situation, consider sone of the |eadership qualities
whi ch m ght hel p you make your deci sion.

Proposed Sol ution. Refuse the marijuana and explain to himthat
your refusal is not out of fear or anything related to the
marijuana itself. It is nore of a question concerning

sel f-discipline, dependability, and loyalty. Explain to himthat
it is sonetinmes harder to obey orders and regulations than to
foll ow your friends or do as you want. Explain to himthat
knowi ng the difference between right and wong is inportant, and
it is equally inportant to have the self-discipline to do what is
right.

Situation Continued. You refuse the cigarette, and advi se Jones
of the possible danger to his mlitary career, if arrested for
snoki ng marijuana. Jones then states that during a conversation
that you and he had sonme weeks ago, you talked very freely about
how you had snoked marijuana before entering the Corps. You
reply that your values are different now, and it is inportant to
you to be a part of the Marine Corps team Private Jones replies
that he does not believe in all that tal k about being a Marine 24
hours a day, cultural values, and the Marine Corps team He is
his own man, and he doesn't need to be a part of anyone's team

Second Requirenent. As you discuss this situation try to relate
it to any new val ues you have taken on since joining the Marines.
Relate it to your personal feelings as a Marine and as a civilian
before entering the Corps.

Proposed Sol ution. While discussing the inportance of one's

val ues and personal feelings, explain to himthe inportance of
setting realistic values. Real values being those which agree
to/wth the aws of society. Explain that val ues determ ne what
we are for and against, or where we are going, and that an
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i ndi vi dual whose life is governed by real/realistic values has
direction and neaning. Such people are nore dependabl e, nore
responsi bl e, and have nore self control.

Practical Exercise #2

Special Situation. You are a black Marine reporting into arifle
conpany at Canp Pendl eton. The only other Marine you know in the
conpany is white, so that night you and sone of the white Marines
you know go to the EM Cub for a few drinks. Wile at the EM

Cl ub you are approached by several black Marines (whom you had
never net before) who demand that you stop associating with white
Marines. (Note: In this situation the discussion |eader could
al so reverse the colors, have a white Marine be approached by

ot her white Marines because of his association with a bl ack

Mari ne.)

First Requirenment. How are you going to reply to the black
Marine's demand?

Proposed Solution. Explain that it is your first night on base
and the white Marines are the only ones you know. Explain that
they are your friends and that a friend should not be determ ned
by color, but by what kind of man he is. Explain that as you get
to know nore people, you will soon have friends that are going to
be bl ack, as well as white. Try to avoid trouble but maintain
your independence in choosing friends.

Situation Continued. At this point, you are told by one of the
bl ack Marines that you better get sone black friends to show you
around and that they have ways of taking care of blacks who
associate with whites. You and your friends then depart the
club. Several days later you read in the base newspaper about a
bl ack woman Mari ne who was beaten by other black Marines because
she was dating a white Marine. Wile reading the newspaper one
of the black Marines that had approached you in the EM C ub

wal ks up to you, | ooks over your shoulder at the article in the
newspaper and replies, "I told you, we have ways of taking care
of blacks who like to ness around with whites."

Second Requirenent. Discuss the course(s) of action you would
t ake toward

a. The black Marine making the conment.

b. The woman Marine beaten (maybe she knows the Mari nes
that assaulted her but is afraid to go to the command al one; your
support may be all she requires to report them

C. Your white friend.
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Proposed Sol uti on. Course of action taken concerning:

a. The black Marine making the comment. Try and learn this
Marine's identity and report this to your conmmandi ng officer, or
the mlitary police.

b. The woman Marine beaten. Talk with her, maybe she knows
who assaulted her but is afraid to report them because she is the
only black trying to stand up to them Explain that you know t he
bl ack Marines who have threatened and assaul ted ot her blacks and
that you wll go to the commander with her.

Cc. Your white friends. Continue to associate with them but
make them aware of the threats nade by the black Marines.

Practical Exercise #3

Speci al Situation.

a. You are a Mlitary Policeman on routine patrol in a
mlitary police vehicle. As you drive toward the nmain gate, you
notice that the car in front of you is going approxinmately 20
mles over the speed limt.

b. You pull the car over, and discover that the driver is
your friend, PFC Hustle. Wen you informhimthat he was
speedi ng, he admts it, but says he was hurrying honme to be with
his wife who is in her last nonth of pregnancy. (You recal
seei ng HUSTLE drinking with several of his platoon mates about
two hours earlier when you checked the EM C ub.)

c. At this point, Hustle (whomyou have known since boot
canp) pleads with you not to issue a ticket. He says that one
nmore traffic ticket will cost himhis on-base driving privileges
for six nonths. (He has had four previous tickets.) He says
that if he can't drive his car, he will have no way to get to
work fromhis quarters since his wife is confined to the house
now wi t h her pregnancy.

d. You are alone on this patrol, so, if you don't give hima
ticket, only the two of you will know about it.

Requi rement. Discuss what you are going to do. As you discuss
the situation, consider sone of the | eadership qualities which
m ght hel p you nmake your deci sion.

Proposed Sol ution. Explain to PFC Hustle that the | aw exists for
a reason and that his speedi ng endangered the |ives of
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pedestrians in the area. You synpathize with his wife, etc., but
his irresponsi bl e behavior is unacceptable. Do your duty.

Practical Exercise #4

Special Situation. Wile at hone on | eave you and your high
school sweetheart decided to get married so she could acconpany
you to Canp Lejeune. Wile at Canp Lejeune the two of you were
living confortably on your PFC pay. Upon conpletion of the
training at Canp Lej eune you were assigned to MCRD, San Di ego.
After several nonths in the San Diego area you realize that
everything is nore expensive, and it will be nuch harder to nake
ends neet. Your wi fe had never worked before and is finding it
very hard to get a job

First Requirenent. Realizing that your financial situation is
affecting your job performance, discuss the possible courses of
action.

Proposed Solution. First, check to see if you are receiving al
your pay and all owances. Explain your problemto the First
Sergeant; nmaybe he can get you | ower cost housing, food stanps,
budgeti ng assistance, etc. Above all, try and keep your wfe
w th you.

Situation Continued. You and your wife decide that it would be
best for her to return hone to your parents and for you to nove
into the barracks. A few weeks after going hone your wife calls
and tells you that she is pregnant, and that your father is out
of work, so she may have to nove in with her parents. You do not
like this idea because her parents always talk bad about you and
they did not want her to marry you. You put in a |eave request
to go hone, but you are told that you have no | eave on the books,
and that if you did, you could not go at this tinme because of a
shortage of personnel.

Second Requirenent. Realizing your responsibilities to both the
Corps and your wi fe, discuss the courses of action.

Proposed Sol uti on. Through the chain of command, |et your
commandi ng of ficer know the problenfsituation you and your wfe
are in. Explain that you do need |l eave, and that it is very
inportant to you. Above all, do not go UA. This wll only
conmpound t he probl em

Practical Exercise #5

Special Situation. You are a corporal assigned to Speci al
Services MCAS, El Toro, and for the past three nonths you have
noticed itens of canping equi pment mssing fromthe issuing
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stock. You have commented about this to your NCO C Gunnery
Sergeant Lighthands, and he always replied that it was taken off
the inventory because it was damaged or unservi ceable. But you
handl e these itens daily and know that they were not danmaged or
unservi ceabl e.

First Requirenent. Discuss what you are going to do.

Proposed Sol ution. Go through the inventory cards and find out
whet her or not in fact these itens were dropped fromthe
i nventory.

Situation Continued. Last week GySgt Lighthands was on | eave and
you received a new shi pnment of canping stoves. You and Captain
Goodfell ow i nventoried them marked them checked their working
order, and put themout for issuing. On Mnday norning when
GySgt Lighthands returned to work, he noticed the stoves and
stated that he had been waiting a long tine for them At |unch
time you noticed GySgt Lighthands putting two of the canping
stoves in the trunk of his car. At that point you check the

i nventory sheet and di scover that the nunber of canping stoves
has been changed by two.

Second Requirenent. |In discussing the situation, consider ways
of approaching the GySgt to solve the problem the

O ficer-in-Charge, and ways in which the outconme may affect your
car eer.

Proposed Sol ution. Inform GySgt Lighthands that you have noticed
a discrepancy on the inventory sheet and ask himto pl ease check
t hem out through the proper sequence. Informyour

of ficer-in-charge of what was w t nessed.

Practical Exercise #6

Special Situation. You are a young Marine working in the

di sbursing office at MCAS, El Toro. You have been in the Marine
Corps nine nonths, you know and perform your job well, but you
are still a PFC. Three nonths ago a young woman Mari ne (PFC) was
assigned to your division, who has been in the Marine Corps only
six nonths. She and the NCO C are very friendly, and there are
runors that they are seeing each other when off duty. Last week
the NCO C reconmmended her for nmeritorious pronotion, and she was
selected. (Note: In this situation the discussion |eader may
reverse the genders, have a nmale Marine pronoted and a woman
Marine feel it was unfair.)

First Requirenent. Discuss what you are going to do.
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Proposed Sol ution. You should do nothing in regards to the wonman
Mari ne. Reeval uate your performance, work harder, and gain
recognition on your own rather than by tearing down the wonman
Mar i ne.

Situation Continued. It appears now that the woman Marine is
always trying to tell you your job, and it is obvious that she is
not as proficient at the job as you are. Oten she fails to
conplete her work and it is reassigned to you. You have asked
for a new assignnent/transfer to another division, but that has
been refused. You like your job and intend to be a career

Mar i ne.

Second Requirenent. How will you handle this situation.

Proposed Solution. |[If the woman Marine outranks you, do what she
says and try to help her all you can. Your efforts wll not go
unnoti ced by the supervisor and you will gain your reward.

Practical Exercise #7

Special Situation

a. You are the platoon sergeant. During the past tw weeks
t he squads have been participating in a squad conpetition that
involves drill, essential subjects, and various other events.
Conpetition within the battalion is very intense with the w nning
squad being granted special liberty and tickets to the Superbow
Ganme. At the start of the conpetition, the platoon conmander
relieved the squad | eader of the third squad for poor
performance, and he was reassigned to duty in the conpany
headquarters. Corporal Hardcharger, who reported to the conpany
during that week was assigned as the new squad | eader.

b. Wat a change the past two weeks have brought! Your
third squad is by far the best in the entire platoon. 1In fact,
during the prelimnary trials within the conpany, the conpany
commander commented on the sudden squared away appearance of the
menbers of the third squad in your platoon (they had not had a
particularly good reputation). Although you are pleased with the
apparent turnaround, your instincts tell you that sonething is
not right. You notice that the nenbers of the squad are silent
and wi t hdrawn now, which is not in character with their previous
out spoken m schi evous nat ures.

First Requirenent. What should the | eader do?

Proposed Sol ution. Talk to Cpl Hardcharger to find out what
techni ques he is using. Increase observation of his unit
i ncl udi ng unannounced visits day and ni ght.
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Situation Continued. You have just finished talking to a nenber
of the third squad. He hints that Corporal Hardcharger has
performed his mracle by "thunping" the slackers during the
night. You talk to Corporal Hardcharger and he states that he
has, on occasion had to perform sone physical counseling, but
that is the only way "to get through to these |unkheads." He
points out that this is the only way to get results quickly, and
he intends to win the conpetition. He also inforns you that not
one of the nen have conpl ai ned about his nethods. (You have to
admt to yourself that this is true; in fact, the squad nenbers
seemto have a grudgi ng respect for him)

Second Requirenent. How do you respond to Corporal Hardcharger's
comments? Consider the type of discipline that is being
devel oped and the value of this sort of |eadership.

Proposed Sol uti on. Counsel your squad | eader that his nethods
are likely to get himinto serious trouble if they haven't

al ready. Marine Corps | eadership does not rely on naltreatnent.
Di scipline represents the ultimate product of good | eadership in
devel opi ng unit cohesion, esprit de corps, notivation, and
skillful performance of duties. Discipline is the attitude that

ensures pronpt obedience to orders. It is devel oped through
application of the principles and traits of |eadership not brute
force. Informhimthat you will discuss the situation with the

pl at oon conmmander, further counseling may occur, and he could be
liable to disciplinary action and serious punishnment if involved
in maltreat nment.

Third Requirenent. You are the platoon commander in the previous
exerci se involving Corporal Hardcharger. Your platoon sergeant
has just conveyed the situation to you. What do you do? (Note:
This is a scenario for discussion by officers. No solution is
recomended; the group should consider alternatives and the

i npact each has on the platoon, the third squad, and the conpany,
as well as Corporal Hardcharger and the platoon sergeant.)

Practical Exercise #8

Special Situation. You are a squad |leader. One of your fire
team | eaders is known for his ability to get the job done though
he usually alienates his entire fire teamin doing so. You
notice that he has his nmen in the head |ong after taps, preparing
for the next day's rifle and personnel inspection. Your
prelimnary inspection earlier in the day has satisfied you that
his fire teamwas ready for inspection. What, if anything,
shoul d you do?
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Proposed Solution. Call in the fire team|eader. Praise himfor
hi s dedi cated approach to m ssion acconplishnment, but also rem nd
hi mthat his second consideration is to maximze troop welfare.
Poi nt out that you had indicated during your inspection that his
fire teamwas ready for inspection. Suggest to himthat the
extra effort he was demandi ng of his Marines was unnecessary and
was probably a factor in his problemw th earning their respect.
Know your Marines, and | ook out for their welfare.

Practical Exercise #9

Special Situation. You are a sergeant who has been assigned the
role of patrol |eader of a small conbat patrol in a desert

trai ning exercise. You and your patrol were inserted by
helicopter into the area of operations at dusk with the m ssion
of destroying an eneny forward observation post. You realize
that the helicopter inserted your patrol into the wong "LZ" and
nove ten mles to reach the objective. By nowit is daylight and
the only way your patrol can attack the "OP" will be by clinbing
undet ected up a steep and dangerous ridge. You have no radio
contact with anyone and your water supply is extrenely limted.
Your radioman refuses to clinb because of the danger, and because
he feels that there will not be enough water to get back to
friendly positions.

Requi renent. How shoul d the sergeant handl e the situation?

(1) Should he secure the exercise and go non-tactical for
safety reasons? (Consider the case wherein this is only a
training exercise as well as the case where this is actua
conbat . )

(2) Should he "notivate" the radi oman and attenpt to destroy
the patrol objective?

(3) Should he hold a council of war and take a vote on what
to do?

(4) \What are sone other courses of action open to the
ser geant ?

NOTE: There is no proposed sol ution.

Practical Exercise #10

Special Situation. You are a lieutenant due for transfer from
ki nawa after a 12 nonth unacconpani ed tour and are experiencing
severe personal famly problenms. You need to get hone as soon as
possi bl e; your port call is tonmorrow. Anong your
responsibilities are nunerous itens of classified gear. 1In the

15-39



turnover inventory you discover that one KY38 is mssing. An
investigation will be imrediately required. The officer who is
accepting the account is inattentive and thinks that everything
is present in the account. You know that if you state it's

m ssing an investigation will be required, delaying your
departure. Wat would you do?

First Requirenent. Consider all alternative courses of action
avai lable to the officer, and discuss the effect of each.

Second Requi renent. Consider the sanme situation, however alter
it such that you are the Commanding O ficer of the Marine due for
a transfer, and you are well|l aware of the serious personal

probl ens necessitating his speedy return hone. As comrandi ng

of ficer, what would your reaction be if the |ieutenant cane in
and told you the KY38 was m ssing? Wat would you do if you
found out about the |oss from soneone el se and the |ieutenant was
at Kadena Air Base and his plane departs in two hours?

(Note: There is no solution recommended for this exercise. The
Mari nes shoul d consi der application of the various traits and
principles of |eadership as well as the inpact any decision nmade
under these situations has on the individual Marine, his famly,
and the unit.)
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APPENDI X D
FOUNDATI ONS OF LEADERSHI P
GUI DEPOSTS TO LEADERSHI P (By Gary C. Cooper)

Wars are older than civilization. Although the nethods and
tool s of dissent have changed throughout the ages, warfare is
still basically the sane. It is a conflict between nen. Wen
men neet on the field of battle there are winners and there are
| osers. Anmong them are brave nen and cowards; there are those
that follow and those that I ead. How well nen | ead and how nen
follow usually determ nes the outcone of the conflict. It is
inportant to us then, as professional fighting nen, to understand
and review the characteristics of good mlitary |l eadership in
order to be assured of the support and effectiveness of our
fol | owers.

In this tunmultuous world we may be call ed upon at any tine to
defend a way of life that thousands of good Marines have al ready
| aid down their lives to preserve.

The inportance of effective mlitary |eadership will then be
of the utnost inportance in determ ning the basic issues of
conflict: the issue of who wins and who | oses.

There are four requirenents to consider in achieving
effective mlitary | eadership. Likened to the markers and sign
posts spotted al ong our highways, if the requirenents are
correctly and intelligently followed, they will guide us al ong
the road of conbat effectiveness to our ultinmate destination
victory in battle. Now that we have our begi nning and know where
we want to go, we will do well to investigate the | andmarks al ong
the route. W find four major points to |ook for: discipline,
nmoral e, esprit de corps, and efficiency.

As we progress fromthe status of followers to that of a
| eader, it is well not only to approach and pass the discipline
check point with nerely a side glance. The area surrounding it
af fords consi derabl e room for exam nation. Were does discipline
begin, and what areas does it cover? Do you recall your own
early days in the Marine Corps. Renenber Boot Canp? The
harassnment of the DI? The nental and physical fatigue? Then
that day that was so slow in com ng, graduation. You becane a
Marine. During these initial nonths you had been grooned and
pol i shed, largely through discipline. One thought dom nated your
mnd, "It's not for nme to reason why, it's just for ne to do or
die." But once away fromthe eagle eye of the DI, exposure to a
little too nmuch salt and hot air w thout frequent and vi gorous
application of polish and preservation allows tinme to take its
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toll. A tarnish dulled a fine product capable of nuch
brilliancy. The leader's job then, is to renew or to preserve
the glitter and not allowit to dull of itself through neglect.
I n what way can the | eader renew and preserve discipline?

First by reward, for work well done. Personal comrendati on,
citation, neritorious mast, pronotion, or a verbal "pat on the
back” to the group are obvious exanples. D scipline also stens
fromthe nutual respect and confidence shared between the | eader
and his followers. To establish these, Marines nust recognize
the leader's ability and his wllingness and capability to
shoul der the responsibility of his rank. He nust recognize his
obligations to his nen. He nust create a desire anong his nmen to
emulate him A third and | ess pleasant contributing factor to
di scipline is proper punishnment. Punishment should not be
desi gned nor intended for harassnent. It should create a respect
for authority and afford a neans of unbiased mlitary justice.

It should be properly placed and correctly adm ni stered.

The second najor area on the way to effective | eadership is
nmorale. One definition of norale is, "an enotional and nental

state of the individual.”" O, nore sinply, norale is how nen
feel and act. It is not USO shows, razor blades, candy and
tobacco. It goes deeper. \What are sone characteristics of

noral e? Zeal, or the willingness of a Marine to do his job, over
and above that which is expected, is a primary factor and result
of norale. By doing his duty willingly to the best of his
ability, a Marine develops still another factor necessary to high
noral e. He devel ops a feeling of personal worth. He believes
that he is the nost inportant part of the nost inportant teamin
the whole Marine Corps. He devel ops confidence in his ability,
in his |eaders, and in his equipnment. Along with this
confidence, he has fostered satisfaction (not snugness) which is
al so inperative for high norale.

The next sign along the road toward effective mlitary
| eadership has its base planted firmy on the broad shoul ders of
Marine Corps history. It is probably the nost inportant single

factor in the manifestation of |eadership. It is marked esprit
de corps. Probably, esprit de corps is best defined as the
mental and enotional state of an entire unit. It differs from

norale in that esprit de corps enbraces the attitude of the
entire unit, as opposed to the norale of an individual.

This trenmendous driving force has contributed to the success
for al nost every Marine Corps canpaign. Although ancient |eaders
such as Genghis Khan, Attila the Hun, Al exander the G eat, and
Napol eon Bonaparte may or may not have the bl essing of nodern
society or admrable personal attributes, they certainly
surpassed their opponents in achieving and mai ntaining an esprit
de corps. For exanple: the approach of Attila the Hun struck
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terror into the hearts of the once great Roman Enpire. Tales
were spread of his savage hordes nunbering nore than the stars,
burni ng and pl undering, |eaving a wake of death and devastati on.
Yet history tells us that this | eader had a force which often
cane to less than 1500 nen. It was nore likely their trenmendous
spirit and unyi el ding aggressi veness that fostered belief in

t heir nythical nunbers.

Consider too, the esprit de corps that bound together Presley
O Bannon and his few Marines during their march across 600 m |l es
of scorching desert to stand triunphant at the shores of Tripoli.
In our own tinme, in the frozen wastes of Korea, a trapped Marine
di vision fought its way bravely to the sea through six Comuni st
divisions; largely on esprit. But it is not these individual
canpaigns with which we are concerned. Rather, it is the spirit
whi ch notivated these nmen to overcone seem ngly insurnountabl e
obstacles. How is esprit de corps developed? It is the product
of the interaction of personnel. Sinply, it anmounts to the way
one Marine acts toward another. H gh norale of individuals in a
unit is essential, and a spirit of conpetition between units is
anot her contributing factor. One begets the other. It is well
to note that a unit's achi evenents, past and present, enhance
esprit de corps.

The gui deposts of discipline, norale and esprit de corps have
brought us thus far. Are these three fundanental s enough for
successful | eadership? The answer is no. There is still another
area to pass. Another sign points the way. W call it
efficiency. A loose definition of efficiency mght be: the
realization of the greatest output in the shortest possible tine
and with the | east amount of effort. To Marines it mght also
mean getting the job done pronptly and correctly.

Efficiency cones fromproper training. Continual practice of
fire teamand squad tactics, artillery firexes, phibexes and
fieldexes, to nention a few, are training to devel op efficiency.
It is not enough that a Marine possess discipline and high
noral e, and that units possess esprit de corps. Marines nust
know their job and be able to do their job efficiently. This can
be acconplished only through intensive and proper training. It
i ncorporates and nolds the essentials of discipline, norale and
esprit de corps. Training develops in the Marine a
responsi bility, confidence and technical know edge of his
particul ar job; an understanding of the equi pnent he enpl oys and
has at his disposal. Consequently, when all these traits are
devel oped, he begins to believe he is an inportant nmenber of the
greatest fighting teamin the world; and he is.

These then are the four basic effects of good mlitary
| eadership. To know what they are is not enough. W nust
continually review themto ensure that we are not |acking in one

15-43



or the other. To be lacking in effective |leadership is to be
| acking in conbat readiness. The result is defeat and death.

However, if effective |eadership is evident and functioning,
we are strong and ready. If we are well disciplined, of high
nor al e, possess an unquenchable unit spirit, and are efficient,
we are the best in the business.

Strive to create discipline in yourself and your nen.
Encourage high norale, foster esprit, and train for efficiency.
You may never win the Medal of Honor, you may never be cited for
your outstandi ng exanple, but you will have an inner satisfaction
that conmes only to those that give their all. Then, if you
listen carefully at your retirenent parade, you will hear the
voi ces of all the other good Marines who have gone before whisper
the greatest comendation of themall "WIlIl done, Marine."

MARI NE CORPS GAZETTE July 1960 (Reprinted with perm ssion.)

15-44



APPENDI X E
FOUNDATI ONS OF LEADERSHI P
DI SCI PLI NE, MORALE AND ESPRI T DE CORPS

Over the years the termdiscipline has acquired at | east
t hree neani ngs: puni shnment, obedi ence, and self control. The
first neaning, punishnment, is frequently used when a Marine
violates a policy or regulation. Secondly, discipline seens to
suggest conplete and total obedience to the orders of superiors.
This leads to the third and hi ghest concept of discipline which
i nvol ves sel f-control and a sense of personal responsibility that
goes beyond threat of punishnment or nere obedi ence.

The Marine Corps' concept is to strive to devel op | eadership
qualities in all Marines: two of those qualities are
self-control and a sense of personal responsibility. [If a Mrine
i s obedient only because he fears punishnent, that Marine is not
going to be reliable unless he is constantly supervised. Blind
obedi ence results in robot-Ilike performance which suppresses the
devel opment of the individual and, in the extrene, may result in
t he individual carrying out inproper or illegal orders such as
those involving unfair treatnent and war crinmes. True discipline
inplies not only action, but know edge of what is being done. W
want Marines to exercise discipline as active thinking
participants. W want Marines to do what needs to be done which
is the real neaning of discipline.

It frequently happens that the root nmeaning of a word nore
nearly expl ains the whole context of ideas with which it is
legitimatel y associ ated than the public's m staken use of the
sanme word. Coming fromthe Latin, "to discipline" neans "to
teach.” Insofar as the mlitary establishnment of the United
States is concerned, nothing need be added to that definition.
Its discipline is that standard of personal deportnent, work
requi renent, courtesy, appearance and ethical conduct which,
inculcated in Marines, will enable themsingly or collectively to
performtheir mssion with opti num efficiency.

Mlitary discipline is the state of order and obedi ence anong
mlitary personnel resulting fromtraining. Wen discipline is
spoken of in the Marine Corps, reference is not nmade to
regul ati ons, punishnents, or a state of subservience. Wat is
actually nmeant is the exact execution of orders resulting from
intelligent, willing obedi ence rather than execution based solely
upon habit or fear. Habit plays its part, however, and for this
reason the Marine benefits fromsuch routine training as gun
drill, range firing, inspections, drill for foot troops, and
bayonet drill. Punishnment of individuals for breaches of
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di scipline are sonetinmes necessary, but only to correct or
elimnate those who are presently unfit to serve on the team

Discipline is necessary to secure that orderly, coordi nated
action which alone can triunph over the seem ngly inpossible
conditions of battle. Fear is the eneny of discipline. The
i ndi vidual nust be able to recognize and face fear, because fear
unchecked will lead to panic and a unit that panics is no | onger
a disciplined unit, but a nob. There is no sane person who is
wi t hout fear, but good discipline and high norale will keep fear
inits proper place.

Essentially, mlitary discipline is no different than the

di sci pline of the university, a baseball |eague, or an industrial
corporation. It nakes specific requirenents of the individual;
so do they. It has a system of punishnents; so do they. These

things are but incidental to the end result. Their main
objective is to preserve the interests and further the
opportunity of the cooperative magjority. The big difference
between discipline in the mlitary establishnment and in any ot her
free institution is that if the Marine objects, he/she still does
not have the privilege of quitting tonorrow, and if he/she
resists or becones indifferent and is not corrected, his/her bad
exanple will be felt to the far end of the I|ine.

The nost contagious of all noral diseases is insubordination;
acts may be exhibited in a variety of nodes: neglecting the
customary salute, indifference, insolence, inpertinence, undue
famliarity or anything that does not show the proper respect for
rank. The officer who tol erates slackness in the dress of his
Marine soon ceases to tend to his/her own appearance. There is
only one correct way to wear the uniform Wen any deviations in
dress are condoned within the service, the way is open to the
destruction of all uniformty and unity.

Sone | eaders nmay not appreciate the necessity for discipline
and will not until they experience the trials of battle.
However, when | eaders understand the necessity for discipline,
t hey have | earned a sense of obligation to thenselves, to their
conrades, to their commander, and to the Marine Corps. He/she
has | earned that he/she is a nenber of a team which is organi zed,
trained, and equi pped for the purpose of engagi ng and defeating
the enem es of his/her country. The final objective of mlitary
discipline is effectiveness in conbat.

Discipline is attained by careful precept and proper training
acconpani ed by corrective and restraining neasures. This is
provided by unit |eaders. Final discipline is the pronpt,
correct reaction to given situations, and the ever present
know edge that in the daily routine, |eaders are doing their
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utnmost to live up to the standards set for them by custom and
tradition.

Discipline, norale, esprit de Corps: Marine, the wll to
wi n, and curses on the man or unit who lacks it; the noral
stam na to stand and fight when all seens |ost; the courage to
charge a hill when death warns to stay.

"...And a perfectly trained anphi bi ous operation requires nen,
skillful men, for its effective execution. In fact, in no
service are nen nore inportant than they are in the Mrine Corps.
This means that STRONG DI SCI PLI NE conti nues to be nost inportant.
This is a point on which there is sonetinmes sone
m sunder st andi ng. \Wen we Marines speak of discipline, we speak
of the spirit of the team Wuen the average civilian hears the
word, he is apt to think of fear and punishment and chasti senent.
Actually, these things are not a part of the true mlitary
di scipline. Wthout the proper spirit, there can be no such
thing as discipline in a mlitary organi zation. You nmay have the
outward senbl ance of conpliance with regul ati ons, even
cooperation of a kind, as long as the fear of punishnent is
present. But actually you have only the discipline enforced upon
school children who begin to throw things and m sbehave the
monment their teacher's back is turned. The discipline upon which
a Marine unit nust be built is of a different kind, a kind that
endures when every senbl ance of authority has vani shed, when the
| eader has fallen, when the nenbers of the team are droppi ng out
one by one, when the only driving power that remains is the
strong and unconquerable spirit of the team This is the working
definition of discipline--the spirit of the team The Marines
know it as esprit de corps.”

(General Graves B. Erskine's remarks to
The Basi ¢ School graduates, 30 August
1958)

The feeling of one Marine for another is not the sane as the
love within a famly. Rather, it is a mxture of pride,
fidelity, loyalty, spirit, unselfishness and nutual respect that
defies definition or neasure. Lord Nelson indoctrinated his
officers wwth the concept that they were a 'Band of Brothers.'
In a simlar sense, it mght be said that the Marine Corps is a
Great Brotherhood. "

Esprit de Corps, KOREA, August 1950

"The Marines who di senbarked at Pusan were nostly young nen
of al nost no actual battle experience, for only very few of them
were veterans of World War 11. These tobacco chew ng, raw
knuckl ed, bristlyheaded youngsters in already faded khaki were
comng to fight in Korea with two great advantages. They were
| ed by sergeants and officers who were all veterans of canpaigns
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i nvol ving battles as violent as any ever fought, and who had been
carefully selected out of those nen wanting to remain in the
Marine Corps as a career followng the end of the Japanese \War.
Then, too, these youngsters fromfarns and factories, forest
tracts and fishing craft, drug store corners and honmes of wealth,
fromall the places which are Anerica, these young nen had

anot her enornous advant age, one that no one yet has been able to
pin dowmn and fully define--they were UNI TED STATES MARI NES.

They were Marines fromtheir closely cropped heads and
jutting ears, to the tightly laced, traditional khaki |eggings
wr apped around their boot tops. Each had volunteered to try to
becone a Marine, firmy believing that they were entering a
private little world of their own, inhabited by the toughest
fighting nmen on earth. But that was only what they thought to
begin wwth. Later, those who had managed to energe fromthe
initial training | ooked at other nmen not dressed in the sane
faded khaki as strangers even though bl ood brothers, for now they
knew. They were MARI NES, and would remain so until they died."

Davi d Dougl as Duncan

The follow ng editorial appeared on the front page of the
Atl anta Constitution.

"One of the greatest mlitary exploits in history was the
wi thdrawal of the First Marine Division fromthe frozen Chosin
reservoir sector in the depths of the Korean nmountains in the
cruel winter of 1950. They had been fighting for weeks. Split
into groups, surrounded by 80,000 Chi nese Communi sts, saddl ed
w th wounded, it was necessary to wthdraw. (General MArthur
had i nsisted the Chinese would not cone in. He persisted even
t hough Marines on their way to the Yalu had reported contact with
t hem and had prisoners to show. The Eighth Arny was caught
thinly spread by the Chinese attack. They fought. But they were
routed.)

Weat her was bel ow zero. They buried what dead they could in
the dynamited, icy earth. Sonme they could not bury. These they
| ashed to tanks. The badly wounded canme out on litters or on
vehicles along with the dead. They brought their gear as well.

It was 80 mles to the sea.

They had to traverse nountain trails. They had to rebuild
bri dges.

By day and by night they beat off attacks, |ashed nore dead

to their arnor; assisted nore wounded al ong the agoni zi ng way.
They broke through. They reached the sea.
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No Hormer or Virgil has sung of them

And yet no poet skilled with epics has had a greater one than
the story of the Marines who broke through an arny of 80,000 of a
fanatic, desperate eneny, bringing their dead and wounded to the
safety of the sea. WMjor General Aiver Prince Smth |led them

The French Foreign Legion takes no oath of loyalty to France;
its nmenbers swear only to be loyal to the Legion.

There is sonmething of that in the Marines. They, of course,
fight for their country. But in the bitter, desperate hours, as
the frozen agony of the 13 days was replaced by the freezing pain
of the 13 nights, IT WAS PRIDE IN THE CORPS THAT KEPT THEM GO NG
They woul d not fail one another.

A story will illustrate: 1n one of the many fights en route
to Chosin, a private naned Stanl ey Robi nson had taken conmmand of
a decimated squad. We neet himlater... on page 281 of The New
Breed. In a warmng tent of the nedical battalion, the wounded
Robi nson lay listening to the cascading sound of firing to the
north. Litter bearers brought in a stretcher and placed it
al ongsi de Robi nson. "Wat outfit you fronP" Robi nson asked.
"Easy, 7th," the inert figure munbled. "Did we get hit?"

"Cl obbered. M. Yancey's wounded...so's the skipper--everybody
is, | guess."

Robi nson sat up. In the darkness he got into his clothes and
parka. He nopaned as he pulled the shoepacs over his swollen
feet.

"Be seein' you, Mac," he whispered. He lurched out and
sel ected a weapon from a di scarded stack nearby. A corpsman cane
to him "Wuat'n hell you doin', Robinson?" "Wat does it | ook
I i ke, Doc?" Robinson headed for the mass of hills. Wen he cane
to the icy slopes, he had to crawl. The blisters broke. The
socks were wet with blood and pus. He found Yancey. "Wat'n the
hell you doin" here?" croaked the weary man. "Lookin' for a
job." Yancey spat blood on the snow.

"You got one. Over there.”
Ceneral Smth commanded nen |ike that. They were all heroes

of one of the greatest stories in all the long history of nen in
war...the breakout from Chosin. And none was greater than he."

Ral ph MG ||
Editor, Atlanta Constitution
APPENDI X F
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FOUNDATI ONS COF LEADERSHI P
CUSTOMS, COURTI ES, AND TRADI Tl ONS
WHAT ARE CUSTOMS?

Custons are the practices of preserving i deas and actions
fromgeneration to generation. The termalso refers to a
specific act that follows the tradition of past generations.
Custons vary widely fromplace to place and fromgroup to group
They al so vary throughout the history of a particul ar group.

Not all custons are equally inportant. Mbres are custons
that people regard as extrenely inportant. Violators of nores
may receive severe punishnent. 1In the United States, for
exanple, a man or woman may go to prison for marrying nore than
one person at a time. Oher custons, called fol k ways, are not
so i nportant and persons who do not observe themreceive only
m | d puni shnments. Folk ways include eating habits, ways of
dressing, and net hods of playing ganes.

Most people foll ow the custons handed down to them and do not
guestion these custonms. Mich training in schools, at hone, and
el sewhere consists of passing on custons. People conformto
custons because it is easier than not doing so. Society often
ridicules people who do not observe custons.

WHAT ARE SOVE OF THE MARI NE CORPS CUSTOWS?

There may be many responses. |Included anong them are the
fol | ow ng:

Mari ne Corps Birthday.
Par ades and Cer enpni es.
Mess ni ght.

VWHAT IS THE SI GNI FI CANCE OF THESE CUSTOMS?

Qur customs are essential to maintaining good fell owship,
contentnment with our unit and Corps, harnony, and happiness in a
unit.

WHAT DO WE MEAN BY COURTESI ES?

Courtesies are sinply a set of rules of behavior. By using
t hese rules, people nmake living with each other nore pleasant and
confortable. Persons who |live alone can behave nore or |ess as
t hey choose, but persons who |ive and work anong ot hers nust
behave so they do not tranple on the rights of others.
Courtesies hel p gui de behavi or.
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Most rules of courtesy have good reasons behind them In
sone cases, the reasons have di sappeared and the rule is now an
al nost meani ngl ess custom One of these is handshaking. 1In the
M ddl e Ages, when two nen net, they extended their right hands
and shook themto show they did not intend to use their swords.

O her courtesies are based on good taste. These are things we do
or do not do because they would offend other people. Eating and
hygi ene habits fall into this category.

Sumred up, courtesies follow the "Golden Rule”: "Do unto
others as you would have them do unto you."

WHAT ARE SOVE OF OQUR MARI NE CORPS COURTESI ES?

| ncl uded anong the responses are the foll ow ng:
Sal uti ng.
Reporting to Seniors.
Addressing Oficers as "Sir, or Ma'am"

WHAT |'S THE SI GNI FI CANCE OF THESE COURTESI ES?

Courtesy is essential to all walks of life, but it is
especially inportant to the Marine. Mlitary courtesy enbraces
much nore than the salute or any other ritual, inportant as these
are. It is a key ingredient in the relations between nenbers of
the armed forces of our nation, reflecting a high degree of
mut ual respect and pride. Courtesy to a senior indicates respect
for authority, responsibility, and experience. Courtesy toward a
junior indicates appreciation and respect for his/her support and
for himher as a fellow Marine.

WHAT ARE TRADI TI ONS?

Traditions are sinply the transm ssion of know edge,
opi ni ons, doctrines, custons, and practices fromgeneration to
generation by word of nmouth or by exanples. Sone traditions are
custons so long continued that they have alnost the force of a
| aw.

Marine Corps traditions have hel ped create a fighting force
whi ch has becone a recogni zed Anerican institution. Qur
traditions perpetuate a long history of high standards, teamaork
under stress, esprit de corps, and success in battle. Through
t he constant observance and understandi ng of tradition, Marines
foster a feeling of camaraderie based upon nmutual respect and
confidence. The maintenance of the ideals and attitudes enbodied
in our traditions forges a strong link wth our proud heritage
and a deep appreciation by all Marines that they are a part of a
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unique fighting team CQur traditions perpetuate the very
qualities we nust have to succeed.

WHAT ARE SOVE OF OQUR TRADI Tl ONS?

Mari ne Corps Mdtto.
Mari ne conduct in conbat.
Change of command cerenony.

Traditions are what give the Marine Corps its uni queness.
These things foster the discipline, valor, loyalty,
aggr essi veness, and readi ness which make the term "Mari ne"
signify all that is highest in mlitary efficiency and soldierly
Vi rtue.

WHAT IS THE | MPORTANCE OF CUSTOM, COURTESI ES AND TRADI TI ONS?

It is inperative that all Mrines understand our custons,
courtesies, and traditions in order to ensure a highly notivated,
wel | disciplined, and proficient unit. These are the special
characteristics that set our Marine Corps apart fromall other
mlitary organi zati ons and servi ces.

WHAT |'S THE | NTERRELATI ONSHI P OF CUSTOMS, COURTESI ES, AND
TRADI TI ONS; TRAI TS AND PRI NCI PLES; AND AUTHORI TY, RESPONSI BI LI TY,
AND ACCOUNTABI LI TY?

They help formthe basis for effective | eadership goals and
standards of excellence. \When properly applied, they foster
noral e, notivation, discipline, and esprit de corps, which are
essential to teammork, particularly under the stress of conbat.
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

PH LOSOPHY COF LEADERSH P
1. Introduction. The Marine Corps' philosophy of |eadership and

how t hi s phil osophy ties into our style of |eadership is at the
very root of how effective we are at | eading.

2. Overview. The purpose of this discussion is provide you with
an under st andi ng of how your own phil osophy of | eadership
determ nes the effectiveness of your unit and how | eadership
traits, principles, and the application of |eadership create a
climate of high norale, discipline, proficiency, and esprit de
cor ps.

3. References. The follow ng provide additional information on
the Marine Corps' philosophy of | eadership.

FMFM 1-0, Leadi ng Mari nes
Mari ne Cor ps Manual

4. Di scussi on Leader Notes

a. The Marine Corps' philosophy of |eadership is largely
based upon recognizing and utilizing to the fullest extent our
nost inportant asset, the individual Marine. Through outstanding
| eadership, we will be able to channel the talent and energy of
that Marine in the right direction.

b. The way to do this effectively is through the
mai nt enance of the healthiest of relationships between the
| eaders and those led in our organization. This relationship
shoul d be of the utnobst nutual respect, and can be |likened to
that of a commtted teacher and his/her willing student, or to
that of a father and his son. All Marines should feel that they
bel ong, and we nmust pronote an atnosphere of conradeship and
br ot her hood t hroughout the Corps, regardl ess of rank.

c. The end result should be a Corps that benefits from good
order and discipline (preferably self-discipline), unit cohesion,
and teamwrk. To assist us in these tasks, there are a few
fundanmental s of | eadership that all of us, regardl ess of our
innate | eadership ability, can use to devel op good | eadership
qualities in ourselves and in others.

5. Discussion. Qur philosophy of |eadership is characterized by
the belief that | eadership qualities can be devel oped within the
i ndi vi dual Marine, and that Marine | eaders have the
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responsibility for developing those qualities. As stated in
paragraph 1100. 1a of the Marine Corps Manual, "The objective of
Marine Corps |eadership is to develop the | eadership qualities of
Marines to enable themto assune progressively greater
responsibilities to the Marine Corps and society." W grow our
own | eaders, and if we do not continue to do this effectively,
the Marine Corps as we knowit, wll cease to exist. You should
have a thorough understandi ng of what the phil osophy of

| eadership entails. The areas addressed bel ow are not al
enconpassi ng, but provide enough information to give you an
under st andi ng of the phil osophy of | eadership.

a. Leadership differs fromconmmand and nmanagenent as
fol | ows.

(1) Command is defined as the authority a person in the
mlitary lawfully exercises over subordinates by virtue of his
rank and assignnment or position.

(2) Managenent is defined as a process of planning,
organi zi ng, coordinating, directing, and controlling resources
such as people, material, tinme, and noney to acconplish the
organi zation's m ssion.

(3) Leadership is defined as the act of influencing
others in such a manner as to acconplish the mssion: "The sum
of those qualities of intellect, human understandi ng and noral
character that enable a person to inspire and to control a group
of people successfully.” (CGeneral Lejeune)

(4) Leadership is the dom nating requirenent for success.
There is certainly need for command and nmanagenent, but sound
| eadership is needed to function. Varying degrees of |eadership
skills are present in all Marines. Oficers, SNCOs, and NCOs
must foster the devel opnent of these skills in their Marines.
Leadership is people oriented. Leadership is concerned with the
i ndi vidual Marine and the goals of the organization. To a great
extent all Marines are required to be both good | eaders and
skill ful managers of personnel, equipnment, and tinme. Stress that
our people are the greatest asset that we have.

(5) Good managenent will get your Marines onto the ship
with the right equipnent and the required training. Your
authority as an officer and their discipline will ensure that
they follow you to the battlefield. However, only |eadership
will get those Marines to put their lives on the line.

b. Leadership qualities defined.
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(1) Inspiration. Personal exanple of high nora
standards reflecting virtue, honor, patriotism and subordination
i n personal behavior and in performnce.

(2) Technical proficiency. Know edge of the mlitary
sciences and skill in their application.

(3) Moral responsibility. Personal adherence to high
st andards of conduct and the gui dance of subordi nates toward
whol esoneness of m nd and body.

c. FVMFM 1 states that philosophy of command cannot function
effectively unless our philosophy of |eadership supports it. Qur
phi | osophy of | eadership concentrates on the devel opnent of
| eadership in subordinates, and our philosophy of conmand
(decentralized) depends on subordinate initiative and | eadership.
It highlights the inherent disorder of the nodern battlefield and
t he necessity of subordinates to respond with "individual
initiative and responsibility...within the boundaries of the
commander's intent." Qur philosophy of |eadership stresses the
i nportance of building good subordi nate | eaders, with the beli ef
that | eadership can be | earned. These |eaders are an absolute
requirenment if our warfighting philosophy of command is to
function. In order for this philosophy of |eadership to work, a
certain atnosphere and a certain relationship nust exist between
officers and nen. This relationship should be one of nutual
respect and it is described in the terns "conradeship,"”

"br ot herhood, " "teacher/scholar," and "father/son."

(1) The relationship between officers and enlisted
Marines is described in the Marine Corps Manual. It states that
"effective personal relations in an organi zati on can be
satisfactory only when there is a conpl ete understandi ng and
respect between individuals."”

(2) The Marines who have gone before us were drawn into a
| asting bond on the battlefield. The adversity they faced
t oget her strengthened their resolve for success and highlighted
the need for cooperation. Realizing that conradeship and
br ot herhood are needed on the battlefield, we nmust work
continually to foster themin our daily activities.

(3) Oten the mstake is nade by those outside the Marine
Corps that our reputation for discipline neans that we have a
greater separation between officers and enlisted Mari nes.
Not hi ng could be further fromthe truth. Wile we prohibit
unpr of essi onal relationshi ps between officers and enlisted
Mari nes, the concept of conradeship and brotherhood depends on
mut ual respect between the ranks and anong all Marines. Mich of
this nutual respect conmes through the sharing of hardships. As
quoted in the Marine Corps Manual, General Lejeune said, "The

16-3




rel ati onship between officers and enlisted nmen should, in no
sense, be that of superior and inferior, nor that of nmaster and
servant, but rather that of teacher and scholar."” Your
responsibilities as a | eader are to provi de gui dance to your
subordi nates, nmake deci sions, and see that your subordi nates
performance is satisfactory. You should provide good
opportunities for you subordinates to al so nake deci sions within
their authority.

(a) You nust be responsible for the physical, nental,
and noral welfare of your Marines, as well as their discipline
and trai ni ng.

(b) You should ensure that each of your Marines is
all owed the maxi mum | atitude possible in devel opi ng his/her own
| eadership style.

(c) You should be avail able to your Marines to
provi de assi stance whenever needed.

(d) Be aware that the teacher/scholar relationship
extends to the relationship that should exist between NCGCs and
junior Marines as well. Additionally, officers should never
hesitate to learn fromtheir Marines. The idea of the father/son
relationship is different fromthat of the teacher/schol ar
rel ationship. The idea of the father/son relationship is that it
inplies that the relationship that should exist between a | eader
and his/her Marines goes further than that between a typical high
school teacher and his/her students. However, the main point in
both cases is that this relationship should be nutually
respectful, with the nore experienced person having the noral
responsibility to help the junior develop. D sciplineis a
factor in this relationship, just as it is in any healthy
father/son relationship. You would not let your son run wld, so
why woul d you | et your Marines?

d. Good order and discipline are terns used to describe the
essential quality of behavior within the arned forces. As
Marines, we share in the responsibility to protect the nation.
This is a serious business that nay require us to endure extrene
hardshi p, privation, or even to give our lives so that the nation
may remain secure. Marines nust be organi zed, trained, and ready
for deploynent to any crisis at any tine. Qur organization nust
have a highly refined quality of order so that, as a team
everyone knows their role and job, and our efforts can join
together in a manner that will achieve acconplishment of the
m ssion. Discipline is each individual Marine's responsibility
for responding willingly, instantly to the directions of a
senior, and in the absence of orders, initiating appropriate
action. Wth our traditional stress on the |eader's
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responsibility for maintaining good order and discipline, we wll
retain our readiness and capability to carry out the m ssion at
all tines.

e. The individual's responsibility for | eadership is a nust.
It is not dependent on authority. It is not dependent on
command. Each individual is responsible for his or her own
actions first.

(1) Your Certificate of Comm ssion (or Warrant) refers to

"special trust and confidence.”" This term which is expressly
reposed in officers by their conm ssion, is the distinguishing
privilege of the officer corps. It is the policy of the Marine

Corps that this privilege be tangible and real; it is the
correspondi ng obligation of the officer corps that it be wholly
deserved. It is not ordinary trust and confidence expected of a
menber of society as a whole. It is the special trust and
confidence expected of officers.

(2) Oficers are responsible for |eading and caring for
their Marines; this responsibility far exceeds bonds possibly
taken with other officers as friends and conrades. The trust
pl aced in officers for the lives of the Marines they lead is a
responsi bility of the highest order. But it is a trust granted
on the presunption of professional conduct, and is endangered by
any act which may be considered inproper or that gives the
appearance of inpropriety.

f. The | eader functions as the linking pin. The |eader is
al so responsi ble for representing his/her command to the next
level in the chain. 1In addition to duties of a supervisory
nature for his/her own unit, the | eader nust plan and coordi nate
with peers and seniors in order to effectively control the
enpl oynment of his/her unit. The leader is the linking pin for
information, control, and influence upon the unit. He/she is
al so a subordinate of the | eader and nust be able to follow. A
| eader's energies are divided between | eadi ng and fol |l ow ng.

g. The traits and principles of |eadership are essenti al
qualities that all Mrines nust not only understand, but
continually seek to inprove and |ive by. These fundanentals
conprise only one aspect of Marine Corps |eadership. They are
there to provide a standard for the nmeasurenent of individual
| eadership abilities, as well as sonme tine-tested | eadership
t echni ques.

(1) Leadership traits defined.

(a) Integrity. Uprightness of character and
soundness of noral principles. The quality of truthful ness and
honesty. A Marine's word is his bond. Nothing Iess than
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conpl ete honesty in all of your dealings wth subordinates,
peers, and superiors is acceptable.

(b) Knowl edge. Understanding of a science or an art.
The range of one's information, including professional know edge
and an understandi ng of your Marines. The gaining and retention
of know edge of current developnments in mlitary and naval
science, and world affairs is inmportant for your growth and
devel opnent .

(c) Courage. Courage is a nental quality that
recogni zes fear of danger or criticism but enables a person to
proceed in the face of it with cal Mmess and firmess. Know ng
and standing for what is right, even in the face of popul ar
di sfavor is often the leader's |ot.

(d) Decisiveness. Ability to nmake decisions pronptly
and to announce themin a clear, forceful manner. The quality of
character which guides a person to accunul ate all available facts
in a circunmstance, weigh the facts, choose and announce an
alternative which seens best. It is often better that a decision
be made pronptly than a potentially better one be made at the
expense of nore tine.

(e) Dependability. The certainty of proper
performance of duty. The quality which permts a senior to
assign a task to a junior with the understanding that it wll be
acconpl i shed wth m ni nrum supervi sion. This understandi ng
i ncludes the assunption that the initiative will be taken on
smal|l matters not covered by instructions.

(f) Initiative. Taking action in the absence of
orders. Since an NCO often works w thout close supervision
enphasis is placed on being a self-starter.

(g) Tact. The ability to deal with others w thout
creating offense. The quality of consistently treating peers,
seniors, and subordinates with respect and courtesy is a sign of
maturity. This deference nust be extended under all conditions
regardl ess of true feelings.

(h) Justice. Gving reward and puni shnment accordi ng
to the nerits of the case in question. The ability to adm nister
a system of rewards and punishnents inpartially and consistently.
The quality of displaying fairness and inpartiality is critical
in order to gain the trust and respect of people, particularly in
the exercise of responsibility as a | eader.

(1) Enthusiasm The display of sincere interest and
exuberance in the performance of duty. D splaying interest in a
task, and an optimsmthat it can be successfully conpl eted,
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greatly enhances the |ikelihood that the task wll be
successful ly finished.

(j) Bearing. GCreating a favorable inpression in
carriage, appearance, and personal conduct at all tines. The
ability to | ook, act, and speak |like a | eader whether or not
these mani festations indicate one's true feelings. Sonme signs of
these traits are clear and plain speech, an erect gait, and
i npeccabl e personal appearance.

(k) Endurance. The nental and physical stam na
measured by the ability to withstand pain, fatigue, stress, and
hardship. The quality of w thstanding pain during a conditioning
hike in order to inprove stamna is crucial in the devel opnent of
| eadership. Leaders are responsible for leading their units in
physi cal endeavors and for notivating themas well.

(1) Unselfishness. Avoidance of providing for one's
own confort and personal advancenent at the expense of others.
The quality of |ooking out for the needs of your subordinates
before your own is the essence of |eadership. This quality is
not to be confused with putting these matters ahead of the
acconpl i shnent of the m ssion.

(m Loyalty. The quality of faithfulness to country,
the Corps, and unit, and to one's seniors, subordinates, and
peers. The notto of our Corps is Senper Fidelis! You owe
unswerving loyalty up and down the chain of conmmand, to seniors,
subor di nat es, and peers.

(n) Judgnent. The ability to weigh facts and
possi bl e solutions on which to base sound deci sions. Sound
judgnent is inportant to a | eader in order to gain the respect of
hi s/ her subordi nat es.

(2) Leadership principles

(a) Be technically and tactically proficient. Before
you can | ead, you nust be able to do the job; the first principle
is to know your job. As a Marine, you nust denonstrate your
ability to acconplish the mssion, and to do this you nust be
capabl e of answering questions and denonstrating conpetence in
your MOS. Respect is the reward of the Marine who shows
conpetence. Tactical and technical conpetence can be | earned
from books and from on-the-job training.

(b) Know yourself and seek self inprovenent. This
principle of |eadership should be devel oped by the use of
| eadership traits. Evaluate yourself by using the | eadership
traits and determ ne your strengths and weaknesses. Wrk to
i nprove your weaknesses and use your strengths. Wth a know edge
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of yourself, and your experience and know edge of group behavi or,
you can determ ne the best way to deal with any given situation.
Wth some Marines and in certain situations, the firm hard stand
may be nost effective; however, in other situations the "big

brot her" approach may work better. You can inprove yourself in
many ways. Sel f-inprovenent can be achi eved by readi ng and
observing. Ask your friends and seniors for an honest eval uation
of your |eadership. This will help you to find your weaknesses
and strengths.

(c) Know your Marines and | ook out for their welfare.
This is one of the nost inportant of the principles. You should
know your Marines and how they react to different situations.
Thi s knowl edge can save lives. A Marine who is nervous or | acks
sel f-confidence should never be put in a situation where an
i nportant, instant decision nust be made. Know edge of your
Marines' personalities wll enable you, as the |eader, to decide
how to best handl e each Marine and determ ne when cl ose
supervi sion i s needed.

(d) Keep your Marines informed. Marines are by
nature inquisitive. To pronote efficiency and norale, as a
| eader you should informthe Marines in your unit of al
happeni ngs and gi ve reasons why things are to be done. This, of

course, is done when tine and security permt. |Informng your
Marines of the situation makes themfeel that they are a part of
the teamand not just a cog in a wheel. Informed Marines perform

better and, if know edgeabl e of the situation, they can carry on
wi t hout your personal supervision. The key to giving out
information is to be sure that the Marines have enough
information to do their job intelligently and to inspire their
initiative, enthusiasm |oyalty, and convictions.

(e) Set the exanple. As a Marine progresses through
the ranks by pronotion, all too often he/she takes on the
attitude of "do as | say, not as | do." Nothing turns Marines
off faster! As a Marine |eader your duty is to set the standards
for your Marines by personal exanple. Your appearance, attitude,
physi cal fitness, and personal exanple are all watched by the
Marines in your unit. |f your personal standards are high, then
you can rightfully demand the sanme of your Marines. If your
personal standards are not high you are setting a double standard
for your Marines, and you will rapidly lose their respect and
confidence. Renenber your Marines reflect your inage!

Leadership is taught by exanpl e.

(f) Ensure that the task is understood, supervised,
and acconplished. This principle is necessary in the exercise of
command. Before you can expect your Marines to perform they
must know first what is expected of them You nust comrunicate
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your instructions in a clear, concise manner. Talk at a |evel
that your Marines are sure to understand, but not at a |level so
low that would insult their intelligence. Before your Marines
start a task, allow thema chance to ask questions or seek

advi ce. Supervision is essential. Wthout supervision you
cannot know if the assigned task is being properly acconplished.
Over-supervision is viewed by subordi nates as harassnent and
effectively stops their initiative. Allow subordinates to use
their own techni ques, and then periodically check their progress.

(g) Train your Marines as a team Every waki ng hour
Mari nes shoul d be trained and school ed, chall enged and tested,
corrected and encouraged with perfection and teamwork as a goal .
When not at war, Marines are judged in peacetine roles,
perfection in drill, in dress, in bearing, and deneanor,
shooting, self-inprovenent, but nore than anything el se by
performance. No excuse can be nade for the failure of |eaders to
train their Marines to the highest state of physical condition
and to instruct themto be skillful as the very best in the
profession of arns. Train with a purpose and enphasi ze the
essential el enment of teamwork.

[ 1] The sharing of hardshi ps, dangers, and hard
work strengthens a unit and reduces problens; it devel ops
teamnor k, i nproves norale and esprit and nolds a feeling of
unbounded loyalty. This is the basis for what nmakes nen fight in
conbat; it is the foundation for bravery, for advanci ng under
fire. Troops don't conplain about tough training;, they seek it
and brag about it.

[2] Teammork is the key to successful operations.
Teammork is essential fromthe snallest unit to the entire Marine
Corps. As a Marine officer, you nmust insist on teamwork from
your Marines. Train, play, and operate as a team Be sure that
each Marine knows his/her position and responsibilities within
the team franeworKk.

[ 3] When teamspirit is in evidence, the nost
difficult tasks becone nuch easier to acconplish. Teamwork is a
two-way street. Individual Marines give their best, and in
return the team provides the Marine with security, recognition,
and a sense of acconplishnent.

(h) Make sound and tinely decisions. The |eader nust
be able to rapidly estimate a situation and make a sound deci si on
based on that estimation. Hesitation or a reluctance to nmake a
deci sion | eads subordinates to | ose confidence in your abilities
as a |leader. Loss of confidence in turn creates confusion and
hesitation within the unit. Once you nmake a deci sion and
di scover it is the wong one, don't hesitate to revise your
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decision. Marines respect the | eader who corrects m st akes
i mredi ately instead of trying to bluff through a poor deci sion.

(i) Develop a sense of responsibility anong your
subordi nates. Another way to show your Marines that you are
interested in their welfare is to give themthe opportunity for
pr of essi onal devel opnent. Assigning tasks and del egating the
authority to acconplish tasks pronotes nutual confidence and
respect between the | eader and subordinates. It al so encourages
the subordinates to exercise initiative and to gi ve whol eheart ed
cooperation in the acconplishment of unit tasks. Wen you
properly del egate authority, you denonstrate faith in your
Marines and increase their desire for greater responsibilities.
If you fail to delegate authority, you indicate a | ack of
| eadershi p, and your subordinates nay take it to be a | ack of
trust in their abilities.

(j) Enploy your unit in accordance with its
capabilities. Successful conpletion of a task depends upon how
wel | you know your unit's capabilities. |If the task assigned is
one that your unit has not been trained to do, failure is very
likely to result. Failures |lower your unit's norale and
self-esteem You wouldn't send a cook section to "PM' a vehicle
nor woul d you send three Marines to do the job of ten. Seek out
chal I engi ng tasks for your unit, but be sure that your unit is
prepared for and has the ability to successfully conplete the
m ssi on.

(k) Seek responsibility and take responsibility for
your actions. For professional devel opnent, you nust actively
seek out chal l enging assignnents. You nust use initiative and
sound j udgnent when trying to acconplish jobs that are not
requi red by your grade. Seeking responsibilities also neans that
you take the responsibility for your actions. You are
responsi ble for all your unit does or fails to do. Regardless of
the actions of your subordinates, the responsibility for the
decision and its application falls on you. You nust issue al
orders in your nane. Stick by your convictions and do what you
think is right; but accept justified and constructive criticism
Never renove or denote a subordinate for a failure that is the
result of your own m stake.

h. Another elenment of |eadership involves understanding the
concepts and application of authority, responsibility, and
accountability.

(1) Authority is the legitimte power of a |eader to

di rect those subordinates to take action within the scope of
hi s/ her position.
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(a) By extension, this power, or a part thereof, is
del egated and used in the nane of the conmander. All |eaders
regardl ess of rank are responsible to exercise their authority to
acconplish the m ssion.

(b) Equally inportant, however, is the idea that when
a Marine of any rank is given responsibility for a m ssion, they
nmust al so be given the degree of authority necessary to carry it
out .

(2) Responsibility is the obligation to act or to do;
t hat which one nust answer to for his/her seniors or juniors.

(a) I't may include, but is not limted to, assigned
t asks, equi pnent, personnel, noney, norale, and |eadership.
Responsibility is an integral part of a |leader's authority. The
| eader is responsible at all levels of command for what his/her
Marines do or fail to do, as well as for the physical assets
under hi s/ her control.

(b) Utimately, all Marines are norally and legally
responsi ble for their individual actions. Paragraph 1100 of the
Marine Corps Manual states that individual responsibilities of
| eadership are not dependent on authority, and all Marines are
expected to exert proper influence upon their conrades by setting
exanpl es of obedi ence, courage, zeal, sobriety, neatness, and
attention to duty.

(3) Accountability is the reckoning, wherein the | eader
answers for his/her actions and accepts the consequences, good or
bad. Accountability is the very cornerstone of |eadership. |If
i ndividuals in | eadership positions, whether fire team | eader or
battal i on commander, are not accountable, the structure on which
the Corps is founded woul d be weakened and eventual |y
di sintegrate. Accountability establishes reasons, notives, and
i nportance for actions in the eyes of seniors and subordi nates
alike. Accountability is the final act in the establishnment of
one's credibility. Plainly speaking, the accountable |eader is
sayi ng, "The buck stops here!" Renenber: accountability results
in rewards for good performance as well as puni shnent for poor
per f or mance.

(4) Authority, responsibility, and accountability are al
rel ated. When given sufficient authority to allow himher to
carry out his/her duties, and when held accountable for the
exercise of that authority, a Marine devel ops responsibility.
Responsibility can rarely grow when individuals are not held
accountable for their actions or when individuals do not have the
authority to do what should be done.
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i. Leaders are responsible and accountable for the
effectiveness of their units. Some indicators that a | eader can
use to neasure the effectiveness of his/her unit are norale,
esprit de corps, discipline and proficiency. These factors
i nfluence each other greatly.

(1) Mrale is the individual's state of mnd. |t depends
on his/her attitude toward everything that affects hin her;
fell ow Marines, |eaders, Marine |life in general, and other things
inportant to himher. Mrale is closely related to the
satisfying of the Marine's needs. |f the training,
adm nistering, and fighting of a unit is conducted so that the
Marine's needs are satisfied, a favorable attitude wll be
devel oped. High norale is a state of m nd which gives a Marine a
feeling of confidence and well being that enable himher to face
hardship with courage, endurance, and determ nation. The state
of norale is constantly changing. The norale of a unit can be a
measurenent of the |eader's ability. The | eader can neasure
noral e by cl ose observation of his/her Marines in their daily
activities, by inspecting and talking to these Mari nes.

(a) Sonme specific indicators of good or bad norale in
a unit are as foll ows:

[ 1] Appearance.
[ 2] Personal Conduct.
[3] Standards of mlitary courtesy.
[ 4] Personal hygiene.
[5] Use of recreational facilities.
[ 6] Excessive quarreling.
[ 7] Harnful or irresponsible runors.
[8 Condition of nmess and quarters.
[9] Care of equipnent.
[ 10] Response to orders and directives.
[11] Job proficiency.
[ 12] Mbtivation during training.

[ 13] Evaluation of adm nistrative reports such as
CONGRI NTs, arrests, sick call rates, etc.
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(b) Morale is not constant. The other three
i ndi cators depend on norale, since norale is the sumtotal of the
Marine's attitudes. Al of the indicators are inter-related. A
particul ar synptom may be an indication of a deficiency in nore
than one area. Methods to inprove norale are as foll ows:

[ 1] Teach belief in the cause and m ssion.

[2] Instill in your Marines confidence in
t hensel ves, their |leaders, their training, and their equipnent.

[3] Assist in job satisfaction by carefully
consi dering job assignnents.

[ 4] Keep your Marines aware of your concern for
their physical, noral, and spiritual welfare, as well as that of
t heir dependents.

[5] Establish an effective awards program

[ 6] Make your Marines feel they are essential to
the unit.

[ 7] Recognize the Marine's desire to retain
hi s/her individuality and treat himher as an individual.

[ 8] Encourage the strengthening of their famly
ties, and religious association.

(2) Esprit de corps is the loyalty to, pride in, and
ent husiasmfor the unit shown by its nenbers. Wereas norale
refers to the Marine's attitude, esprit de corps is the unit
spirit. It is the comon spirit reflected by all nmenbers of a
unit and provides group solidarity. It inplies devotion and
loyalty to the unit, and a deep regard for the unit's history,
traditions, and honor. Esprit de corps depends of the
satisfaction the nmenbers get frombelonging to the unit and
confidence in their |eaders.

(a) Specific things to | ook for when evaluating a
unit's esprit de corps are as foll ows:

[ 1] Expressions fromyour Marines show ng
enthusiasmfor and pride in their unit.

[2] A good reputation anong other units.

[3] A strong conpetitive spirit.
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[4] WIling participation by your Marines in unit
activities.

[5] Pride in traditions and history of the unit.

[ 6] Readi ness on the part of your Marines to help
one anot her.

[7] The belief that their unit is better than any
ot her unit.

[8 High reenlistnment rate in the unit.

(b) What are sonme ways to inprove esprit de corps in
a unit?

[1] Start newly assigned Marines off right by a
reception program including an explanation of the unit's
hi story, traditions, and present role.

[2] Develop the feeling that the unit nust excel

[ 3] Recogni ze and publicize achi evenents of the
unit and its nenbers.

[ 4] Make use of cerenonies, synbols, slogans, and
mlitary nusic.

[5] Use conpetition to devel op teamwork.
[ 6] Make proper use of decorations and awards.

(3) Discipline is the individual or group attitude that
ensures pronpt obedience to orders and initiation of appropriate
action in the absence of orders. Wen achieved in a unit, it is
an attitude that keeps Marines doing what they are supposed to do
and as they are supposed to do it through strong inner
conviction. Good discipline is constant and functions whet her or
not outside pressure and supervision is present. It is the
result of good training and intelligent |eadership that hel ps
Mari nes withstand the shock of battle and face difficult
situations wthout faltering. Since success in conbat frequently
depends upon a unit's or individual's imedi ate positive
response, discipline demanded in the Marine Corps is far nore
exacting than discipline in other walks of life. Before a Mrine
can act resourcefully in the absence of orders, he/she nust have
an understanding of what is to be done and the rol e he/she nust
play. This requires training. Before Marines can respond to
orders, they need confidence in their seniors. This requires
| eadership. Wthout discipline, a unit beconmes a nob.
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(a) Sonme specifics to | ook for when evaluating a
unit's discipline are as foll ows:

[1] Attention to detail.

[ 2] Harnonious relations between unit nenbers.
[ 3] Devotion to duty.

[ 4] Proper senior/subordinate rel ationships.

[ 5] Proper conduct on and off duty.

[ 6] Standards of cleanliness, dress, and mlitary
courtesy.

[ 7] Pronptness in responding to commands and
di rectives.

[ 8] Adherence to the chain of command.

[9] Ability and willingness to perform
effectively with little or no supervision.

(b) Some useful nethods to inprove discipline in a
unit are as foll ows:

[ 1] Denonstrate discipline by your own conduct
and exanpl e.

[2] Institute a fair and inpartial systemfor
puni shnment and an equitable distribution of privileges and
rewar ds.

[3] Strive for nutual confidence and respect
t hrough training.

[ 4] Encourage and foster the devel opnent of self
di sci pl i ne anong your Mari nes.

[5] Be alert to conditions conducive to breaches
of discipline and elimnate them where possible.

(4) Proficiency is the technical, tactical, and physical
ability to performthe job or mssion. Unit proficiency is the
sum of the skills wel ded together by the |leader into a snooth
functioning team A unit will attain proficiency when its | eader
demands hi gh standards of individual and group perfornmance.
Proficiency results largely fromtraining. Therefore, nuch of
the |l eader's tinme nust be spent supervising training.
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(a) Sonme specifics to | ook for when evaluating a
unit's proficiency are as foll ows:

[ 1] Personal appearance and physical condition of
your Mari nes.

[ 2] Appearance and condition of weapons,
equi pnent, and unit area.

[3] Reaction tine of unit under various
situations and conditions.

[4] Professional attitude denonstrated by the
unit and its menbers.

[5] Troop leading ability of junior |eaders.

[ 6] Pronptness and accuracy in dissem nating
orders, instructions, and information.

[ 7] Degree of skill denonstrated when
acconpl i shing tasks.

(b) Some useful techniques to use to inprove the
proficiency of a unit are as foll ows:

[ 1] Thoroughly train your Marines in their

duti es.

[ 2] Enphasi ze teamwork through the chain of
command.

[ 3] Establish a sound physical conditioning
program

[4] Provide for cross training.
[5] Participate in realistic training exercises.

[ 6] Provide your Marines with frequent
opportunities to performduties of the next higher echel on.

[ 7] Ensure by inspections and training tests that
your command i s being devel oped in accordance with training
prograns and doctrine prescribed by higher authority.

[ 8] Set high standards of performance and i nsi st
that they be net.
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[9] Institute and pronbte a professional mlitary
educati on readi ng program

J]. Marines can deploy at any tinme into conbat. Good |eaders
nmust be aware of the current status and abilities of their unit
at all times and nust do their best to ensure that they are at
t he hi ghest |evel of readiness possible.

6. Appendi ces

Appendi x A: Excerpt from FMFM 1

Appendi x B: Scenari os
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APPENDI X A
PHI LOSOPHY OF LEADERSHI P
( EXCERPT FROM FMVFM 1)
LEADERSHI P

Mari ne Corps doctrine demands professional conpetence anong
its leaders. As mlitary professionals charged with the defense
of the nation, Marine | eaders nust be true experts in the conduct
of war. They nust be nen of action and of intellect both,
skilled at "getting things done" while at the sane tine
conversant in the mlitary art. Resolute and self-reliant in
their decisions, they nust al so be energetic and insistent in
execution.

The mlitary profession is a thinking profession. Oficers
particularly are expected to be students of the art and science
of war at all levels; tactical, operational, and strategic, with
a solid foundation in mlitary theory and a know edge of mlitary
hi story and the tineless |essons to be gained fromit.

Leaders must have a strong sense of the great responsibility
of their office; the resources they will expend in war are human
lives.

The Marine Corps' style of warfare requires intelligent
| eaders with a penchant for boldness and initiative dowm to the
| onest | evels. Boldness is an essential noral trait in a | eader,
for it generates conbat power beyond the physical neans at hand.
Initiative, the willingness to act on one's own judgnent, is a
prerequisite for boldness. These traits carried to excess can
| ead to rashness, but we nust realize that errors by junior
| eaders stenmm ng from over bol dness are a necessary part of
| earning. W should deal wth such errors leniently; there nust
be no "zero defects"” nentality. Not only nust we not stifle
bol dness or initiative, we nust continue to encourage both traits
in spite of mstakes. On the other hand, we should deal severely
with errors of inaction or timdity. W wll not accept |ack of
orders as justification of inaction; it is each Marine's duty to
take initiative as the situation demands.

Consequently, trust is an essential trait anong | eaders;
trust by seniors in the abilities of their subordi nates and by
juniors in the conpetence and support of their seniors. Trust
must be earned, and actions which undermne trust nust nmeet with
strict censure. Trust is a product of confidence and
famliarity. Confidence anong conrades results from denonstrated
professional skill. Famliarity results fromshared experience
and a common prof essi onal phil osophy.
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Rel ati ons anong all |eaders, fromcorporal to general
shoul d be based on honesty and frankness, regardless of disparity
bet ween grades. Until a conmander has reached and stated a
deci si on, each subordinate should consider it his/her duty to
provi de his/her honest, professional opinion; even though it may
be in disagreenment with his/her senior's. However, once the
deci sion has been reached, the junior then nust support it as if
it were his own. Seniors nust encourage candor anong
subordi nates and nust not hide behind their rank insignia. Ready
conpliance for the purpose of personal advancenent the behavi or
of "yes-nmen" will not be tolerated.

PH LOSOPHY OF COVIVAND

It is essential that our philosophy of conmand support the
way we fight. First and forenost, in order to generate the tenpo
of operations we desire and to best cope with the uncertainty,

di sorder, and fluidity of conbat, command nust be decentrali zed.
That is, subordinate conmanders nust nmake deci sions on their own
initiative, based on their understanding of their senior's
intent, rather than passing information up the chain of command
and waiting for the decision to be passed dowmn. Further, a
conpet ent subordi nate commander who is at the point of decision
will naturally have a better appreciation for the true situation
than a senior some distance renoved. Individual initiative and
responsibility are of paramount inportance. The principal nmeans
by which we inplenment decentralized control is through the use of
m ssion tactics, which we wll discuss in detail later.

Second, since we have concluded that war is a human
enterprise and no anount of technol ogy can reduce the human
di mensi on, our philosophy of command nust be based on human
characteristics rather than on equi pnment or procedures.
Communi cat i ons equi pnent and conmand and staff procedures can
enhance our ability to conmmand, but they nust not be used to
repl ace the human el enment of conmmand. Qur phil osophy nust not
only accommodat e but nust exploit human traits such as bol dness,
initiative, personality, strength of will, and inagination.

Qur phil osophy of command nust al so exploit the human
ability to communicate inplicitly. W believe that inplicit
communi cation to comruni cate through nutual understanding, using
a m ni mum of key, well-understood phrases or even antici pating
each other's thoughts is a faster, nore effective way to
communi cate than through the use of detailed, explicit
instructions. W develop this ability through famliarity and
trust, which are based on a shared phil osophy and shared
experi ence.
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Thi s concept has several practical inplications. First, we
shoul d establish long-termworking relationships to develop the
necessary famliarity and trust. Second, key people "actual s"
should talk directly to one anot her when possible, rather than
t hrough communi cators or nessengers. Third, we should
communi cate orally when possi bl e, because we communicate also in
how we tal k; our inflections and tone of voice. And fourth, we
shoul d comuni cate in person when possible, because we
communi cate al so through our gestures and beari ng.

A conmmander should command fromwell forward. This allows
hi mher to see and sense firsthand the ebb and fl ow of conmbat, to
gain an intuitive appreciation for the situation which he/she
cannot obtain fromreports. It allows himher to exert his
personal influence at decisive points during the action. It also
allows himher to locate hinself/herself closer to the events
that will influence the situation so that he/she can observe them
directly and circunvent the delays and i naccuracies that result
from passing information up the chain of conmand.

Finally, we recognize the inportance of personal |eadership.
Only by his physical presence by denonstrating the willingness to
share danger and privation can the commander fully gain the trust
and confidence of his subordinates.

We nust remenber that command fromthe front does not equate
to over-supervision of subordinates.

As part of our philosophy of command we nust recogni ze that
war is inherently disorderly, uncertain, dynam c, and dom nated
by friction. Mreover, maneuver warfare, with its enphasis on
speed and initiative, is by nature a particularly disorderly
style of war. The conditions ripe for exploitation are normally
al so very disorderly. For commanders to try to gain certainty as
a basis for actions, maintain positive control of events at al
times, or shape events to fit their plans is to deny the very
nature of war. W nust therefore be prepared to cope, even
better, to thrive in an environnent of chaos, uncertainty,
constant change, and friction. |[If we can cone to terns with
those conditions and thereby limt their debilitating effects, we
can use them as a weapon agai nst a foe who does not cope as well.

In practical ternms this neans that we nust not strive for
certainty before we act, for in so doing we wll surrender the
initiative and pass up opportunities. W nust not try to
mai ntai n positive control over subordinates since this wll
necessarily slow our tenpo and inhibit initiative. W nust not
attenpt to inpose precise order to the events of conbat since
this leads to a formalistic approach to war. And we nust be
prepared to adapt to changing circunstances and exploit
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opportunities as they arise, rather than adhering insistently to
predet erm ned pl ans.

There are several points worth renmenbering about our command
phil osophy. First, while it is based on our warfighting style,
this does not nmean it applies only during war. W nust put it
into practice during the preparation for war as well. W cannot
rightly expect our subordinates to exercise bol dness and
initiative in the field when they are accustoned to being
over-supervised in the rear. Wether the mssion is training,
procuring equi pnent, adm nistration, or police call, this
phi | osophy shoul d apply.

Next, our philosophy requires conpetent |eadership at al
levels. A centralized systemtheoretically needs only one
conpetent person, the senior conmander, since his/her is the sole
authority. But a decentralized systemrequires |eaders at al
| evel s to denponstrate sound and tinely judgnent. As a result,
initiative becones an essential condition of conpetence anobng
commanders.

Qur phil osophy also requires famliarity anong conrades
because only through shared understandi ng can we devel op the
inplicit communication necessary for unity of effort. And,

per haps nost inportant, our philosophy demands confi dence anong
seni ors and subordi nat es.

APPENDI X B

PH LOSOPHY OF LEADERSHI P
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( SCENARI 0S)

(Note: Instruct the Marine to read these scenarios and, using

| eadership traits, principles, and indicators of unit
effectiveness as a guide, and keeping in mnd the rel ationship
bet ween authority, accountability, and responsibility, identify

| eadershi p fundanentals that are |acking or present and recommend
courses of action.)

1. Your battalion is deploying on a six nonth Med. cruise four
days fromnow LCpl Smth, a nenber of your platoon, was married
si x weeks ago to his high school sweetheart and noved her into a
trailer in town. They have just |earned that she is two nonths
pregnant. He and his wife feel that he should be excused from
the depl oynent. He has requested to speak with you because his
squad | eader and pl atoon sergeant advi sed himthat he woul d have
to go on the cruise and that he would have to make ot her
arrangenments for his famly.

What | eadershi p fundanental s are | acking?

(LCpl Smith is weak in the followi ng | eadership traits
unsel fi shness, loyalty, judgnent, dependability. However, due
consi deration nust be given to Smth's age and | evel of maturity,
as well as to the pressures of his personal situation. |In
general, his norale is in the dunps.)

VWhat is the best course of action in this situation?

(Correct this situation by talking to himabout the
i nportance of your unit mssion and the inportant role that he
pl ays in acconplishing that m ssion. Also, |let himknow that you
understand the difficulty of his situation, but that there are
ways to handle it; other Marines have had to do the sane. Hi's
w fe could go honme, key wi ves network, etc.)

(Leadership principles that apply here include: know ng
your Marines and | ooking out for their welfare; devel oping
responsibility anong subordinates. 1In this case helping Smth to
devel op responsibility entails hol ding himaccountable for
carrying out his duties to the Marine Corps, his unit, and his
fellow Marines in the face of personal hardship. In the |ong
run, this developnent is in Smth's best interest.)

2. Your squad |l eaders are very active, exercise broad authority,
and have a strong influence on their Marines. Fire team| eaders
have not been show ng nmuch initiative. They are conpetent, but
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are not forceful. Fire team menbers often seem confused, but are
attentive to both fire team and squad | eaders.

What | eadershi p fundanental s are | acking?

(Proficiency of the fire team|eaders (FTLs) and of the
squad | eaders.)

VWhat is the best course of action in this situation?

(FTLs need to be given a chance to take sone responsibility
and initiative. |f necessary, you may have to talk to your squad
| eaders and have them back off a bit to give the FTLs a chance.
You should also talk to the squad | eaders about their
responsibility to develop their subordi nates. They should keep
in mnd the relationship between authority, accountability, and
responsibility. |If they give their FTLs enough authority and
then hold them accountable for what they do or do not acconpli sh,
their FTLs will quickly develop responsibility. At the present
tinme the squad |l eaders, in their desire to get things done
expeditiously, are not allowng their FTLs to develop and | earn.)

3.  Your SNCO does not seemat all enthusiastic about the

deci sions you nmake and the orders you give. Additionally, he
doesn't supervise the carrying out of those orders unless he is
specifically told to do so.

What | eadershi p fundanental s are | acki ng?

(The SNCO seens to have a norale or discipline problem which
is affecting his job performance. Specifically, he is |acking
the | eadership traits of dependability, initiative, enthusiasm
and loyalty. Another possibility is that your orders and
decisions are msguided. |If this is the case, you're in a world
of hurt, but the SNCO would still be lacking loyalty and
integrity in that his duty is to informyou (tactfully) of his
opi ni on about your deci sions.)

VWhat is the best course of action in this situation?

(Counsel the SNCO on what you see as the problem Recognize
that you want to preserve a good working relationship if you can.
Directly approach the problem is there a personal problen? You
coul d possibly find out nore about the SNCO from anot her officer
in the unit who knows him better than you do. |If there is no
explanation for his attitude, then nore forceful action will be
necessary.)
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4. The unit Sergeant Major is retiring in a few days. Your
Marines are irate over having been pressured by their SNCOs to
donate noney for a retirenent gift.

What | eadershi p fundanental s are | acking?

(There are two possible problenms: SNCGCs are not aware they
shoul d not be pressuring the troops to give or it could be that
the troops lack esprit de corps, or just don't like the SgtMj.)

What is the best course of action in this situation?

(You should talk to the SNCGOs; nake them understand that

it's probably nore appropriate to only get noney fromthe SNCGs
and officers.)

5. Your unit training has been conducted in garrison and

cl assroons for two weeks. You notice the interest and attention
is poor in spite of excellent instruction. You also notice that
past field exercises have had a |lot of dead tinme, sitting or
standi ng around. You are going to the field next week and wl |
have every norning and evening to do as you desire with your

pl at oon; the conpany wi Il schedul e the afternoons.

What | eadershi p fundanental s are | acki ng?

(Morale and |l ack of notivation during training. Esprit de
corps, proficiency, and discipline could also be deficient.)

VWhat is the best course of action in this situation?

(Devel op, along with your subordinate | eaders, a good pl an
for interesting and effective training in the field. It should
relate to what your Marines learned in class in order to give
them nore reason to listen in class. Leadership principles that
apply here include training your Marines as a team setting the
exanpl e, and keeping your Marines infornmed. Any aspect of
trai ning comes under |ooking out for the welfare of your Marines.
Your own ent husiasm and interest (and that of the instructors)
can help to light the spark with your Marines. Training your
Marines as a team m ght help inprove esprit. The norale problem
is a tougher nut to crack, but the Marines nust get the nessage
that what they are doing is inportant. Relate the training to
the m ssion and ensure that all hands understand the m ssion and
its inportance.)

6. There is a cerenony being held tonorrow at the battalion
dining facility. The entire battalion has been directed to
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attend in the uniformof the day. It will be the anniversary of
t he establishnment of the reginent, with a band, speeches,

rededi cation, and a special neal. Mny of your Marines have
stated that they think this is just harassnment, causing themto
get a clean uniformdirty.

What | eadershi p fundanental s are | acking?
(Lack of esprit de corps, possibly norale.)
What is the best course of action in this situation?

(You could call a platoon neeting and go off on the platoon
while instructing themon the reginment's history, but this wll
probably have the effect of reinforcing their feelings of being
harassed. Once they sit through the cerenony, they wll probably
find thensel ves enjoying the experience. Marines tend to bitch
and noan, but they can't help but enjoy a cerenony in which
tradition and history are re-enphasized. That's what nost of
themenlisted for.)

7. You see a PFC wandering around in you conpany area. Hel/she

| ooks tired and bew | dered. Your questions reveal that he/she

j oi ned the conpany |ast night and slept on a couch in the
recreation room mssed norning chow because he/she didn't have a
meal card, and has only seen a clerk in the conpany office who
told himher to conme back when the office wasn't so busy.

What | eadershi p fundanental s are | acking?

(Esprit de Corps, |lack of readiness to help one another
di sci pline, devotion to duty, proficiency)

VWhat is the best course of action in this situation?

(The | eadership principles that apply are | ooking out for
the wel fare of your Marines; ensuring that the task is
under st ood, supervised, and acconplished; and devel oping a sense
of responsibility anong your subordinates. If the duty folder
does contain instructions on how to handl e new joins, then the
particul ar NCO who was on duty has a lot to answer for, as does
t he conpany clerk who turned the Marine away. Possibly talk to
t he NCOs about why no one took the tinme to question this Mrine
and help himher out. Reinforce the rule that we go out of our
way to hel p one another and that we have to watch out even nore
for the junior Mrines.)
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8. Your NCGs have infornmed you that the individuals in the

pl at oon work well together, understand each other, and get al ong
Wi th one exception. There is a constant problem over the type
and vol une of nusic being played in the barracks after hours.

The problemis not only nmusic; it's racial. Sone blacks |like rap
nmusi ¢ and sonme whites |ike rock; neither group likes the other's
music. The nusic and the argunents keep getting |louder. The
NCCs are concerned that this situation is going to affect the
wor ki ng rel ati onship of the Marines and may escal ate into a
raci al problemin general.

What | eadershi p fundanental s are | acking?

(Esprit de Corps, discipline, and | ack of harnoni ous
rel ati ons between unit nenbers.)

VWhat is the best course of action in this situation?

(Very realistic scenario. Mention Wal kmans on depl oynent .
Marines need to realize that as a unit and as Marines, they can't
| et music cone between them \What's needed is nutual respect,
consideration for others, and self-discipline. Enforce a volune
limt and within rooms have roommtes work it out. Headphones
are a solution. This isn't a question of rights; it's a question
of common sense and consideration for fellow Marines.)

9. You are invited by a fell ow platoon commander to go to a bar.
Wil e there, you notice sone of your Marines and exchange
greetings. Later in the evening they offer to buy you a drink and
sit down to talk. Wile talking, you notice that they drop the
"sir" and "lieutenant."” You didn't correct themin order to
avoid any disconfort to themor yourself. The next day, your

pl at oon sergeant nentions that he/she heard you had a pretty good
evening and were getting pretty tight with sone of the troops.

What indicators are |acking?

(Di scipline.)

What is the best course of action to take in this situation?

(The biggest m stake was in not correcting the Marines in
the bar. At this point it probably isn't a good idea to nmake a
big deal out of it. Let it lie, but DO NOT conprom se yourself
in that manner again. |f any of those Marines tries to be overly

famliar in the future, you nust make it very clear to themthat
they are way out of bounds.)
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

LEADERSHI P ROLES

1. Introduction. GCeneral Bruce C. Carke, USA (Ret) stated,
"Rank is given you to enable you to better serve those above and
bel ow you. It is not given for you to practice your

i diosyncrasies.” In fact, the greater your rank, the greater are
your responsibility and authority to influence the action to
acconplish your m ssion and enhance your Marines' welfare. This
authority and responsibility is inherent in your role as a Marine
| eader.

2. Overview. During this discussion we will exam ne Mrine

| eaders' roles, traditional tasks and duties, interrel ationships,
and how to establish and maintain these relationships. W wll

| ook at rank structure, and discuss its role in defining the
Marine team This understanding will aid you in the future to
nmol d your next unit into a cohesive and efficient fighting

machi ne.

3. References. The follow ng provide additional information on
| eadership roles in the Marine Corps:

The Marine O ficer's Cuide
Handbook for Mari ne NCO s

4. Discussion Leader Notes. Not applicable.

5. Di scussi on

a. How an established rank structure aids the Corps in
carrying out its m ssion.

(1) Marines exercise their duties, responsibilities, and
authority within the Corps' organi zational structure; wthout
organi zation, the Corps would be a shapel ess, ineffective force
unable to carry out its assigned m ssion.

(2) The success of the Corps depends upon all Marines
carrying out their duties and responsibilities to ensure m ssion
acconpl i shnent .

b. Wsat does the rank structure provide for?

(1) A set chain of conmand provides the "who is in
charge" structure required to get things done.
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(2) Standardi zed organi zational structure provides a
base that allows personnel to nove to different billets within
the Corps and still understand what is going on.

(3) Established |lines of conmunication define the "who
needs to know' for the decision making process in the chain of
command.

(4) Decentralized execution allows orders to be executed
at the | owest organizational |evel affected by the decision.

c. Discuss the role a Marine is expected to fulfill in the
structure.
(1) Two major roles a Marine is expected to fulfill are

institutional (the role as a professional) and organi zati onal
(how a Marine functions in his/her role in the unit).

d. Institutional roles a Marine is expected to fulfill.

(1) An Anerican fighting man in the Corps

(2) A Marine in his/her role as either an enlisted Marine
or officer.

(3) A Marine serving in a specific grade.
(4) A Marine serving a specific M3XS

(5 A Marine serving as a role nodel, an exanple for
others conmbining all of the above.

(6) These roles center on the ideas and goal s of expected
behavi or for Marines by the Marine Corps as a professional
institution. The |eadership traits and principles are exanpl es of
institutional behavioral ideals and goals for Marines.

e. Institutional ideals and goals Marines are expected to
live up to.

(1) Adherence to the Code of Conduct.

(2) Service to the country through m ssion
acconpl i shnent .

(3) Being prepared to inflict death or injury on an eneny
during war.

(4) Conmplying with the basic custons, courtesies, and
traditions of the Corps.

17-2



(5) Serving as an exanple to subordinates in the
performance of duty, in the sharing of hardship and danger, and
above all in upholding the high standards of noral and ethical
behavi or.

f. Oganizational roles Marines performin their units.
Organi zational roles are often linked wwth or incorporated with
institutional roles. These roles include additional expected
behavi or that goes wth a specific unit, such as a nenber of the
di sbursing branch, recon battalion, or an aviation mai ntenance
section. Such roles:

(1) Enable the individual to identify with the unit.

(2) Set the organization apart and give it a special
nat ur e.

(3) My require the individual to adopt special custons,
a different manner of dress, and a general personality
characteristic.

g. How does being a senior affect your role?

(1) Your understanding of what role you should play.
(2) Your subordinates' expectations.
(3) Your institutional and organizational roles.

(4) Your acceptance of your responsibilities in your rank
and position.

(5) Your subordinates' realization of your responsibility
for m ssion acconplishnent.

(6) Your subordinates' recognition that your ability to
i nfluence a given situation is |imted.

(7) The standards and ethics of the Corps and your unit.

h. Wat do subordi nates expect fromtheir |eaders?

(1) Honest, just, and fair treatnent.

(2) Consideration due them as mature, professional
Mar i nes.

(3) Aclimate of trust and confi dence.

(4) Acceptance of their errors and being allowed to | earn
fromthem
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(5) Personal interest taken in them as individuals.
(6) Loyalty.

(7) The best in | eadershinp.

(8) That their needs be anticipated and provi ded for.
(9) To be kept inforned.

(10) dear-cut, positive decisions and orders which are
not constantly changi ng.

(11) Demands on themthat are comensurate with their
capabilities.

(12) That work be recognized, and publicized when
appropri ate.

i. Wiat do seniors expect fromtheir subordinates?

(1) Fulfillment of your organi zational roles.

(2) Responsi bl e behavior and use of initiative.

(3) Loyalty to seniors as an exanple for subordi nates and
peers by giving willing and obedi ent service to orders, whether
in agreenent or not.

(4) If conflict exists, displaying the noral courage to
bring it to the senior's attention.

(5) Using abilities for the good of the m ssion.

(6) Take action even though conplete information nay not
be known.

J]. How do Marines function and interact wth one another
wWithin their institutional role?

Qur day to day contact with one another as professional
Mari nes crosses both unit and organi zati onal boundaries and
i ncludes direct and indirect contact during business, social, or
ot her nonsocial activities. Individuals interrelate in their
institutional roles as nenbers of the "Marine Teani and the "Band
of Brothers", and as Marines in general during their day to day
rel ati onshi ps.

K. How do Marines function and interact with one anot her
within their organi zational role?
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The primary interrelationship is based on your
organi zational role. Here, operating within the authority of
your position, you work to acconplish your m ssion, and see to
your Marines' welfare. Wthin this role you are a senior, a
peer, and a subordinate. Your effectiveness in acconplishing
these roles is the result of your ability to function as a link
in the chain of command by providing communication to
subordi nates regarding unit goals and objectives. As the senior
you provide comuni cation up the chain of command on your
Marines' requirenments to acconplish the m ssion.

. Inpact when a Marine fails in his/her individual
responsibilities in his/her institutional role.

(1) Loses credibility.

(2) Overall prestige, respect, trust, and confidence and
that of the Marine Corps are damaged.

(3) Sets a poor exanple for seniors, peers and
subor di nat es.

(4) Failure may condone or reinforce the acceptance of
| oner standards of conduct, professionalism discipline, norale,
and esprit.

m I npact when a Marine fails his/her individual
responsibilities in his/her organizational role.

He/ she may di srupt the normal functioning of the chain of
command and conmuni cation flow. These problens may result in the
senior's feeling the need for closer supervision, |oss of
confidence in subordinates, or feeling the need to personally
make all the deci sions.

n. Tasks and duties nornally associated with officers.

(1) General officers provide |ong range goals and
obj ectives, general guidance, and acquire the resources necessary
to acconplish them

(2) Field grade officers develop the plans and policies
to achi eve the goals and objectives within the guidance, assign
m ssions to units, and allocate the resources.

(3) Company grade officers inplenment and execute the
pl ans and their assigned mssion to acconplish the goals and
objectives utilizing the resources provided.

(4) Oficers exercise conmand.
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(5) Oficers are accountable for m ssion acconplishnent.

(6) Oficers are accountable for unit readi ness and
per f or mance.

(7) Oficers set standards for units' perfornmance.
(8) Oficers are responsible for unit training.
(9) Oficers delegate authority.

(10) Oficers adm ni ster puni shnment under the UCMI.

(11) Oficers are responsible for the devel opnent and
training of officers, SNCOs, and NCO s

(12) Oficers are expected to support their Marines.

0. Traditional tasks and duties for nonconmm ssi oned
officers. The NCO must be:

(1) A heroic | eader who ensures unit success and is
prepared to assune command of fighting units whose | eaders have
fallen. The NCO nust be highly trained in warfighting skills.

(2) An acconplished small unit | eader who knows hi s/ her
Marines and | ooks out for their welfare. He/she nmust be willing
and able to step forward and take charge in directing the efforts
of the unit toward the desired end. This is true whether the
unit is a rifle squad, tank crew, work section, or maintenance
shop. He/she nust avail abl e and approachable, a willing |istener
and advisor, able to help Marines resolve personal and
pr of essi onal probl ens.

(3) Afront line supervisor. Effective NCO performance
provi des necessary unit cohesion.

(4) A technically proficient trainer/teacher and a role
nmodel dedicated to upgradi ng the performance of his/her Marines.
As a teacher, the NCO provides the necessary instruction for the
skill devel opnment of subordinates and the team buil ding for
coordinated action. As a role nodel, he/she sets the standard
for how Marines should act.

(5) An enforcer of Marine Corps rules and regul ations.
He/ she mai nt ai ns professional standards and discipline.

(6) An advisor to the commander, providing necessary
information to permit the commander to nmake qualified decisions,
and to assist in problem sol ving.
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p. Specific tasks and duties of NCOCs.

(1) Train subordinates in their MOSs and basic mlitary
skills.

(2) Be accountable for actions of their squad, section,
t eam

(3) Enforce standards of mlitary and physi cal
appear ance.

(4) Ensure supervision, control, and discipline of
subor di nat es.

(5) Assist in personal and professional devel opnment of
Mar i nes.

(6) Provide the comunication |ink between the individual
Marine and the organi zati on.

(7) Plan and conduct the routine daily operations within
the policies established by the officers.

(8) Muaintain the appearance and condition of unit
billeting spaces, facilities, and work areas.

(9) Maintain serviceability, accountability, and
readi ness of assigned arns and equi pnent.

(10) Support, follow, and inplenent policy established by
the officers.

(11) Maintain nutual respect with comm ssioned officers.
This conplenentary relationship has a traditional, functional
and | egal basis.

g. Roles/responsibilities of peers.

(1) To support and hel p each ot her.

(2) To conpete in the spirit of enhancing esprit and
m ssi on acconplishnent, and perfecting unit performance.

(3) To share victories, hardships, and | essons | earned.

(4) To exert positive influence on their conrades by
setting exanpl es of obedi ence, courage, zeal, sobriety, neatness,
and attention to duty.

r. Role of |ance corporals and bel ow.
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(1) These Marines get the job done. No matter how
difficult, how dangerous, how dirty, how heavy, how hot, how
cold, or how wet, they get the job done.

(2) They carry out the General Orders of a sentry and
ot her general and special orders, duties, and tasks assigned.

s. Sone ways a | eader can enhance working rel ati onshi ps and
avoid duplication of effort and role conflict.

(1) Understand your role as the key to assisting you
subor di nat es and seni ors.

(2) Know the roles of seniors, peers and subordi nates.

(3) Ensure your subordi nates know and understand their
roles and the roles of others around them

(4) Train subordinates to acconplish their role, and be
prepared to performthe role of their imedi ate supervisor.

(5) Provide subordi nates feedback on how well they are
acconplishing their role, and counseling them when necessary.

(6) Del egate the necessary authority for subordinates to
acconplish their role, and ensure they realize what they are
accountabl e for.

(7) Gve themthe necessary resources and freedom of
action to acconplish their tasks.

(8 Gve themthe respect due their position and require
others to do the sane.

(9) Adhere to the standards of the Corps.
(10) Maintain open comunication |ines and squel ch runors.

(11) Ensure subordi nates are capabl e of acconplishing
assi gned t asks.

t. What references aid us in role clarification.

(1) The Marine Oficer's Cuide- Chapters
11,16, 17, 21, 22, and 24

(2) NCO Handbook- Chapters 1,12,13, 14, 15,17, 18, 19, 21

(3) MOS Manual

17-8



(4) Pronotion Manua
(5) Appropriate FM FMFM s
(6) Unit mssion statenents

u. Sunmary. Revi ew t he purpose statenent with the group,
and recap the mgjor points discussed.

6. Appendi ces

Appendi x A: Conbat Leader's Code
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APPENDI X A
LEADERSHI P ROLES
COMBAT LEADER S CCDE

You are a leader. The conbat efficiency of your unit
depends | argely upon you and your ability to |l ead. You nust
inspire your Marines to performtheir duties in keeping with the
hi ghest traditions and standards of the Marine Corps. |If you are
to lead Marines into battle and perhaps to their death, there are
certain things you nust know. There are certain qualities you
nmust devel op. There are certain things you nmust do.

You nust know your job and do it well. You nust know how to
control and enpl oy your unit under varied conditions in the
attack, in the defense, on patrol in the jungle or desert, in
built-up areas, in mned and booby trapped areas, in every
situation, climte and place wherever your unit is required to
fight. You nust be skilled in the mlitary sciences and in use
of weapons with which your Marines are equi pped. You nust know
how to enpl oy these weapons and the damage they will inflict upon
the eneny, his fortifications, weapons, and equi pnent. You nust
ensure your Marines know the basics: care and use of weapons and
equi pnent, canoufl age, fire and maneuver, cover and conceal nent,
preparation of fighting positions, use of supporting arns, |and
navi gation, discipline, hand to hand conbat and ot her essentials
on howto fight, survive, and win on the battlefield.

You nust know your Marines and take care of them You nust
learn all you can about each Marine in your unit: their
background, their problens, their strong and weak points, their
mlitary skills, their endurance and courage. Thi s know edge
will help you to predict and influence their actions; it wll
enabl e you to nake the nost of each Marine's abilities. You nust
mai ntain the esprit de corps of your unit by nolding the
i ndividual spirits and talents of your Marines; by taking an
interest in each individual; by taking care of them before taking
care of yourself; by treating themfairly and firmy; by
provi di ng tough, realistic, fundanmental training to ensure their
success and survival; by thrusting goals into their lives to
i nprove thensel ves, our Corps and Country. You nmust develop in
them a deep pride to keep their honor clean. By know ng your
Mari nes, you can teach themnore effectively. You nust prepare
them nmental ly and physically for the demands of conbat. You nust
instill an unconquerable, aggressive spirit which will make them
desire to close with and destroy the eneny. You nust build a
feeling of conradeship and brotherhood, a teamspirit that wll
make themvictorious in battle and determ ned never to accept
defeat. You nust cultivate in them self-confidence; self-
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discipline; a sense of responsibility; the persistence to
overcone all obstacles; a sense of duty, honor, and | ove of Corps
and Country.

You nust know yourself and be a professional in every sense
of the word. You nust know your strong and weak areas and
i nprove them Your attitude should be positive and
ent husi astic. Your performance and bearing should be beyond
reproach. You must be thorough. You nust be loyal to seniors,
to peers, and to the Marines in your charge. Your integrity nust
be unquestionable. You nmust be norally responsible and worthy of
special trust and confidence. You nust communi cate effectively,
mai ntain a sense of honor, and remain flexible. You nmust keep
your word, keep your head, and keep your tenper.

It is not only what you know that's always inportant. |It's
what you do, and how and when you do it that counts. Positive
action is the key. The best way to gain the confidence and

respect of your Marines is to set a strong exanple. You nust be
a fighting exanple to your Marines. Treating themwth dignity
and respect and being cal m courageous, and decisive in conbat
will inspire your Marines to function effectively as a fighting
team to assault hot |anding zones, hunp backbreaki ng ridges,
follow you to hell and back, and go the last hundred yards to

vi ctory!
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

LEADER STYLES

1. Introduction. OQur goal as Marines is to fight and win wars.
We acconplish this goal by draw ng upon experiences gai ned from
readi ng, through personal experience, and often fromtechni ques
passed down from Marine to Marine. Leadership is the |life-blood
of the Marine Corps. Unfortunately, there is no single manual or
course of instruction that teaches the many styles of | eadership.
Instead, it is up to each Marine to capture his/her own ideas and
| essons | earned, conbine themw th current Marine Corps doctrine,
and pass on to their fellow Marines the inportance of | eadership.

2. Overview. The purpose of this discussion is to show that
different situations dictate different |eadership styles. In
addition, it wll offer suggestions on howto identify the nost
appropriate |l eadership style for a given situation.

3. References. The follow ng provide additional information
about | eadership and its various styles:

FMFM 1-0, Leadi ng Mari nes

4. Di scussi on Leader Notes

a. By the end of this discussion, all attendees should be
able to identify the four types of |eadership styles as
di scussed.

b. Use various scenarios and reference to aid in the
identification of correspondi ng | eadership styles.

5. Di scussi on

a. Leadership style is the behavior pattern of a | eader, as
percei ved by his/her Marines, while the |eader is attenpting to
i nfluence, guide, or direct their activities. Therefore, a
Marine's | eadership style is not always determ ned by his/her
t houghts, but rather by the subordinate's. A |eader nust always
be aware of this perception and how to best approach subordi nates
in various situations.

b. Leadership styles range fromautocratic, the degree of
authority used by the | eader, to denocratic, the degree of
authority granted to the subordinate. The follow ng are the four
nost common styles of |eadership found in the Corps today.
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(1) Telling Style. One-way communi cation characterized
by the | eader maki ng a decision and announcing it w thout input
fromsubordinates. In acrisis, the |l eader is expected to be an
authoritarian. As |eaders, Marines are expected to always be
ready to step to the forefront and take control of any given
situation. As warfighters there will be tines that we wll nake
deci sions w thout input from subordinates, especially during
tense and/ or dangerous situations.

(2) Selling Style. The | eader presents a decision and
invites questions and comments. This style allows subordinates
to know why and what went into the decision-naking process.

Al though this style only allows mninmal participation from
subordi nates, it provides an avenue for better understanding, and
when effectively used, it can further notivate those executing
the plan. Renenber, perception is the key. Wen |eaders take
subordinates into their confidence and foster two-way

communi cation, a degree of trust and respect is formed both ways.

(3) Participating Style. Wth this style, the | eader
presents a problem gets suggestions and makes a decision. Good
t wo-way communi cation between the | eader and subordinates is
paranmount for this style. Leaders should discuss possible
alternative solutions before making their decision. This
| eadership style pronotes initiative and ingenuity anong
subor di nat es.

(4) Delegating Style. \When using this style, it is
inportant that the | eader's goals, objectives, and restrictions
are clear to subordinates. The | eader defines Iimts and all ows
subordinates to nake decisions within those limts. This style
uses m ssion-type orders and guidelines to issue the |eader's
intent. The subordinate then executes the plan and perforns all
tasks both specified and inplied with mniml supervision. This
style hinges on the trust and confidence the |eader places in
hi s/ her subordi nat es.

c. Style Variance. Leadership styles wll vary dependi ng on
t he amount of authority the | eader decides to use or del egate.
For exanple, when a | eader is dealing with inexperienced
subordi nates and has a mssion to conplete within a tight
tinmeline, the | eader may use the telling style. On the other
hand, when a | eader has multiple tasks to conplete, the
del egating style could be a good choice. To exercise good
| eadership, a Marine must be consistent; however, his/her
| eadership style nmust be flexible since no one style is
applicable for all situations. Oher factors that wll influence
a particular style a leader will use are:

(1) Ability, experience, and training of subordinates.
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The greater the ability of a Marine or a group of Marines to
acconplish the mssion/task, the |l ess direct supervision and
gui dance needed.

(2) Motivation and willingness. The |evel of notivation
and willingness is directly proportional to the anount of "push"
the leader will need to exert to acconplish the m ssion/task.
Motivated Marines are a by-product of effective | eadership.

(3) Mssion/task. The nore conplex the m ssion or task,
the greater the need for specific direction fromthe | eader as to
t he who, what, when, where, why, and how, unless the subordinate
has rel atively equal know edge and experience of the m ssion/task
at hand.

(4) Size, conposition, and organization. Larger groups
tend to be nore diversified in conposition and require greater
organi zation. A well-organized and well-led unit will produce
out standi ng resul ts.

(5) Expectations of subordinates. The expectations of
subordi nates are especially inportant during transition periods
bet ween | eaders. During these transition periods, subordinates
"size-up" their new | eaders. Therefore, the | eader needs to be
aware that sonme confusion and difficulty may occur in the
comruni cati on process between the | eader and subordi nates because
of the difference in |eadership styles to which they may be
accust oned.

(6) Trust in subordinates. The higher the degree of
trust a | eader has in subordinates, the greater the degree of
flexibility the | eader will have when choosing the proper
| eadership style for a given situation. A low degree of trust in
subordi nates severely limts the | eader's options when choosing a
style of | eadership.

(7) The leader's norals. The inportance of high noral
st andards cannot be over-enphasized. The title Marine is
synonynmous with trust and responsibility. Mrines nust
understand that, along with the title, comes a burden of
responsibility to uphold our profession honorably. High
standards are expected of Marines, who nust always act and carry
t hensel ves accordingly. A |leader positively reinforces these
st andards by denonstrating high noral values in his/her own
| eadership style. Leaders today must be at the forefront in
standing for what is right and just. Marines find confort in
knowi ng that their leader is norally and ethically sound and can
al ways be counted upon to do the right thing. The right norals
and val ues nmust be the cornerstone of every |eader's phil osophy
and | eadership style.
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(8) The | eader's degree of confidence. A confident
| eader creates confidence in his/her subordinates. As a norma
rule, Marines react very well under cool and cal m | eadership,
especi ally when the | eader displays this confidence under
stressful and/or dangerous situations.

(9) The leader's success with a particular style of
| eadership used before in a simlar situation. Leaders have a
tendency to lean toward a particular style when it has been
successfully proven to work in the past under simlar situations.
A proven | eadership style is of value. However, just because it
wor ked once before does not nean that it will work every tine.

(10) The styles of |eadership that the | eader has been
exposed to in his/her tinme in the Corps. |If a | eader has been
exposed to a certain | eadership style, especially early on in the
| eader's career, this style has a tendency to influence the
| eader regardl ess of whether the style was good or bad. Leaders
should continue to | earn what works effectively for them thereby
enhancing their own style of |eadership. One nust al so nake note
of what causes confusion and take neasures to preclude this from
happeni ng.

(11) The type of personality the | eader possesses. Al
Mari nes have a natural |eadership style with which they are
confortable. It is inportant to be oneself and not to make a
style of | eadership work when it does not conformto one's own
personality. Marines can see through these types of |eaders, a
fact that inhibits trust and respect between subordi nate and
| eader. Genuine care and concern wll pay the type of dividends
that all |eaders want to achieve.

d. Personalities. It is unrealistic to think that one style
of | eadership can be used effectively to obtain the desired
results in every situation. Conmmand is the projection of the
| eader's personality. Leadership is closely related to one's
personality. A |eadership style that works well for one may not
work well for another. Leadership styles are nost effective when
t hey becone an inplenentation of the | eader's own phil osophy and
t enperanent and when they fit the situation, task and the Marines
to be led. Marines should strive to pronote all that is positive
in their style of |eading.

e. Summary. The bottomline of |eadership is to acconplish
the mssion and | ook out for the welfare of those led. A
| eader's style nmust be flexible enough to neet any situation
whil e providing for the needs of subordinates. One thing in
common anong great |leaders is the ability to read how people wll
perceive a given order or action, and use the approach that w |
effectively conmunicate the | eader's orders to subordinates.
Never be afraid to use different styles because the situation and
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those to be led wll never be the same twice. Be dynam c and be
the best role nodel nentally, norally and physically that you can
be. Leaders today create the Corps of tonorrow.
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

LEADER AND FOLLOVER

1. Introduction. To be a good |eader, Marines of all ranks need
to know their responsibilities as both a | eader of Marines and a
follower. There should be no gray areas in these
responsibilities.

2. Overview. The purpose of this instruction is to discuss the
phi | osophy, policies, and relationshi ps between | eader and

foll ower, and the techniques for establishing and maintai ni ng
proper senior-subordinate relationships. Finally, we wll
identify and anal yze sonme i nproper senior and subordi nate

rel ati onshi ps.

3. Ref er ences

Mari ne Corps Manual , paragraph 1100 (establishes guidelines
for | eadership and personal rel ationships)

Manual for Courts Martial, UCMI Articles 92 and 134

Manual for Judge Advocate CGeneral of the Navy and Navy Regs
(establish individual authority and standards of conduct)
MCO 5330.3D CGivilian Enpl oynent of Marine Personnel
paragraph 10. (Qutlines policies and regul ati ons gui di ng
busi ness rel ati ons between seni or and subordi nate.)
Webster's 9th New Col |l egi ate Dictionary

4. Discussion Leader Notes. Not applicable.

5. Di scussi on

a. Definitions

(1) Leader. A leader is defined by Wbster as "one who
or that which | eads.™

(2) Follower. A follower is defined as "one in service
of another, one that follows the opinions or teachings of
another, or one that imtates another."

(a) In the Marine Corps, this leader-follower is
di scussed as senior-subordinate relations. Many join the Corps
to be | eaders of Marines, but we nust renenber all |eaders are
al so followers of sonmeone else. Thus, we cone into the Corps to
be | eaders--and we continuously tal k about, read, and di scuss
| eader shi p--but the follower part, or followership, is often
over | ooked.
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(b) Al of your actions or inactions as a |l eader or a
foll ower may be perceived differently by each individual who
observes you.

Transition. Now let's |ook at the basis of our phil osophy
concerni ng senior-subordi nate rel ati onshi ps.

b. Phil osophy

(1) The Marine Corps' basic philosophy on seni or-
subordinate relations is found in paragraph 1100.3 of the Marine

Corps Manual (MCM). "Effective personal relations in an
organi zati on can be satisfactory only when there is conplete
under st andi ng and respect between individuals."” It is further

defined in paragraph 1100. 4:

Duty rel ati onshi ps and social and busi ness contacts
anong Marines of different grades will be consistent with
traditional standards of good order and discipline and the
mut ual respect that has al ways existed between Marines of
seni or grade and those of |esser grade. Situations that
invite or give the appearance of famliarity or undue
informality anong Marines of different grades will be
avoided or, if found to exist, corrected.

(2) The follow ng guidelines for commanders contained in
the MCM apply to all seniors, officer, SNCO NCO and enlisted.
Commanders wi | :

(a) Strive for forceful and conpetent | eadership
t hroughout the entire organization.

(b) Informtheir Mrines of plans of action and
reasons, whenever it is possible and practical to do so.

(c) Renpve those causes which create m sunderstandi ng
or dissatisfaction whenever possible.

(d) Assure that all Marines/Sailors of the command
are acquainted/famliar wth procedures for registering
conpl ai nts/ probl ens, together with the action taken to resolve
t hem

(e) Build a feeling of confidence which will ensure
the free approach by subordinates for advice and assi stance not
only in mlitary matters, but for personal problens as well. 1In
ot her words, be approachable, both personally and professionally.

(3) Additionally the Marine Corps' philosophy includes:
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(a) The concept that there should exist a "spirit of
conradeship in arns" between seniors and subordinates in the
Corps. This mutual understanding of their roles as the senior
and the subordi nate establishes the "Brotherhood/Si sterhood of
Marines." As part of this unique bond, each Marine shares the
common experi ence of dependi ng upon fellow Marines for
acconpl i shing the m ssion.

(b) The senior-subordinate relationship is based on
a nmutual trust and understanding and thrives on trust and
confi dence.

(c) The "teacher and scholar" relationship is
outlined in subparagraph 1100.4.b. of the MCM i.e., the
commander has a responsibility for the "physical, nental, and
noral welfare, as well as the discipline and mlitary training"
of hi s/ her subordinates.

Transition. Let's now | ook at the Marine Corps' policies
governi ng seni or-subordi nate rel ati ons.

c. Marine Corps Policies

(1) Policies governing the senior-subordinate
rel ati onshi ps can be found in the foll ow ng:

(a) Manual for Courts-Martial, Uniform Code of
Mlitary Justice (Article 92 and 134), Manual of the Judge
Advocate Ceneral of the Navy, and Navy Regul ati ons which
establish individual authority and standards of conduct.

(b) Marine Corps Manual (paragraph 12100)
establ i shes guidelines for | eadership and personal relationships.

(c) MCO 5330.3 outlines policies and regul ati ons
gui di ng busi ness rel ati ons between seniors, subordinates and
civilian enpl oyees.

(d) CMC Wiite Letters, club regulations, and housi ng
directives specifically address special situations surrounding
seni or-subordinate relations in the Corps.

(2) We are guided generally in our relationships by
certificates of appointnent, both officer and enlisted. These
certificates are commonly referred to as pronotion warrants.
These docunents:

(a) Establish the basis of your rank, status,
authority, and responsibilities.
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(b) Establish that very "special trust and
confidence" between the senior and junior to performyour duties
in the best interest of the Corps.

(c) Allow you to issue appropriate orders to all
subordi nates who are obliged to foll ow them

(d) State you are subject to the orders and
directions of seniors.

(e) Support the U S. Supreme Court ruling that, "the
taking of the oath of allegiance is the pivotal fact which
changes the status fromthat of civilian to that of a [Marine]."

(3) Marines must know what is unacceptabl e bet ween
ranks--both officer and enlisted--whether in the work place or a
soci al setting. These paraneters should be dictated by the senior
Marine in a manner that will not enbarrass the junior.

Transition. It is nowtime to |look at the relationship
bet ween | eadershi p and fol | owershi p.

d. Relationship between Leader and Fol | ower

(1) Every follower is potentially a | eader and every
| eader is also a follower.

(a) The nost effective follower is that individual
who has proven | eadership abilities and who is |oyal, dependable,
obedi ent, and dedicated to uphold their responsibilities and
performtheir duties to the best of their ability, as well as
exert positive influence upon their fellow Marines.

(b) Followership nmust be an integral part of our
phi |l osophy, for it is the base upon which future | eaders are
tenpered and its enhancenent anong subordi nates will ensure that
professionalismis keyed at all levels--followers, as well as
| eaders.

(c) The nost effective | eaders are good foll owers.
They set the exanple of followership and | eadership for their
subordi nates. Subordi nates watching the exanple of a | eader can
only be expected to exhibit the sane degree of "foll owership"
t hey observe. Leaders cannot pick and choose the orders they
will or will not follow This could set the stage for a double
standard which will conprom se their position and confuse the
fol | ower.

(2) We spend nost of our formative years in follow ng
(and denonstrating signs of |eadership) and though we study and
try to abide by the | eadership principles, we tend to copy the
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style and nethods used by forner | eaders. W pick out sone

| eader, or the strong points of several |eaders whom we have
followed, and try to emulate them Marines can al so | earn what
not to do by observing poor |eaders using poor |eadership. In
theory, if a follower could acquire a conbination of the good
features they have observed in their |eaders, they would command
the qualities of the ultimate |eader. So there is a very close
rel ati onshi p between | eadership and fol |l owershi p.

(3) The follower nmust have a personal commtnment to the
successful conpletion of his/her mssion or assigned task. The
nmost effective follower is the one who accepts the necessity for
conpliance and who is conmmtted to placing the needs of others
above his/her own. Dedicationis a commtnent to a system or
ideal. It is the vehicle of self discipline, conpetence,
responsibility, and professionalism it is the follower's
gui deline. Leaders are useless without followers, and followers
are usel ess without |eaders.

(4) Leaders must treat their followers as Marines and as
i ndi viduals. Marines stripped of their dignity, individuality,
and self-respect are destined to nediocrity and are potenti al
"problens.” The | eader nust ensure that what is best for the many
can be achieved without cranping the life style or withering the
individuality and initiative of those who follow. Leaders can
achi eve loyalty, obedi ence, and discipline wthout destroying
i ndependence.

(5) The | eader must realize each Marine is a unique
individual, and that it is natural to treat each one differently.
The | eader who clains: "I treat all nmy Marines alike," is
confusing | eader-follower relations with policy. Leadership
relations with all followers should be consistent (i.e., fair,
firm understanding, etc.); their policies nust not fluctuate
(all shoes will be shined daily and everyone will have a
regul ation haircut); their actions should be reasonably
predictable to their followers, who nust know what is expected of
them The Marine fromthe Bronx who cones froma broken hone,
however, is different fromthe Marine froma Kansas farmw th
close knit famly ties--the leader will find it nost difficult to
counsel, communicate with, or otherw se treat these Mrines
al i ke.

(6) Most Marines expect and seek tough training or they
woul dn't have joined in the first place; but Marines can be
tougher, performbetter in garrison, and fight harder in conbat
if their | eaders show they care. Making Marines feel they bel ong
and treating themw th dignity and respect, nmakes them feel
i nportant and val uabl e.

Transition. Let's now work on devel opi ng good fol | owershi p.
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e. Devel opi ng good Fol | owership

(1) A leader is responsible for the devel opnment of good
fol l owership. Suggestions include:

(a) Listening--to be an effective listener, you have
to practice.

(b) Encouragi ng subordinates to becone innovative
and sel f-starting.

(c) Setting a positive exanple that can be enul at ed.

(d) Delegating authority to subordi nates and hol di ng
t hem account abl e.

(2) Develop a sense of dedication and commtnent to the
m ssion at hand. This will be the vehicle of self-discipline,
conpetence, responsibility and professionalism which are key to
good fol | ower shi p.

Transition. Now let's cenment the bond between | eader and
follower with various techniques for establishing and mai ntaining
proper senior-subordinate rel ati onshi ps.

f. Techniques. The follow ng techniques are proven nethods
| eaders can use to teach and instill proper senior-subordinate
relations. Enploynent of these techniques will add to their
"people skills":

(1) Subordinates should not just be a nunber or a face.
Learn their nanes.

(2) Never speak ironically or sarcastically to a junior
Marine. They don't have a fair chance to answer back.

(3)Build pride and respect; don't ridicule or humliate

(4) Ask juniors for their opinion and be an active
|istener.

(5) Keep your door and m nd open for feedback. Be
appr oachabl e.

(6) Foll oners frequently have advice that can save you

(7) Gve public credit to subordinates for adopted
suggestions. Praise in public/counsel in private.
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(8) Don't over-supervise, but coach your Marines to do a
good j ob.

(9) Tend to the welfare of those for whom you are
responsi bl e.

(10) Leaders and followers may have a firmand forthright
friendship. There may be conradeship. Frank, intellectual
di scussi on and the exchange of warm hunor is proper. There is
never a place for famliarity.

(11) If you have to be tough, be fair and inpartial.

(12) Be flexible. Adjust your style to the need.

(13) Be aggressive and show cour age

(14) Look, sound, and act the role of a | eader.

(15) Support your Marines with a strong personal exanple
(16) Never be afraid to admt you were w ong.

(17) There is nuch to |l earn even from | eaders who don't
have it all

(18) Visit unit nmenbers in the hospital, hones, barracks
sporting events, etc. You will be surprised at what you w ||
| earn, and the nessage you will send to your unit.

Transition. Here are sone definitions and exanpl es of
I nproper seni or-subordinate rel ati ons.

g. | nproper Senior/Subordinate Rel ati onshi ps

(1) Marine Corps Manual paragraph 1100.4 defines an
"inproper" relationship as: "A situation that invites or gives
t he appearance of famliarity or undue informality anong Marines
of different grades."

(2) The sentence states that famliarity and undue
informality between Marines of different grades is inproper under
any circunstances. It further states that it is an inproper
relationship if the situation invites or gives the appearance of
famliarity or undue informality. A key point to renenber is
perception is in the eye of the beholder. You may have a
relationship with a subordinate or junior that is totally above
board. If, for sone reason, the unit perceives that relationship
to be inproper, you nust take steps to correct the perception.
Renmenber, perception and intention are usually opposite to each
ot her .
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(a) Famliarity. This termidentifies a
relationship akin to that of an intimte or near friend and is
characterized by cl ose acquai ntance.

(b) Informality. Informality refers to sonething
done without regard to rule or regulation and contrary to custom
or established precedent.

(c) Undue Informality. This phrase indicates a
conpl ete absence of formality or cerenony. It is traditional and
proper that rel ations between seniors and subordi nates be
somewhat formal at all tines.

(3) Exanpl es.

(a) Fraternization.

[1] Newly pronoted corporals are still going on
liberty to the enlisted club or to towm with their old | ance
corporal friends, rather than going with other NCGCs.

[ 2] The conmpany gunnery sergeant is dating a
femal e PFC i n anot her squadron.

[3] A staff sergeant goes out with the conpany
clerks fromthe office for "just one drink," and stays until
closing tinme, and has to be carried hone by his/her Marines.

(b) Sexual Harassnent.

[ 1] The pl atoon commander tries to put pressure
on a |l ance corporal to go out on a date.

[2] The adm n chief who | eaves an i ndecent
"pi n-up" on the office bul khead--which isn't appropriate in any
i nstance--despite the conplaints fromtwo Marine subordinates.

(c) Business Contacts. An excerpt of MCO 5330.3_,
covers inproper business contacts between seniors and
subordi nates, and was witten to prevent the subordinate from
bei ng pressured into business dealings by the senior. Such
contract includes selling insurance, stocks, bonds, nutual funds,
or consumer products.

[1] The selling of insurance by an officer to the
Marines in his/her unit.

[2] A SNCO who rents an apartnent to a clerk from
hi s/ her offi ce.
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[ 3] The pl at oon sergeant who reconmends a
"favorite" laundry to do the platoon's uniforns and receives a
speci al discount or free service on his/her personal
| aundr y/ cl eani ng.

Transition. The effects of inproper rel ationships can
devastate a unit, betray the trust and confidence of its nenbers,
and adversely affect its norale, discipline, and esprit de corps.

h. Effects. Even the perception of an inproper relationship
must be guarded against. |f soneone thinks sonething to be true,
whether it is or not, it essentially is true to that person until
t hey have been convinced ot herwi se. Leaders have a
responsibility to clear up runors and correct wong perceptions.
Sonetinmes the only way to handl e a perception problemw |l be to
nodi fy the activity or relationship that is causing the wong
per cepti on.

Transition. Now that we have spent tine | ooking nore closely
at senior subordinate relations, are there any questions on
anything that | have covered during this period of instruction?
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

DEVELOPI NG SUBCRDI NATE LEADERS

1. Introduction. "A spirit of conradeship and brotherhood in
arnms canme into being in the training canps and on the
battlefields. This spirit is too fine a thing to be allowed to
die. It must be fostered and kept alive and nade the noving
force in all Mrine Corps organizations."

Maj or General John A. Lejeune.

2. Overview. The purpose of this discussion is to devel op
subor di nat e | eaders.

3. References. The follow ng provide additional information on
devel opi ng subordi nate | eaders:

FMFM 1-0, Leadi ng Mari nes
Mari ne Cor ps Manual
Noncomm ssi oned Officer's Handbook

4. Di scussi on Leader Notes

a. In the natural order of things, Marines wll be pronoted
into ranks in which they nust accept increasing anounts of
responsibility. W have a duty to those Marines to prepare them
for these future challenges. By doing this effectively, we al so
guarantee that future generations of Marines will benefit from
our traditionally outstandi ng | eadershi p.

b. Casualties will occur during war. Wen |eaders becone
casualties, and they will, sonmeone nust be ready to step into
their shoes. |If that nmeans that a | ance corporal nust |lead a
pl atoon, then that is what will happen. Again, it is our duty to
prepare our Marines for that eventuality, for their sake and for
the sake of the other Marines in the unit.

"These men are in the formative period of their lives,
and officers owe it to them to their parents, and to the nation,
t hat when di scharged fromthe services they should be far better
men physically, nentally, norally than when they were enlisted.™

Ceneral John A Lejeune
Mari ne Cor ps Manual
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c. Basically we have a noral obligation to devel op our
Marines into better all around people. A big part of this
process is to develop their character to enable themto |ead,
whet her or not they continue on in the Corps.

d. Qur philosophy of command stresses the need for
decentralized action. This demands initiative at all |evels of
command, and that initiative can only conme fromsolid | eadership
t hroughout the ranks.

e. In a decentralized system how inportant is |eadership
t hroughout the ranks? Very inportant. A decentralized
phi | osophy of conmmand demands initiative and | eadershi p anong
subordinate | eaders. Warfare, which by its nature is filled with
confusion and the fog of war, demands | eaders at all |evels who
can think on their feet and take the initiative in unexpected
situations. So this is another reason why we nust take tine to
devel op those | eaders.

f. The relationship between officers and enlisted Marines

should "...be consistent with traditional standards of good order
and discipline and the nutual respect that has al ways exi sted
bet ween Marines of senior grade and those of |esser grade.” The

Mari ne Corps Manual tal ks about the "Father and Son" and "Teacher
and Schol ar" relationship. Wat is neant by these phrases?

(1) "Father and son" neans that the | eader nust provide
gui dance, support, and direction to the subordinate | eader. The
| eader nust be willing to spend tinme with his/her Marines and be
available to them For exanple, a father has to deci de whet her
or not to let his son borrowthe car. He does, but only because
he trusts his son. He trusts his son because over the years, his
son has proven hinself responsible through his actions. Further,
his son understands his obligation to prove hinself to his father
before being trusted with a major responsibility.

(2) A father must guide and encourage his son if that son
is to achieve. The father nust also be willing to discipline his
son when the situation warrants such action. It is the sane for
the | eader of Marines. The teacher and scholar relationshipis
self-evident. W nust teach our Marines what they need to know
with the goal of developing themto the point where they can take
what know edge we have give them and draw upon it to |l earn on
their omm. W want the scholar to eventually surpass the teacher
i f possible.

g. Additional points for possible discussion.

(1) Teacher/ Scholar-two way instruction.
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(2) Looking out for Marines (pay, |eave, awards).
(3) Mssion orders and then hold their feet to the fire.
(4) Al leaders should nmake thensel ves expendabl e.

5. Di scussi on

a. | nsist on the use of the chain of comrand.

(1) Hold subordinate | eaders responsible for the actions
of those under them

(2) Delegate authority comrensurate with responsibility.

(3) Decisions should be made and probl ens sol ved at the
| onest | evel in the chain of command.

b. Teach your subordi nates what to do.
(1) Set standards and goals that can be net.

(2) Lofty goals and objectives have their place, but
subordi nate | eaders need day-to-day objectives.

(3) Instruct on what you want done, trying to avoid the
how.

(4) As general of the Arnmy Orar Bradley wote, "There is
no better way to devel op a person's | eadership than to give hima
job involving responsibility and let himwork it out. W should
try to avoid telling himhowto do it. That principle, for
exanple, is the basis of our whole system of conbat orders. W
tell the subordinate unit comrmander what we want himto do and
| eave the details to him | think this systemis largely
responsi ble for the many fine |l eaders in our services today. W
are constantly training and devel opi ng younger officers and
teaching themto accept responsibility.”

c. Recogni ze achi evenent and acconplishment.

(1) Judicious, tinely, and effective use of neritorious
masts, neritorious pronotions, awards, and special |iberty wll
enhance | eadership in a command.

(2) Frequent oral and witten encouragenent al so serves
to raise norale and initiative. However, do not give out awards
i ke candy, for this tends to |lessen their worth and
ef fectiveness. Marines are not stupid, and they know who anong
t hem deserves recognition and who doesn't. When an undeserved

20-3



award is given out, it cheapens the neaning of that award for
those who really deserve them and denotivates those who have
wor ked hard and received no recognition.

d. Gve those that denponstrate potential increased
responsi bility.

(1) Use natural leaders to their fullest extent.
Qut spoken individuals sonetines can be a valuable aid in
i nfl uenci ng subordi nates.

(2) Use the "hard chargers” to the maxi num extent
possi ble. This should again raise the exanple of the father and
son, with the son being given even greater responsibility as he
proved that he could handle it. Also, it is just comopn sense,
since we nmust allow our Marines to crawl before they can wal k.

e. Gve positive and direct correction of errors in judgnent
and initiative.

(1) Honest m stakes can be tolerated if used as teaching
poi nts.

(2) Correction of error early in the devel opnent of
subordinate | eaders will enhance their growh. Do not |et
m st akes grow i nto sore points.

(3) Mstakes are to be considered essential to the
| earni ng process and thus cast in a positive light. The focus
shoul d not be on whether the | eader did well or poorly, but on
what progress he/ she was making overall to devel op as a | eader.
Damagi ng the | eader's self-esteem especially publicly, should be
strictly avoided. The key here is that we don't want to totally
destroy a potentially good subordinate | eader for nmaking an
honest m stake -- he/she is trying to learn. By focusing on what
went wong rather than on what the | eader did wong, the | esson
is learned and the subordinate retains sone neasure of
sel f-confi dence.

f. Encourage initiative and resourceful ness.

(1) Initiative is the stinmulant to growth for any
or gani zati on.

(2) Recogni ze a new way to acconplish a task
(3) Resourcefulness is desirable in all |eaders. A

subordinate who is an initiator and resourceful is highly
desi red.
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g. Hold subordinates responsible for their actions.

Not only are subordinate | eaders responsible for their
personal actions, they are al so responsible for the actions of
those they lead. This is sonetines a tough nessage to get across
to subordi nate | eaders.

h. Instill val ues.

(1) Leaders mnust enphasize the core professional val ues
of our | eadership philosophy; i.e. loyalty to the nation and the
Marine Corps, loyalty to the unit, personal responsibility, and
sel fl ess service.

i. Accept increased responsibility willingly and insist that
subordi nates do the sane.

"Can do" is a notto that bears attention. Seeking
responsibility is the mark of a |leader. As |eaders we nust seek
i ncreased responsibility for oursel ves and our subordinates.

j. Stress the fact that the | eader nust be approachabl e by
subordinates in an informal but not a famliar way.

This is not an open door policy. It neans a frank, open
approach to problens or m stakes. A relationship nust be
f ostered bet ween subordi nates and | eaders that is based on trust
and confidence, not on fear of retribution. Famliarity,
favoritism or undue friendliness are not the marks of a | eader
and nmust be avoided at all costs.

k. Ensure subordinates receive the proper feedback about
their performance through tinely counseling.

Subordinates wll continue to nmake errors unless they are
guided along in the right direction. Additionally, counseling
| ets them know that you are concerned with their devel opnent.

6. Summary. You have the responsibility to | ook after the
training and devel opnent of your subordinate |eaders. |If you fai
to do this, you will not only danage the effectiveness of your
unit, but you will possibly negatively inpact the Marines who
serve under your subordi nates.
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

COVBAT LEADERSHI P

1. Introduction. Conbat |eadership is the application of

| eadership traits and principles under conditions of extrene
stress caused by eneny fire or the high probability of direct
physi cal contact with the eneny. It is not necessary to have
experienced conbat to understand the essential requirenents for

| eadi ng men under stress. However, it is a fundanental
responsibility of the |eader to be nmentally prepared for the
experience of battle, and to adequately prepare one's Marines for
this event.

2. Overview. The purpose of this period of instructionis to
stinulate dialogue relating to the role of the | eader in a conbat
environment. This discussion is intended to enhance the
under st andi ng and appreci ati on Mari nes have for devel opi ng

| eadership standards within their unit that will contribute to
conbat readiness. This will help to instill an understandi ng of
the leader's role in conbat and to enhance your ability to apply
requi site | eadership skills to be successful in a hostile

envi ronnent .

3. References. Include the follow ng:

Determ nation in Battle by MajGen T.S. Hart

Battle Doctrine for Front Line Leaders for 3d Marine D vision
Conbat Leadership by S.L.A Marshal

Anericans in Conbat excerpt from The Arned Forces Ofi cer
Legacy of Esprit and Leadership by Maj Gen John A Lejeune
Peleliu - Recollections of a PFC by E.B. Sl edge

Conmbat Service Support Case Study

Conbat Leadershi p Probl ens

Men Against Fire by S.L. A Marshal

Battl e Leadership by Adolf Von Schel

4. Di scussi on Leader Notes

a. Effective conbat |eadership is the know edge and
application of the unchangi ng concepts of human behavior in
battle, and a mastery of the ever-changing tactics, doctrine,
equi pnent and weapons necessary for conbat. Preparation for
conbat | eadership is acconplished through study and training.
The appendices are provided to assist in this effort.
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b. Al appendices could be distributed prior to the
di scussion so that all participants will have had an opportunity
to read these introductory articles. The discussion should
stinulate an interest in additional professional readings to
enhance your Marines' understanding of conbat | eadership.

c. Men Against Fire by S.L.A. Marshall and Battle Leadership
by Adolf Von Schell are highly recommended readings for the
di scussion |l eader. Additionally, if all participants are also
provi ded an opportunity to read one or both of these books prior
to the discussion, the effectiveness of instruction wll be
enhanced. However, this is not a requirenment for conducting the
di scussi on.

d. Four hours should be scheduled for the discussion. |If
films are avail able, consider utilization of a scene show ng
i ntense conbat fromone of the recomended filns prior to the
di scussion's introduction. Another opportunity for utilizing a
filmis after conpleting the first hour of discussion or after
t he second hour.

e. This discussion guide is just that, a guide, and is not
meant to be the "end-all" of |eadership instruction on the
subject. However, it does provide the basic points for
di scussion. Only you, the | eader, know what your unit needs
nost, and therefore, you nust eval uate what needs to be
enphasi zed, nodified, or expanded.

f. Wen leading this discussion, renmenber that the
effectiveness of the group |earning experience is primarily
dependent upon your preparation and your ability to fulfill your
duties as discussion | eader.

5. Discussion. Today we wll discuss conbat |eadership, a
subject vital to our existence. But first, let's find out:

a. WHO IS A COVBAT LEADER?

Let's read froma Marine's diary. "Briefly, the First
Battalion did not fare too well before they departed from
Guadal canal. 'A Co. left San Diego with a total of 196,

i ncludi ng corpsnen, in the conpany; when relieved from

Guadal canal there were about 47 of the original conpany stil
remaining. In three attacks to the west of Matani kan, between
Poi nt Cruz and Kohumbona, 'A" Co. was assigned as | ead Conpany in
the Battalion attack on Novenber 2, 10 & 11, and took a | arge
nunber of casualties.
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By the tine '"A Conpany was relieved, all the officers had
been killed or wounded; the First Sergeant was killed and the
Gunnery Sergeant wounded; two of the four platoon sergeants had
been wounded and nore than half of the corporals and sergeants in
t he conpany had been killed or wounded. For a tinme, the CO of
"A Conpany was Sergeant Burgess."

(Extract froma Marine's Diary, Sgt. James Sorensen, Rifle Squad
Leader, Conpany A, 1st Battalion, 2nd Marines.)

b. Everyone is a potential conbat |eader regardl ess of rank
or MOS and shoul d be prepared for that eventuality. Conbat may
be just around the corner, and tonorrow each of us could find
ourselves in a conbat | eadership position.

c. Regardless of how well a unit or air crew is trained,
| eaders nust "steel" thenselves for the first action. The first
time a unit cones under fire or neets the eneny is a very crucial
time. Awunit hit by eneny fire for the first tine tends to
becone di sorgani zed, and consequently |less effective. The nen
hit the deck, take cover, and wait for sonebody to do sonething.
CGenerally, everyone, including fire team | eaders, squad | eaders,
and platoon | eaders, react in this manner. This is the baptism
of fire, what may be the nost inportant nonments in the life of
the individual Marine and the unit.

d. If the unit or air crewfails to react properly and
overcone its initial fears, its failure will be reflected for a
long tine in future actions. Confidence at this point is
essential, for it beconmes contagious. The Marines in the unit
must have confidence in thenselves, their conrades, and their
| eaders.

e. At this crucial nmonent, if all leaders at all levels
supply the drive and ent husi asm needed to weld the unit together
as a teamagain, the Marines under their conmand wll react
accordingly. |If Marines are well disciplined and have been
trained for this nonent, all that is necessary is the igniting
spark of |eadership that will get the team noving agai n quickly.
Each | eader nust commence carrying out the troop |eading steps.

6. Troop | eadi ng steps

a. Although this discussion is not about troop |eading
steps, they nust know the basics; review quickly as appropriate.
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|f they don't know them this will indicate where additional work
IS required.

b. Your Marines' |eadership and aggressive action wll
provi de contagi ous confidence that reassures every i ndividual
during conbat. Once aggressive action begins, the unit wll
function as it has been trained to function. During this
di scussion we will acconplish the foll ow ng:

(1) Discuss the nature of conbat.
(2) Discuss the | eadership challenges faced in conbat.
(3) Discuss how to devel op conbat readi ness.

7. The nature of conbat

a. During this period we wll discuss the nature of conbat.
W wil first define what we nean by conbat, then identify the
vari ous stresses that are characteristic of the conbat
environment. Having identified the stresses, we will then
determ ne what effect they have on the individual Mrine and the
| eader. Qur focus will be on the basic factors that are essenti al
for unit survival and acconplishnent of the m ssion in conbat.

(1) WHAT |'S COVBAT?

(a) For our purposes, conbat will be defined as
engagi ng the eneny with individual or crew served weapons; being
exposed to direct or indirect eneny fire; and otherw se
undergoi ng a high probability of direct contact with eneny
personnel and firepower, to include the risk of capture.

(b) Al Marines, regardless of MJS, must be prepared
to succeed in conbat. The fluid nature of nodern conbat
oper ati ons denmands that everyone on the battlefield be ready to
fight and provide the necessary | eadership.

(2) WHAT ARE COMVON ELEMENTS FOUND | N THE COVBAT
ENVI RONVENT?

(a) The conbat environnent varies for Marines
dependi ng upon MOS, duties, tactics, type of conflict, etc.
(Discuss this for awhile and all ow vari ous group nenbers to
descri be what they have experienced or expect to experience in
conbat. It would be useful to wite down these inputs to assi st
in defining the nature of the conbat environnment. It should
becone clear that the real challenges facing Marines are
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generally the sane even though the experiences and situations
vary.) Some common el enents found in the conbat environnent are:

[ 1] Confusion and | ack of information.

[ 2] Casualties.

[3] Violent, unnerving sights and sounds.
[4] Feelings of isolation.

[ 5] Conmuni cati on breakdowns.

[ 6] Individual disconfort and fatigue.

[ 7] Fear, stress, and nental fatigue.

[ 8] Continuous operations.

[ 9] Honesi ckness.

(b) I'n Appendix F, E. B. Sledge describes his
experiences as a PFC on Pel el i u:

"For us, conbat was a series of changing events characterized
by confusion, awesone viol ence, gripping fear, physical stress
and fatigue, fierce hatred of the eneny, and overwhel m ng gri ef
over the loss of friends. W endured vile personal filth in a
repul sive environnent, saturated with the stench of death and
decay. . .

...In conbat | saw little, knewlittle, and understood still |ess
about anything that occurred outside K3/5. W had our hands ful
fighting and trying to survive nonent to nonent."

(c) I'n the January 1983 Marine Corps Gazette article
entitled "Understanding Limted War," the author provides sone
t hought s on what conbat may nean to an individual

"Nations may pursue war on a limted basis to ensure

survival, yet conbatants pursue it in all its totality for the
sane reason. To the individual engaged in isolated conbat, there
is no big or small battle, only the fight for survival. If he

fails to survive, that nondescript battle suddenly becane the
ultimate conflict. An isolated confrontation on a lonely jungle
trail becones World War |1l to the participant.”

(d) Sone additional questions to consider:
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[ 1] How does the conbat environnment change
dependi ng upon one's rank and billet?

[ 2] How can these differences present different
| eadershi p chal | enges?

[ 3] How did/do the | eadership challenges differ
bet ween operations/mssions in Desert Stormand Somalia?

(3) WHAT STRESSES DO YOU EXPECT TO EXPERI ENCE | N COVBAT?

(a) List responses on a chal kboard. The follow ng
shoul d be discussed in detail:

[1] Extrene risk and fear.
[2] The "fog of war."

[3] Disconfort and fatigue.
[4] Casualties.

[ 5] Boredom

(b) The conbat environnent is characterized by |ong
periods of routine activity that tend to create a false feeling
of security. Wen conbat actually occurs, it is frequently
sudden, unexpected, and characterized by extrenely viol ent
action, savage behavior and intense danger. Everyone on the
battl efield, including headquarters and service support
personnel, nust be prepared for conbat at any tine.

Now | et's exam ne these stresses in greater detail to determ ne
their effect upon the individual Mrine and you, the |eader.

(4) WHAT ARE SPECI FI C SOURCES OF FEAR | N COVBAT?

(a) The possibility of being killed, wounded, or
captured is always present.

(b) The noi se and sights of conbat have a traumatic,
shocki ng i npact upon the senses, causing confusion, and a sense
of chaos that may becone particul arly unnerving.

(c) The apprehension that you m ght not "neasure up"
as a Marine under fire or let your buddi es down.

(d) Anticipation of the unexpected; constant anxiety
about the eneny's location, strength, or intentions. Know edge
that if the eneny succeeds in creating a situation which was
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total ly unexpected, he may have a decisive advantage. This is the
el ement of "surprise" in reverse.

(e) Fatigue itself is a source of fear. As
i ndi vi dual s becone physically exhausted, they nay begin to
percei ve thensel ves to be hel pl ess or unable to continue to
fight. Air crews experiencing fatigue nmay begin to nmake criti cal
m st akes i n mai ntenance procedures or may begin overextendi ng
their own capabilities and that of their aircraft.

(5) WHAT EFFECT DCES THE STRESS OF FEAR HAVE?

(a) Extreme fear brings out our instinct for
self-preservation. Survival is clearly a very strong notivation

and will generally be a priority concern. |In conbat, killing the
eneny hel ps renove that threat to your life. The alternative of
not killing the eneny increases the |ikelihood that he will kill
you.

(b) Physically, the body reacts when threatened or
there is anticipation of danger. During World War 11, GCeneral
Ceorge S. Patton, USA, wote a friend:

"It is rather interesting how you get used to death. | have
had to go inspect the troops everyday, in which case you run a
good chance...of being shot. | had the sane experience everyday,

which is for the first half hour, the palns of ny hands sweat and
| feel very depressed. Then, if one hits near you, it seens to
break the spell and you don't notice them anynore."

(c) Sone ot her physiol ogical reactions are:
[1] Trenbling.
[ 2] Poundi ng heart.
[3] Irrational |aughter.
[4] Sweati ng.

(d) Psychol ogi cal reactions m ght include:
[1] Inability to make deci sions.
[2] Over-fixation with mnor details.

[3] Displaying | ack of confidence.
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(6) WHY IS IT | MPORTANT TO KNOW AND BE ABLE TO RECOGNI ZE
THESE REACTI ONS?

(a) The | eader may not normally see these
mani f estations/reactions in peacetine. Fear must be recogni zed
and dealt with pronptly. Fear is infectious and can destroy the
ef fectiveness of a unit.

(b) Extrenme reaction to fear occurs when the
i ndi vidual confronts a situation where death appears to be
immnent. During such instances two basic fornms of behavior have
been observed.

[1] "We fought like rats, which do not hesitate
to spring with all their teeth bared when they are cornered by a
man infinitely larger than they are.”

(Statenment of German soldier on Eastern Front during World War |
descri bing how they reacted when overrun by Russian hordes. From
Conbat Mdtivation by Anthony Kellet.)

[2] "They sat there dunbly in the line of fire,
their m nds bl anked out, their fingers too nerveless to hold a
weapon." This has been terned "freezing under fire." From Men
Against Fire by S.L.A Marshall, witing about soldiers on Omha
Beach in World Var 11.

(7) WHAT IS I T THAT ENABLES MARI NES TO OVERCOMVE FEAR?

(a) (Al ow sone discussion). Many experts have tried
to answer this question, however, center attention on the
foll ow ng areas:

[1] ldentity. CQur identity as Marines conveys a
special neaning to our fellow Marines; one Marine will not |et
anot her Marine down. The "felt" presence of another Marine who
is counting on you to do a particular job is usually sufficient
to overconme nost fears.

[2] Discipline. Everyone is afraid in conbat,
but this fear has to be controlled so that the job can get done.
Al'l Marines nmust have the will power to force fear out of their
m nds or to overcone it and replace it with action. Concentrate
on your job and actively support your fellow Marines. Everything
we do as Marines reflects on the quality of our discipline,
sonet hi ng we recogni ze as essential to success in conbat.

[3] Esprit de corps. W are a Brotherhood of
Marines. Fierce pride in our Corps and our unit is a source of
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enduring strength. "The Few, The Proud, The Marines" is nore
than a recruiting slogan; it's a way of life.

[4] Tradition. W fight and win. Every Marine
must have know edge of and pride in our history and traditional
values. W will do no I ess than the Marines who have cone before
us.

[5] Training. Training devel ops confidence in
our | eadership, our fellow Marines, and ourselves. It builds
noral e, discipline, esprit, pride, and devel ops physical stam na
and teamnor k.

(8) WHAT SI GNI FI CANCE DCES FEAR HAVE TO YOU, THE LEADER?

(a) Though | eaders share the sane risks and fears,
t hey must be able to overconme their own fears, and provide the
| eadershi p necessary to achi eve success in conbat. They nust
understand the conditions that stinulate fear, and be able to
i nspi re confidence and courageous actions by their Marines.

(9) WHAT ARE THE CONDI TI ONS THAT STI MULATE FEAR?

(a) The unexpected. Wenever the eneny actions
appear as a surprise it wll have a powerful inpact upon your
Marines. Being surprised by the eneny has been described as
causing the "wll that controls fear to sag and crunble.” At
such noments | eaders nust exert a strong influence upon their
Marines to maintain control over the unit's actions.

(b) The unknown.

[1] There is a tendency to think that the eneny
is much greater in strength or ability than he really may be. Do
not allow yourself to be deceived as to eneny strength or
capabilities through exaggerated inpressions.

[ 2] Regardl ess of how well you or your Marines
are trained for conbat, the first shock of realizing that the
eneny actually intends to kill you is a powerful factor everyone
wll have to face. Until this threshold is crossed and your
Mari nes beconme accustoned to functioning under fire, the | eader
must act decisively to ignite the confidence and i ndivi dual
actions that wll transformfear into an aggressive unit
response.

[3] The presence of a | eader has trenmendous
value in overcomng fear, particularly at night, in adverse
weat her, or during lulls in the action when everyone's
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i magi nation runs wild and Marines think they may be al one or
i sol at ed.

[4] A feeling of helplessness. It is the |eader
who nust prevent this fromtaking hold. The |Ieader nmust act to
direct and inspire the response against the eneny. Everyone has
a job that nust be acconplished and it is the | eader who nust see
t hat everyone is doing what nust be done. Actionis a key to
preventing this feeling of hel pl essness fromtaking hold. Keep
your Marines engaged. Read or tell the story of the foll ow ng
excerpt from Guadal canal Diary to nake the point that the tinmely,
reassuring presence of a |leader is of imeasurable value to
conbat ant s.

"He was firing frombehind a log. H's face was gray, his
eyes were dull and wi thout hope. He stopped firing and | ooked
ar ound.

"It didn't do any good,' he said. H's voice was flat, and he
was speaking to no one in particular.

"I got three of "em but it don't do any good, they just keep
com ng.'

Pl at oon Sergeant Casi mr Pol akowski, known as Ski, said,
"What the hell are you beefing about? You get paid for it don't
you?'

The kid nmanaged a grin. As Ski crawl ed on down the line, the
boy, now a man, was once nore squeezing 'emoff."

This excerpt identified another inportant factor that hel ps the
i ndi vi dual "bear up" under stressful conbat circunstances. The
i nportance of hunor.

(10) VHAT ACTI ONS CAN THE LEADER (YOU) TAKE TO HELP
OVERCOMVE FEAR?

(a) S.L.A Marshall stated, "...even if they (the
troops) have previously | ooked on him(the | eader) as a father
and believed absolutely that being wwth himwas their best
assurance of successful survival, should he then devel op a dugout
habit, show hinself as fearful and too careful of his own safety,
he will lose his hold on themno | ess absolutely."”

Actions the | eader can take include:

[1] Be fearless, confident, and decisive. Don't
let fear be reflected in your |ooks or actions.
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[ 2] Ensure your Marines are able to recognize
t he causes and reactions of fear. It is inportant know edge that
wi Il enable Marines to help their buddy.

[3] Instill a sense of unit cohesion, a belief
in the band of brothers concept, and devel op esprit.

[4] Do not tolerate self-pity.

[5] Talk to your Marines and encourage them
particularly just before a battle.

[6] Do not tolerate rearward novenent especially
when under fire w thout your order.

[ 7] Take physical corrective action as
necessary.

[8 If a subordinate appears to be | osing
control, help himregain a positive control through direct
personal | eadership and then let himcontinue to march

(11) WHAT DO WE MEAN BY THE "FOG OF WAR?"

Thi s expression describes both the literal fog
created by the dust, snoke, and debris of the battlefield, and
nore inportantly the nmental fog of confusion and uncertainty
created by | ack of know edge of the eneny, the chaotic noise,
ment al and physical fatigue, and fear.

(12) WHAT SI GNI FI CANCE DCES THI S STRESS HAVE TO THE
| NDI VI DUAL MARI NE?

As with the condition of risk and fear, the
i ndi vidual nust be able to function in an environnent that may
appear confusing and chaotic. By focusing his/her attention on
the task at hand, on working with fellow Marines, and on the
| eader's commands, the individual will overcone this stress.

(13) WHAT SI GNI FI CANCE DCES THE "FOG OF WAR' HAVE TO YQU
THE LEADER?

The | eader nust be aware of the problens caused by
the confusion of battle. Tired as he or she may be, they nust
realize that their Marines are equally tired. They nust have yet
additional strength to see that conmands are obeyed and essenti al
tasks acconplished. They nust help cut through the fog and
confusi on of conbat by keeping orders clear, sinple, audible, and
understood, ensuring that the unit continues to function as a
team Most of all, they nust make certain that their Mrines
never becone confused about their own unit's ability to fight.
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Leader nust ensure their units are a cohesive force on the
battl efield regardl ess of the chaos and conf usi on.

(14) WHAT DOES FATI GUE MEAN TO THE LEADER?

(a) The leader is not imrune to fatigue. As he/she
beconmes increasingly tired, he/she may |l ose the ability to make
deci sions rapidly, and may becone nore easily confused,

di soriented, and ultimately ineffective.

(b) Leaders must understand the effects of fatigue on
t hensel ves and on their Mrines and know when to provide rest. In
Appendix C, S.L.A Marshall states: "Right on the battlefield,
with an attack pending they would halt everything to order a rest
or a sleep if they felt that the condition of the troops demanded
it." The |eader nust know when to rest, especially amdst the
chaos and confusion of battle. Wthout it, a unit will lose its
ef fectiveness as surely as if by eneny fire. The |eader nust be
able to recogni ze when fatigue is beginning to adversely affect
the unit."

(15) WHAT ARE SOVE KEY | NDI CATORS OF FATI GUE?

(a) Reckless disregard for the safety of the
i ndi vidual or the safety of fell ow Marines.

(b) Excessive caution or unwillingness to expose
oneself to even the slightest risk.

(c) Failure to fire weapons.

(d) Lack of concern for the cleanliness of weapons,
the condition of vehicles, or other essential equipnent.

(e) Lack of attention to aircraft naintenance/flight
pr ocedur es.

(f) Lack of concern for personal cleanliness; refusal
to shave, wash, eat, or drink

(16) WHAT HAPPENS TO MARI NES | F FATI GUE | S | GNORED?

As individuals becone nore fatigued their nental
condition can deteriorate frommnere weariness to becomng a
psychol ogi cal casualty. Rest is a preventive cure that works to
keep psychiatric casualties fromoccurring. (Appendix A provides
further insight on prevention of psychiatric casualties.)
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(17) HOW DCES DI SCOMFORT AFFECT | NDI VI DUALS | N COVBAT?

(a) Admttedly, disconfort is probably the |east of
a Marine's concerns when actually engaged in conbat. However,
t he degree to which he/she has been adversely affected by being
wet, cold, hungry, thirsty, or weary does have an effect on how
wel | he/she can respond to the eneny. Marines tend to develop a
hi gh tol erance for enduring the extrenmes of weather and maki ng do
w t hout much support; however, there is a point where norale
begins to be affected and a unit's actual ability to fight
becones questionable. It is essential that the | eader take care
of his/her Marines, and at the first opportunity, provide for dry
clothing, protection fromthe cold, food, or water. The
foll ow ng excerpt fromS. L. A Marshall's book, Battle At Best,
descri bes how taking care of your Marines pays its dividend in
conbat (The discussion | eader can read this or relate the story):

"At dark on 8 Decenber, the snowfall ceased and the cold
intensified. Down along the canyon road near the water gate, a
brisk wwnd was piling the drifts as high as a nman's head.

At the Battalion CP, which was partly sheltered by the canyon
wall, the thernonmeter read thirty degrees bel ow zero. Up on the
w nd- swept crags where Able Conpany was cl earing Chi nese dead
fromthe bunkers to nake roomfor its own ranks, and at the sane
time preparing to evacuate its own casualties down the iced
sl opes of the nountain, it nust have been a touch col der than
that, though there was no reading of the tenperature.

All batteries had frozen. Wapons were stiffening. The canp
| ong since had run out of water because of the freezing of
canteens. To ease their thirst, the nen ate snow and seened to
thrive on it.

But of the many problens raised by the weather, the nost
severe one was getting an average good man to observe what the
field manual s so easily describe as a 'conmopn sense precaution.’

For exanple, prior to marching from Chi nhungni, Captain
Barrow of Able had nmade certain that each of his nen carried two
spare pairs of socks. But that safeguard did not of itself
ensure his force, though the nmen, with feet sweating fromthe
rigors of the day, were all at the point of becomng frosthite
casualties by the hour of the bivouac.

Let Barrow tell it. 'I learned that night that only
| eadership will save nmen under winter conditions. |It's easy to
say that men should change socks; getting it done is another
matter. Boot | aces becone iced over during prolonged engagenents
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in snowdrifts. |It's a fight to get a boot off the foot. Wen a
man renoves his gloves to struggle with the laces, it seens to
himthat his hands are freezing. H's inpulse is all against it.
So | found it necessary to do this by order, staying with the

i ndividuals until they had changed, then making them get up and
nove about to restore circul ation.'

That process, sinple in the telling, consumed hours. By the
tinme Barrow was satisfied that his command was rel atively snug,
it was wearing on toward mdnight. R ght then, his perineter was
hit by a counterattack, an enemny force in platoon-strength-plus
striking along the ridge line from 1081 in approxi mtely the sane
formati on which Barrow had used during the afternoon.

Al that needs be told about this small action is sumred up

in Barrow s brief radio report. 'They hit us. W killed them
all - all that we could see. W have counted ei ghteen fresh
bodi es just outside our lines!™ (Note: Captain Barrow becane

our 27th Commandant.)

(b) I'n this case, looking after the nen's welfare
was translated directly into enabling a conpany of Marines to
succeed in battle. Leaders nust continually concern thensel ves
with the needs of their Marines so that they will be ready to
acconplish the m ssion.

(18) WHAT IS THE SI GNI FI CANCE OF ENDURANCE TO THE
| NDI VI DUAL MARI NE?

Killing the eneny that is trying to kill you is only
hal f the battle; endurance is the other half. To the i ndividual
Marine, enduring disconfort and fatigue and the other hazards and
stresses of conbat is what nust be done so that he can succeed in
conbat. The individual Marine nmust be physically strong and
capabl e of perseverance. He/she nust know that fatigue causes
t he behaviors that we have described; the |loss of concern for
survival, the erosion of will to fight, and a general apathy.
These nust be resisted with self-discipline and the reservoir of
strength that is deep within every Marine. Wen necessary we
can, and will endure as Marines have done before.

(19) WHAT EFFECT DO CASUALTI ES HAVE ON | NDI VI DUAL
MARI NES?

Seeing a fellow Mari ne go down has traumati c i npact
upon the individual. Conbat is a brutal event and casualties are
to be expected. The shock of seeing buddi es wounded or kill ed,
and the possibility that it nay happen to one's self adds to the
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fear and apprehension of survivors; it increases the reluctance
to take risks and obey the | eader. How individuals respond after
they take casualties is a key indicator of the effectiveness of
their training, self-discipline, and preparation for conbat.

(20) HOW SHOULD MARI NES RESPOND TO CASUALTI ES?

(a) Proper care for your wounded has a great effect
upon norale. Every Marine must be assured that if he is hit, his
fellow Marines will take care of him There is an unwitten
contract anong Marines that if wounded and unable to fend for
onesel f, another Marine will cone to one's aid and do all he/she
can to hel p.

(b) During the assault, Marines cannot stop to aid a
fall en buddy, and each Marine must know this. Casualties are the
job of the corpsman. This is the reason corpsnen are not arned
with rifles or machine guns. It is their job to look after the
wounded, not to fight. Mst corpsnmen are "gung-ho" and many want
to enpl oy weapons other than their T/O 9mm pistol; this should
not be allowed as they may tend to fire rather than take care of
t he wounded.

(c) At the very first opportunity, casualties should
be | ooked after by their |eaders and conrades. Every Marine nust
be accounted for. Dead and wounded are renoved fromthe conbat
area as soon as possible.

(21) WHAT IS THE RESULT WHEN CASUALTI ES ARE NOT
EXPEDI TI OQUSLY EVACUATED?

(a) The presence of dead and wounded for a prol onged
period of tinme hurts the norale of survivors. It is inportant to
al ways care for casualties and inpart confidence that whatever
the cost, your fellow Marines will do all that can be done under
the circunstances. |If conbat prevents the pronpt evacuation of
casualties, they should be noved to a position of relative safety
and receive care until they can be evacuat ed.

(b) Another inportant task of the | eader occurs
after the casualties have been evacuated. At the first
opportunity, communicate with the next of kin. It is also
reassuring to the surviving nenbers of the unit to know that they
wi Il not be forgotten.

(22) 1S BOREDOM A FACTOR | N COVBAT?

(a) Boredomis not sonething one would expect to
find during conbat. However, the conbat environnment is often
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conposed of long periods of inactivity that often lead to

carel ess behavior, thereby reducing everyone's chances of

survival when conbat next occurs. Leaders nust not allow

i dl eness or slovenly and carel ess behavior to happen. Wen eneny
contact appears renote, every action nmust be oriented toward
inmproving the unit's readiness to defeat the eneny. Training
does not cease in conbat, it continues and intensifies.

(b) We have described sone of the conditions that we
wi |l experience in conbat. Conbat's nature is violent and brutal,
generating chaotic confusion that can destroy the conbatant's
will to fight. Specific stresses we can expect are:

[I] Extrene risk and fear
[ 2] Confusion, the so called "fog of war
[3] Disconfort and fatigue.
[4] Casualties.
[5] Boredom
During the next phase, we will exam ne how the | eader can
mai ntain norale, notivation, discipline, proficiency, and esprit

de corps under conbat conditions.

8. Leadership chall enges faced in conbat.

a. During this period we will discuss sone psychol ogi cal
| eadershi p chall enges; how to maintain norale, notivation
di scipline, proficiency, and esprit de corps in the conbat
environnent. \Wile the discussion will focus on the role of the
| eader, bear in mnd that all Marines share in | eadership
responsibility. Since one objective of the eneny wll be to
break the individual Marine's will to persevere in battle,
overcom ng these psychol ogi cal challenges are crucial to
achi eving success in conbat. Every Marine nust devel op an
i nstinctive understanding of these factors and devote his efforts
to strengthening themin the unit. (If necessary, refer to
"Foundati ons of Leadership" for other ideas in |eading this
di scussion.)

(1) WHAT ARE SOVE LEADERSHI P CHALLENGES THE LEADER MUST
DEAL W TH | N COVBAT?

(a) There are basically two types of chall enges
| eaders face in conbat:
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[I] Challenges that you have little or no
control over, but nust try to understand, to endure, and to
expl ai n.

[2] Challenges that you can influence.

(2) WHAT ARE SOVE CHALLENGES YOU HAVE LI TTLE OR NO
CONTROL OVER?

(a) Sonme chal |l enges you have little or no contro
over include:

[I] The type of conflict.
[ 2] The duration.

[3] The political guidelines and rules of
engagenent .

[4] The eneny's actions.

[5] The public's reaction and support.
[6] The | ocation, weather, and terrain.
[ 7] The organi zation's m ssion.

[ 8] The organi zation's history.

[9] The availability and quality of replacenents
(personnel and equi pnent).

(3) WHAT |'S AN EXAMPLE?

An obvi ous one from Lebanon is the limtations placed
on Marines fromentering into full conbat with hostiles. This can
create stress fromfrustration and have an adverse effect on
individuals and units if we are not careful. This frustration of
never "getting at the eneny" was considered an underlying
expl anation in the breakdown of discipline of the Arny unit in
the My Lai incident during Vietnam

(4) WHAT ARE SOMVE CHALLENGES YOU MAY BE ABLE TO
| NFLUENCE?

Sone chal | enges you may be able to influence are:
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[I] Morale
[2] Discipline

[3] Esprit de corps

[4] Proficiency

(5) WHAT ARE SOMVE PSYCHOLOG CAL CHALLENGES FACED BY
COMBATANTS THE LEADER MUST BE AWARE OF?

(a) In Annex A, Men T. S. Hart outlines the
foll ow ng chall enges that affect an individual's wllingness and
ability to fight during conbat.

[I] Fear, real or imagined, is the major stress
faced by all nmen in battle. |In Battle Leadership, Captain Von
Schel | states:

"I'n peace we learn how to | ead conpani es, battalions,
regiments, even divisions and armes. W l|earn in books and by
maps how one fights and wins battles, but we are not instructed
in the thoughts, the hopes, the fears that run riot in the mnd
of the front line soldier."

[ 2] The unexpected presents chall enges that they
may not have been prepared for. Causewitz sunmed it up

"It is of first inportance that the soldier high or | ow should
not have to encounter in war things which, seen for the first
time, set himin terror or perplexity."

[ 3] The unknown is what the Marine has not seen
and does not know about, but has yet to be affected by. This
worry and apprehension begins to eat at the individual. As the
aut hor states, "I would add that this fear of the unknown is nost
mar ked when the soldier is isolated, or at night."

[4] Fear of failure may be commobn anong Mari nes,
particularly those who have yet to "prove" thenselves in conbat.
This is a real stress and many tinmes plays an inportant role in
ti ght cohesive organizations during conbat. S.L.A Marshal
st at es:

"When fire sweeps the field, nothing keeps a man from runni ng
except a sense of honor, if bound by obligation to the people
right around him of fear of failure in their sight, which m ght
eternally disgrace him"
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[ 5] The noi se and sights of the battle can be
particularly unnerving. No peacetime training can conpletely
prepare an individual for the carnage or enotional inpact of
conbat .

[6] Fear of killing is not uncomon. Peace tine
training may not prepare all individuals for the reality that it
is often sinply a matter of kill or be killed.

[ 7] Exhaustion is a reality and a constant danger
during conmbat operations. When confronted daily and constantly
wth the stress of conbat, nen can cone apart at the seans. In
Annex A, the author wites:

"There is no doubt that troops, however well |ed, can only
take the stress of battle for so long then they break. Any
commander, at any level, who tries to overdraw the account is
courting disaster."”

"...the nental and the physical constantly interact.
Therefore, physical fatigue, hunger, disease, thirst, and, above
all, the stress of adverse climatic conditions, can reduce the
physi cal state of the soldier to such an extent that his wll to
fight is broken.™

(6) WHAT TYPES OF REACTI ONS CAN THESE PSYCHOLOG CAL
CHALLENGES CREATE?

(a) Units are made up of individuals, an obvious
statenment, but often it only takes one to inspire a unit to
victory or lead it to defeat. Therefore, we nust prepare each
link in the chain sufficiently to ensure success. To do this we
nmust understand how t hese chal | enges can affect i ndividual
performance. There are common factors that challenge al
conbat ant s.

[I] Stress As previously discussed, individual
stress can have a devastating effect on individual performance.
In conbat it is ever present and even nore inportant that
i ndi viduals be able to cope wwth it. |If not, then as the author
in Annex A offers:

"Despite all our efforts, when stress becones too nmuch, or the
sol di er has been under stress for too long, the will breaks and
the sol dier suffers psychiatric breakdown. This breakdown can be
present in many formns:
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[a] Panic states which result in headl ong

flight.

[b] Acute depression where the patient sits
mut e and noti onl ess.

[c] Acute anxiety with extrenme restl essness

and agitation.

[d] Exhaustion states where troops show

abnormal feelings.

[f] Hysterical reactions including
hysterical blindness, paralysis, etc.

(b) I't is to our credit that Mrines have not been
overconme by these problens to any great extent in the past.

(c) Sone additional reactions include:
[1] Freezing under fire.
[2] Inability to make deci sions.
[3] Over-fixation with m nor details.
[4] Lack of confidence.
[ 5] Breakdown of discipline

(7) WHAT ABQUT | NDI VI DUALS WHO ARE NOT CONSTANTLY EXPOSED
TO THE RI GORS AND DEMANDS OF THE FRONTLI NE, WHAT PSYCHOLOG CAL
CHALLENGES DO THEY FACE?

(a) These units whose situations/m ssions may or may
not bring themin direct confrontation with the eneny often
present the greatest |eadership challenge. They often are
af fected by:

[I] The stress of going back and forth froma
high risk environnment to a relatively safe one (e.g., air crews,
pilots, notor transport personnel, etc.).

[ 2] Boredom brought on by a "business as usual”

routine day today (e.g., rear area headquarters personnel, supply
personnel, rear security area personnel, etc.).
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[3] Frustration fromwanting to be at the front,
but being in the rear.

(8) WHAT | MPACT DO THESE CHALLENGES HAVE ON
ORGANI ZATI ONAL EFFECTI VENESS?

(a) Discuss the effects of these factors on units.
Try and focus on how, if ignored or not noticed, they can erode
the basic fiber of an organization. Again, it mght be useful to
| ook at how the factors affect various units (ground, support,
and air). Consider using the followng indicators to assist this
part of the discussion:

[1] Morale.
[2] Discipline.

[3] Esprit de corps.

[4] Proficiency.

(9) MARI NES FREQUENTLY CONFUSE MORALE W TH MOTI VATI ON
WHAT DO THESE TWO TERMS REALLY MEAN?

(a) All ow sone discussion to define the two terns.
Both ternms are used to describe the wllingness of individuals to
fight and their readiness to die for sonething nore inportant
than thensel ves; their fellow Marines, their unit, their Corps,
their country, or all of these conbi ned.

[I] Good norale is the confident, resolute,
willing, often self-sacrificing, and courageous attitude of an
i ndividual to do the tasks expected of him/her by a group of
which he/she is a part. It is based upon pride in the
achi evenments and ains of the group, faith inits |eadership and
ulti mate success, a sense of participation inits work, and a
devotion and loyalty to the other nenbers of the group.

[2] Morale is a fragile thing that tends to
fluctuate even anong the best Marine units. It nust be a
constant concern for the | eader, because it is the foundation
el ement of discipline.

[3] Motivation answers the question "why"
i ndi vidual Marines fight. Motivation is based on psychol ogi cal
factors such as needs, desires, inmpulses, etc. that cause a
person to act. For a Marine, commtnent to and pride in the unit
and Corps is generally the basis for conbat notivation.
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(10) HOW DO LEADERS NAI NTAIN MORALE I N THEIR UNI T?

(a) Teach a belief in the mssion. This involves
not just devel opnent of confidence that the job nust be done and
can be done, but the deeper understanding that their efforts and
sacrifice are necessary as well. Belief in the hallowed words,
"Duty, Honor, Country" nust be a deep inner conviction on the
part of the | eader, and nust be reflected in his/her actions.
Mari nes who nust endure conbat will look to their |eader for
reassurance that the cause is just and their duty to Corps and
Country is clear.

(b) Instill confidence. Maintain a positive
attitude and cultivate trust and confidence in your Mrines. They
must have confidence in their own abilities, in their |eaders,
their training, and their equipnent. "Leadership fromthe front"
can be particularly effective in conbat. Marines will always
respond when they see their leader willing to take the sane
ri sks, capable of denonstrating the proper standards, and show ng
how things are to be done. Nothing instills confidence quicker
than seeing effective | eadership by exanple.

(c) Consider job assignnents carefully.

[1] Risks nmust be shared within a conbat unit as
much as possible. Alternate assignments on point or flank
security, rotate the dangerous duties, and resist the tenptation
to always utilize the "best"” man for such duty. |If not, norale
will drop when this "best" man becones a casualty because of
prol onged exposure to risks.

[2] Do not ask for volunteers for a particularly
dangerous task. Marines nust depend on one another as a team
not devel op an excessive reliance upon one of its nmenbers. It is
t he | eader who nust make sure the team has the right people in
the right jobs for obvious reasons.

[ 3] Avoid using any individual in a nmanner that
may affect the norale of the unit; avoid assigning jobs to
i ndi vidual s who obviously will have difficulty acconplishing the
tasks required. For instance, a machine gunner or radi o operator
must be physically able to carry and maneuver with a heavier | oad
t han the average Mari ne.

[ 4] Denonstrate concern and attentiveness to the
wel fare of your Marines. This nmeans not only providing rest,
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food, and water. It nmeans checking to see that positions and
weapons are properly |ocated, equi pnent and weapons are

mai nt ai ned properly, and attending to the nunerous other details
that nake a unit effective. It neans a habit of training and
critiquing so that "lessons |earned" don't have to be rel earned.
It means talking to your Marines as if they are nenbers of your
famly. It nmeans | ooking out for your Marines as they
instinctively do for you.

(11) WHAT ARE SOVE OF THE SPECI FI C | NDI CATORS OF MORALE
THAT THE LEADER MUST BE CONTI NUALLY AWARE OF?

(a) Appearance. |f an individual begins to | ook
sloppy, it may be an indicator that sonething is affecting
hi s/ her behavior. Likewise, if conditions do not allow your
Marines to wash, shave, or obtain clean unifornms for prol onged
periods, it can cause norale to drop. Beware of the tendency of
sonme Marines to take on a "salty" attitude and appearance. A
tol erance for sloppy appearance standards in the field may | ead
to an equally sloppy attitude regarding attention to details and
basic field discipline, and may result in additional conbat
casual ti es.

(b) Personal conduct. Be alert for behavior that is
out of character. Modiness, sullenness, quiet wthdrawal, or
any sudden unexpl ai nabl e change in an individual's behavior is
cause for concern.

(c) Standards of mlitary courtesy. Units having
pride and confidence in their |eaders maintain high standards of
mlitary courtesy all the tinme. Changes may be indicative of
| oner norale and wll erode unit discipline.

(d) Personal hygiene. |If individuals allow this
standard to drop it can quickly affect the norale (not to nention
health) of the entire unit. Nobody wants to live in filth and
regardl ess of how m serable the circunstances nay actually be, we
must do what we can to make conditions habitable. A ways
establish designated |latrine areas, cat holes, etc., and see to
it that they are used and properly naintai ned.

(e) Excessive quarreling. Cooperation and nutual
trust and confidence in one another's ability can be adversely
affected when Marines quarrel anong thenselves. Settle argunents
qui ckly. Excessive quarreling is a sign that sonmething is wong
that nust be fixed. Find the source of irritation before it
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affects unit efficiency. Direct energies toward the eneny not
fell ow Mari nes.

(f) Runors. Lack of information is conmon in
conbat. Runors can plant the seeds of fear that will grow way
out of proportion. The |eader nust be a source of facts, and
when events do not occur as planned, find out what happened and
pass the word. Keep your Marines informed and cultivate their
trust and confidence.

(g) Care of equipnment and weapons. Failure to
acconpl i sh proper maintenance is an indicator that the individual
doesn't care or is becom ng excessively fatigued. On the other
hand, if you fail to provide the neans to keep your Marines gear
properly maintained (lubrication, grease, etc.), the absence of
the material to properly care for their equipnment can erode
nor al e.

(h) Response to shortages. Always be alert when
your unit experiences shortages of anything, particularly food,
wat er, boots, oil, ammunition, nedical supplies, or even mail.
When this occurs, how do your Marines react? Do they share what
is available instinctively, or do sone hoard what they have? The
unit with high norale and strong unit cohesion will instinctively
di vide what is avail abl e and becone an even stronger outfit
because of it. The unit that fails to develop this quality wll
di sintegrate quickly in conbat.

(1) Motivation. Wen given an unpl easant task, or
any job that nust be done, how does the unit or individual
respond? Do they respond enthusiastically and make it their best
effort, or are they going to do just enough to get by? How
closely do | eaders have to supervise, and how often nust jobs be
done agai n because they weren't acconplished adequately the first
time? Are your Marines willing to hel p one another w thout being
told? We will deal with notivation in nore detail shortly. The
| eader nust recogni ze the extrene inportance norale has to the
conbat effectiveness of the unit. Consider the follow ng
observations of great |eaders fromearlier periods of history:

"Whi chever arny goes into battle stronger in soul, their
enem es generally cannot withstand them™
The G eek Warrior, Xenophon nore
than two thousand years ago.

"The human heart is the starting point in all matters
pertaining to war."
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Frederick the Great, King of
Prussia, 1120 A D.

"Moral e makes up three quarters of the gane; the relative
bal ance of manpower nakes up only the remaining quarter."”
Napol eon Bonaparte, Enperor of
France, 1804 A D.

"W have already trained our nmen to the highest possible |evel

of skill with their weapons and in their use of mnor tactics.
But in the end every inportant battle devel ops to a point where
there is no real control by senior commanders. Every sol dier
feels hinself to be alone. Discipline my have got himto the
pl ace where he is, and discipline may hold himthere for a tine.
Cooperation with other nmen in the sane situation can help himto
move forward. Self preservation will make himdefend hinmself to
the death, if there is no other way. But what makes him go on,
al one, determned to break the will of the eneny opposite him is
norale. Pride in hinself as an independent thinking man, who
knows why he's there, and what he's doi ng. Absol ute confidence
that the best has been done for him and that his fate is nowin
his own hands. The dom nant feeling of the battlefield is
| onel i ness, gentlenen, and norale, only norale, individual norale
as a foundation under training and discipline, will bring
victory."

Maj or General Sir Wlliam Slim as

quoted by John Masters in

The Road Past Mandal ay

(12) HOW DO YOU NMAI NTAI N MORALE IN A COVBAT ENVI RONVMVENT?

(a) The followi ng responsibilities of the | eader
shoul d be instinctive; omssion of any of these directly results
in lower norale. (These responsibilities are also inportant in
peacetine.)

[1] Be positive, optimstic, enthusiastic, and

realistic.

[2] Be able to recogni ze when a Marine is
experienci ng personal problens. You are the one he/she should
turn to for help, advice, and good counsel. Always be willing to
listen. Know who gets mail, who doesn't, and what reaction it
causes. Be alert for bad news from hone and be ready to offer
good counsel. Know who is married and who isn't. Know what your
Marines are thinking about. Care about them
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[3] Maintain health discipline. Check the
physi cal condition of your Marines. Feet checks, changes in
cl ot hing, hygi ene enforcenent, and overall personal cleanliness
must be rigorously maintained. The primtive conditions in a
conbat environnent will adversely affect noral e unless you do
what can be done to inprove their circunstances; conduct frequent
i nspections to insure that proper care is taken of cuts,
blisters, m nor wounds, rashes, or other conditions that can get
worse W thout attention. Shaving daily, haircuts, and basic
cleanliness results in Marines feeling better about thensel ves.

[4] Provide rest. Fatigue will erode norale and
fighting ability. Weary people tend to forget things, behave
irrationally, becone inattentive, and do not think clearly. The
| eader and hi s/ her Marines nust have rest, and an opportunity to
sl eep. Rotate the watches, get rest regularly. If possible,
position two or three Marines together so that security and rest
can be obtained at the sane tine. Your unit's survival depends on
it!

[5] Provide a break in the routine. |If possible
provi de an opportunity for relaxation and recreation. On Con
Thien in 1967, during a prolonged period under eneny artillery
fire, one unit held a tobacco spitting contest judging accuracy
and range. Everyone participated and sonme hunorous situations
resulted. Any type of break (and hunor is especially beneficial)
fromthe constant rigor of conbat will provide an outlet for
frustration, prevent boredom stinulate conpetition, build
teamwrk, and is an opportunity for the |eader to participate and
show that he/she is also part of the team

[6] Provide food. In conbat the provision for
food is always inconvenient and sonetinmes not in adequate supply.
This does not reduce its inportance as a factor in norale.
Whenever a shortage exists, share what you have. Make the best
use of your facilities to prepare food well at every opportunity.
Take turns within the squad, fire team or small unit to have one
i ndi vidual prepare a special neal for the team

[ 7] Maintain standards. The conmbat environnent is
no place to allow discipline to becone sl ack.

[ 8] Keep Marines infornmed. |nclude subordinates
in the decision maki ng process whenever possible. You never have
all the answers.
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[9] Tend to adm ni stration. Conbat does not
elimnate the various adm nistrative events that inpact upon the
i ndi vidual Marine's welfare. Allotnents, pay, and other
admnistrative matters while not an i nmedi ate concern to the
Marine in conbat, weigh heavily on his m nd when they get awy.
Make sure that your Marines are properly taken care of
adm nistratively, especially relative to pay. |If admnistrative
is foul ed up, the individual who is affected suspects that other
things are probably fouled up as well and confidence in the unit
commences to erode.

[10] Tend to quarters. Conbat usually entails
primtive living conditions. Sleeping on the deck under a poncho
"hooch"” is a luxury. It is a primary concern of |eaders to
ensure that the positions occupied by their Marines are
adequately constructed and offer suitable protection from eneny
fire and observation, and the weat her.

[11] Care for equi pnment and weapons. Conti nuous
concern for proper nmaintenance is essential. Ensure that
adequate neans exist to properly care for weapons and equi pnent,
and that proper action is being taken. Priority of work should
al ways provide for the care of equi pnment/weapons before, the
routi ne care of human needs.

[ 12] Know your Marines. Marines are by nature
fiercely loyal, proud, and determined. It is not unconmon for
Marines to refuse to admt that they are hurt or injured and to
believe they can do nore than is prudent at the time. Leaders
must be especially watchful over the health and physical
condition of their Marines to ensure that m nor wounds receive
proper care, and that adequate rest is provided.

[ 13] Make assignnments carefully. Place
qual i fied, capable individuals in key billets and give them
latitude to operate. Renpbve those who don't produce. Properly
integrate and assimlate green troops and repl acenents; spread
t hem out anong seasoned, experienced, solid | eaders who have
proven ability to train and | ook out for them

Moral e descri bes an individual's general state of mnd. Wth
effective | eadership and attentive concern for maintaining high
noral e, notivation will also be high. However, notivation is

much nore than just an indicator of norale. It is a key el enent
t hat nust be understood by everyone in the unit. |In conbat,
noti vation has special significance to Marines. It describes
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what being a Marine is really all about. Read the followng to
t he group:

"In a foxhole in the center of the tenuous |ine he had done
much to hold, Private First C ass John Ahrens, an Abl e Conpany
automatic rifleman, lay quietly, his eyes closed, breathing
slowy. Ahrens was covered with blood. He was dying. Next to
himlay a dead Japanese sergeant, and flung across his legs, a
dead officer. Ahrens had been hit in the chest twi ce by bullets,
and bl ood welled slowy fromthree deep puncture wounds inflicted
by bayonets. Around this foxhole sprawled thirteen crunpled
Japanese bodies. As Captain Lewws W Walt gathered Ahrens into
his arnms to carry himto the Residency, the dying man, stil
clinging to his BAR said, 'Captain, they tried to cone over ne
| ast night, but I don't think they nmade it."'

"They didn't, Johnny,' Walt replied softly. 'They didn't."
FromU. S. Marine Corps in Wrld
War 11, by SSE. Smth.

(13) WHY DO MARI NES FI GHT LI KE PFC AHRENS? WHAT CAUSES
MARI NES TO HAVE TH S MEASURE OF TENACI TY, THE ABILITY TO CONTI NUE
TO FI GHT WHEN OTHERS WOULD G VE UP?

(a) Allow sone discussion; the follow ng factors
shoul d be discussed in detail.

[1] Patriotism Mrines are oriented fromthe
first day of boot canp to their identification with service to
Corps and Country.

[ 2] Aggression. Training provides for
devel opnent of an aggressive character in Marines.

[ 3] Punishnent/fear. Fear of punishnent for

failure.
[4] Rewards. Recognition for performance.

[5] Tradition. Ildentity with the unit's history
and st andards.

[6] Social Identity. Identity with your fellow
Marines. Not wanting to |let your buddi es down.

(14) CONSI DERI NG ALL OF THESE FACTORS, WH CH DO YOU THI NK
ARE PARTI CULARLY SI GNI FI CANT | N MOTI VATI NG MARI NES?
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(a) Numerous historians, sociologists, and
psychol ogi sts have studi ed Marine behavior under fire in an
effort to find out why we fight as we do. [In explaining what
notivates Marines to persevere in battle, experts have cone to
the conclusion that several factors are significant.

[1] Tradition. Marine values and attitudes are
stressed fromthe first day in the Marine Corps and are
constantly reinforced until a Marine finally passes on to guard
t he heavenly gates. W are told over and over again: "a Mrine
never quits"; "a Marine never surrenders"; "a Marine never
retreats”; "Marines never |eave their dead and wounded." These
val ues and i npressions of proper Marine behavi or becone ingrained
into the very being of every Marine, a key part of every Marine's
val ues, and descri be proper behavior when in the conpany of
fell ow Marines. Behaving in an aggressi ve manner and putting
forth a maximumeffort is a natural outgrowmh of Marine identity
and is expected fromyour fellow Marines. The degree to which we
have internalized these traditional values and beliefs is a
partial explanation for our conbat performance. Consider the
fol |l ow ng:

"The average Marine, if such a condition exists, is
definitely not the |lad represented on the recruiting poster. Mre

likely he is a small, pinple-faced young man who, because it has

been so skillfully pounded into himat boot canp, believes he can

lick the world.™ The Last Parallel, Cpl Martin Russ,
USMC.

"The nmen (Marines) were not necessarily better trained, nor
were they any better equi pped; often they were not so well
supplied as other troops. But a Marine still considered hinself
a better soldier than anybody el se, even though ni ne-tenths of
themdidn't want to be soldiers at all."

Last Chapter, Ernie Pyle.

"Men take a kind of hard pride in belonging to a famous outfit
even when doi ng so exposes themto exceptional danger. This is an
essential elenment in the psychol ogy of shock troops."

Fear in Battle, John Doll ard.

[2] Social identity. Social factors affecting
the Marine's primary group (squad, fire teamor section), are
recogni zed by many mlitary and nonmlitary witers as one of the
nost significant aspects of achieving conbat notivation. Marines
comonly express this in terns of not wanting to let their
buddi es down. This unit cohesiveness is perhaps the nost
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powerful notivational factor in conbat. Wen traditional Marine
Corps values stinulate and foster a cl oseness anong the
individuals in a unit, the result is a unit that is able to

mai ntai n tactical cohesion and achi eve the desired conbat

per formance. Consider the foll ow ng:

"Four brave nen who do not know each other will not dare to
attack a lion. Four |ess brave, but know ng each other well,
sure of their reliability and consequently of nutual aid, wll
attack resolutely. There is the science of the organization of
armes in a nut-shell."

Battl e Studies, Col Ardant du Picq.

"I hold it to be one of the sinplest truths of war that the

t hi ng which enables an infantry soldier to keep going with his
weapons i s the near presence or presuned presence of a conrade.”

Men Against Fire, S.L.A Mrshall

[3] Patriotism The idea of conscious
identification with a cause is a factor in norale and generally
functions as the reason nmen respond to the call to arns. Every
Marine nmust be convinced of the rightness of his/her country's
cause. This is usually a significant factor in the decision to
join the Marine Corps. Patriotismis a spiritual foundation to
norale. In conbat it is an inportant | eadership responsibility to
sustain the strength of this foundation. As casualties occur and
the fight becomes difficult, Marines will look to their |eader
for reassurance that the sacrifices borne are necessary.

[ 4] Aggression. W do not develop a "killer
instinct" that can be turned on and off at will. Conpassion for
t he eneny and nonconbatants is a characteristic that is not
uncommon anong Marines on the battlefield. However, we do
recogni ze that aggressive fighting style is our trademark and
seek to keep our reputation secure fromany doubt. W wll fight
as long and as hard as necessary to overcone the eneny. Likew se,
brutal |eadership is not characteristic of the Corps either.
Marine | eaders nust understand that they sustain the confidence
of their men by acconplishing the m ssion at the | owest possible
cost in casualties. The |eader nust maintain effective
di scipline and control to ensure noral standards of conduct
am dst the destruction of conbat.

[ 5] Rewar ds/ Puni shnent/Fear. Wen it conmes to
conbat, there is no anount of pay that can adequately reward
Marines for risking their lives to achieve a particul ar
objective. Also, there are no nedals that will provide adequate
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incentive either. Not even survival can be considered a reward
because it is clearly beyond anyone's control and unl ess we
change the policy that has governed our Arnmed Forces for the past
hundred years, any brig's punishnment woul d be a safe haven
conpared to the environnent on the battlefield. Wen Marines who
have experienced conbat are questioned on this factor they tend
to respond that their greatest "fear" was being perceived as |ess
t han adequate in the eyes of their fellow Marines. Their only
"reward" was the respect, praise, and recognition which cane from
camar aderi e and acceptance within the unit. The purpose of our
systemof rewards in conbat is intended to reflect Marines
recognition of one another as warriors. This recognition of
heroic efforts, sacrifices in behalf of your fell ow Marines, and
maxi mum efforts are inportant |eadership responsibilities.

(15) SO WHY DO MARI NES FI GHT SO WELL?

(a) Commitnent: nore than anything el se, nmen have
fought and teans have won because of commtnent. Mre often than
not, it is a commtnent to a | eader and to a small brotherhood
where the inportant things are nutual respect, confidence, shared
har dshi ps, shared dangers, shared victories, discipline and
perseverance. A Marine advances under fire because "the sergeant
said so," or "I can do it if they can,"” or "I can't let them
down. "

(b) Morale and notivation provide the foundation for
di sci pline More than being a sinple nmechani smfor maintaining
order, discipline is the essential condition within a unit that
allows it to overcone the extrene fear and fatigue of conbat.

(16) WWHAT 1S DI SCI PLI NE?

W1 1ling obedience to orders will be the nost common
definition given by Marines. Quite sinply, discipline is the
situation where the individual has been taught to sacrifice
hi s/ her own interests for the common good, and will respond from
a sense of duty which is nore inportant than individual rights or
wants. It also ensures pronpt obedience to orders and gui des an
individual's or unit's actions in the absence of orders.

(17) HOWI S DI SCI PLI NE DEMONSTRATED?

(a) Obedience, initiative, self-reliance, and
sel f-control
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[ 1] Obedi ence. When all respond to orders as a
team a sense of unity is created whereby everyone recogni zes
that their role is to contribute to sonething nore inportant than
any one individual. An unorganized crowd of individuals is
useless in a crisis. The strength to overcone the extrene crisis
of conbat is greatly affected by the individuals' conprising the
unit abilities to respond as a team The unit is capable of
dealing with the chaos of conbat. The individual is generally
only effective so long as his/her actions are a part of the unit
effort.

[2] Initiative. Marine Corps |eadership is based
upon a concept of trust and confidence in each individual
Marine's quality of self discipline. The nodern battlefield has
becone an extrenely deadly place. As the destructive power of
weapons has increased, it has beconme increasingly nore difficult
for leaders to maintain positive control over every action. W
rely on a high degree of initiative, individual courage, and the
ability of the individual Marine to take proper action when the
situation is in doubt. The responsibility of every Marine in
such situations is clear. They nust support their fellow Marines
aggressively using their own initiative to join their force to
ot hers.

[3] Self-reliance. During |long periods of
nmonot ony and apparent |ack of enemy contact, or |ong hours of
dar kness when imagi nation runs wild and fear begins to creep up
on himgradually, discipline will steady a Marine's nerves and
allow himto deal with the frightening conditions of battle.

[4] Self-control. Discipline enables the Marine
who sees a fellow Marine suddenly killed and i nmedi ately
recogni zes his/her own peril, to exercise self-control over

hi s/ her own behavi or.

(18) ARE THERE DI FFERENT TYPES OF DI SCI PLINE, | F SO WHAT
ARE THEY?

(a) There are essentially three types of discipline:
[ 1] Sel f-discipline.
[2] Unit discipline.
[ 3] I nposed discipline.

(19) WHAT ARE THE DI FFERENCES BETWEEN THESE TYPES OF
DI SCI PLI NE AND WHI CH | S MOST | MPORTANT TO MAI NTAI N?
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(a) Self-discipline is the nost inportant quality to
develop. It nmeans that the individual has a sense of personal
duty to the unit, to fellow Marines, and to the nation. This
type of discipline will hold Marines steady agai nst anything the
eneny may throw at them because he has a firm conviction that
will not let himlet their fellow Marines dowmn. This is the
quality of discipline denonstrated by PFC Ahrens.

(b) Unit discipline is the behavior that results from
t he expectations of your fellow Marines in the unit. A Marine
knows that to bel ong, he/she nust conform This particular
quality of discipline will steady the Marine so |l ong as he/she is
in the conpany of fellow Marines.

(c) Inposed discipline is behavior that is notivated

primarily by the inmedi ate supervision of |eaders. It
| acks the permanence of unit discipline and the special strength
of self-discipline. Under extrene conbat conditions, all |eaders

may be required to resort to this formof discipline. This was
the only way Captain Barrow was able to force the necessary
actions on the ridge in Korea.

(20) HOWIS DI SCI PLI NE DEVELOPED | N MARI NES?

(a) Recruit Training. Recruit training is dedicated
to preparing and conditioning young recruits nentally,
physically, and enotionally to neet the experience of conmbat. It
is designed to instill the skills, know edge, discipline, and
sel f-confidence to nake a themworthy of recognition as Mrines;
to devel op a sense of brotherhood, patriotism Iloyalty,

i nt erdependence, and determ nation to be victorious; to inbue
themwith the instinct of obedience; but nost of all it devel ops
in thema sense of commtnent. Through inposed discipline,
recruits become famliar with Marine Corps norns and standards.
Self discipline and obedi ence are stressed. Marine values are
crystallized here.

[1] Unit Training. After recruit training the
Marine's val ues and appreciation for Marine Corps norns and
standards are further devel oped, expanded, and reinforced.
Thr ough devel opi ng a stronger bond with fell ow Mari nes,
perfecting skills, and experiencing high unit standards, a
quality of resilient self-discipline should becone evident as
mut ual trust and confidence grows.
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[ 2] Leadership Training. Every Marine is trained
to be ready for the responsibility of |eadership. This
devel opment of a broad base of |eadership within the unit
establishes a capability for the individual to influence fell ow
Marines during particularly tough periods when self discipline is
faltering and unit discipline begins to erode because of the
rigors of conbat at such tines |eadership is on trial. How well
you train your Marines to | ead before conbat will be decisive.

(21) WHAT ARE THE SPECI FI C ACTI ONS THAT A LEADER CAN TAKE
TO | MPROVE UNI' T DI SCI PLI NE?

(a) Set the exanple with personal high performance
standards and expect the sane fromyour Marines. G ve your
maxi mum ef fort, expect theirs.

(b) Encourage peer discipline, i.e., a Marine
becones of fended when a peer disgraces the unit (e.g, UA, drugs,
etc.) and tells himher so. Wen pride and |loyalty perneate a
unit to the degree that Marines won't tolerate a peer "screw ng
up" because it makes himand the unit | ook bad, many probl ens
wi |l vanish and the unit wll be solid.

(c) Know your Marines, |ook out for their welfare.

(d) Be fair in assigning duties; ensure everyone
shares risks, as well as nenial tasks. Elimnate nmeaningl ess or
unnecessary tasks.

(e) Praise in public, adnonish in private.

(f) Reward good work. Recognition that a job has
been "wel|l done" by a leader is inportant to the individual.

(g) Be fair and inpartial when correcting poor
performance or taking action to effect punishnent.

(h) Devel op nmutual trust and confidence by giving
responsibility to subordi nates and hol di ng them account abl e.
Train as you expect your unit to be able to fight. Devel op
subordinates to take charge and have confidence in their ability
to keep essential equi pnent functioning.

(1) Encourage and foster the devel opnent of

sel f-discipline by providing guidance and assi stance w t hout over
super vi si nq.
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(j) Be alert to conditions conducive to breaches of
di scipline and elimnate them where possible.

(k) Encourage initiative and innovation in your
subordinates by allowing themto |learn from m stakes during
training and to devel op the habit of applying "l essons | earned”
i nstinctively.

(22) HOW I MPORTANT | S SELF RESPECT TO ACHI EVI NG SELF
DI SCI PLI NE?

The individual Mrine nust be determned to be
tough, alert, courageous, and an inportant part of the unit.
He/ she nmust have this self-inmage and perceive that fell ow Marines
have this imge of hinm her. Devel opnent of self-image is crucial
to devel opi ng and mai ntaining self-discipline. According to
S.L.A. Marshall, the nost inportant image to the individual in
conbat is the "reputation to be a man anongst nen."

(23) WHAT IS THE LEADER S RESPONSI BI LI TY FOR DEVELOPI NG
SELF- RESPECT I N HI S/ HER MARI NES?

The | eader nust cultivate the self-respect of
his/her Marines. It is the |leader's responsibility to build
pride, confidence, and determ nation in each of his/her Marines.

(24) HOW DCES THE LEADER DEVELOP SELF- RESPECT I N H S/ HER
MARI NES?

(a) Respect them To devel op respect in soneone
requires letting them know that you respect them especially if
you're an inportant person in their eyes. So, first of all, be
that inportant |eader and secondly, respect them and encourage
t hem

(b) Maintain a religious and noral environnment where
the values learned will function as a firm base for proper
behavior in the unit. Adherence to religious and noral
principles will help to steady the individual under fire.

(c) Dress and cl eanliness standards provide everyone
an opportunity to denonstrate their pride and high standards.
CGenerally, if one | ooks good they tend to feel good about
t hensel ves. These standards w il pay off in the harsh
envi ronnment of conbat.

(d) Stress efficiency and reliability. A Marine who
feels reliable will respect hinfherself and take pride in his/her
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acconplishnment. Over-supervision may be perceived by the
i ndi vi dual as evi dence of distrust.

(e) Show personal interest in your Marines. A
Marine's self-respect and pride is raised i mensely just by
knowi ng that his efforts are appreciated. A pat on the back or
sinple "well done" at the right nonent works wonders.

(25) VHY IS PROFI Cl ENCY A LEADERSHI P CHALLENGE?

Proficiency is defined as the technical, tactical,
and physical ability of the individuals in the unit to acconplish
the m ssion. How your Marines actually acconplish their jobs is
a technical question, however, when Marines nmust acconplish their
j obs under eneny fire, it becones a matter of w || power.

Technical training alone creates qualified technicians. Do
Marines have "the right stuff”" to do their jobs when it is
critically necessary?

(26) WHAT CAN A LEADER DO TO DEVELCP THE SORT OF
PROFI CI ENCY THAT IS "THE RI GHT STUFF" | N COVBAT?

(a) Be proficient and instill in your Marines the
i mense pride that you cannot "stunp" them about anything
relative to the performance of their assigned job.

(b) Thoroughly train your Marines to do their duties
as well as they can be done under any conditions (e.g., in
garrison, field, adverse weather, at night, etc.). There is no
substitute for their best effort, and always work to inprove
t hat .

(c) Enphasize teammork and the chain of command.

(d) Cross-train your Marines so that essenti al
equi pnent/weapons will be able to remain in action.

(e) Train as you intend to fight. Attenpt to
acconplish as realistic training as possible. Mke everyone
aware that conbat will require your unit to endure conditions and
stresses that are unique to the conbat environnent and wl |
exceed what exists in training. Train to be flexible, and to be
able to apply "l essons | earned” quickly and conti nuously.

(f) Provide subordinates with frequent opportunities

to lead at the next higher level. Every Marine has to be ready
tolead if the situation requires it.
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(g) Set high, attainable performance standards and
stick to them

The previous | eadership challenges have dealt with the
attitude of the individual. Esprit de corps is sonething that
describes the character of the group, not the individual. It
nore than anything el se describes what it is to be a Marine.
Esprit de corps inplies devotion and loyalty to the Corps, as
well as a deep regard for the history, traditions, and honor that
the Corps and the unit have acquired.

(26) WHAT ARE SOVE OF THE | NDI CATORS THAT A UNIT HAS
ESPRI T DE CORPS?

(a) Sone are:

[ 1] Expressions by the nenbers of the unit
show ng pride and enthusiasmfor their outfit.

[2] A good reputation.
[3] Strong conpetitive spirit with other units.

[4] WIlingness of its nenbers to participate in
unit activities.

[5] Cbvious pride in the history of the unit and
observance of traditions.

(27) 1'S THERE SOVETHI NG SPECI AL ABOUT A UNI T HAVI NG
ESPRI T DE CORPS THAT YOU CAN DETECT RI GHT AWAY?

(a) Aunit with esprit de corps has a degree of zeal
snap, and pride that clearly indicates that it is functioning by
a force of its own. A unit functioning by only the will of its
commander will pale in conparison. The truly decisive difference
will be realized when the unit enters conbat. Read the follow ng:

"ABritish mlitary observer, while watching the Mrine
Bri gade nove against a Communist Division in a last ditch effort
to save the Pusan perineter, our l|last toehold in Korea, said:

' They are faced with inpossible odds, and | have no valid
reason to substantiate it, but |I have a feeling they will halt
the eneny. | realize ny expression of hope is unsound, but these
Mari nes have the swagger, confidence, and hardness that nust have
been in Stonewall Jackson's Arny of the Shenandoah. They rem nd
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me of the cold streans at Dunkerque. Upon this thin |ine of
reasoning, | cling to hope of victory.""
This Kind of War, T. R Fehrenback

(b) The devel opnent and mai ntenance of this "esprit”
is aresponsibility of Marine Corps | eadership.

(28) HOW DCES THE LEADER DEVELOP ESPRI T DE CORPS?

(a) Teach the history of the unit and maintain its
traditions. Cultivate a deep and abiding | ove of Corps and
country.

(b) Ensure that everyone understands the m ssion and
activities of their unit, and takes pride in unit
acconpl i shnent s.

(c) Develop the feeling that the unit nust al ways
succeed, and every individual nmenber nust contribute to its
success.

(d) Reinforce success with an effective neans of
recogni zing the efforts of individuals who distinguish thensel ves
in behalf of the unit.

(e) Encourage conpetition with other units in events
that provide for participation by everyone and foster an
unquenchable thirst for victory. Wnning is one objective of
sports, but the only objective in conbat.

(f) Everything any nmenber does reflects upon the
unit. Make sure everyone realizes this fact of life and
tol erates no poor reflections. Strong peer pressure to keep the
unit's honor and reputation clean is an indicator of esprit.

(29) SUMVARY OF LEADERSHI P CHALLENGES FACED | N COVBAT

(a) Success in conbat is the payoff. The degree to
whi ch the individual Marines have high norale, discipline,
proficiency, and esprit de corps largely determ nes how they w |
performin conbat. During operations in a conbat environnent the
essential nature of these factors becones clearly evident to
everyone, particularly the | eader.

(b) Success in conbat depends upon | eadership that
can keep the unit cohesive, disciplined, and capabl e of
destroying the eneny. The Marine | eader today has the heavy
responsi bility of ensuring that our fighting quality as Mrines
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remai ns at |east as strong and as ready for conbat as our | egacy
has proven us to be in the past.

9. Discuss how to devel op conbat readi ness

a. WHAT | S COVBAT READI NESS?

(1) There is no organization in the world where
effectiveness is nore inportant than in the Marine Corps. Every
i ndividual Marine is essential to the performance of his unit,
and all Marine units depend upon the effective performance of
other units. Wth us, a loss in effectiveness can result in the
| oss of Marine lives. Every Marine nmust know how to and then do
his job; this translates into unit effectiveness. But
ef fectiveness is not necessarily conbat readi ness.

(2) Conbat readiness is effectiveness plus the desire and
ability to keep on fighting until the mssion is acconplished.
Sinply, the ability to maintain efficient and effective
performance whil e under eneny fire; to fight and win. The
obj ective of Marine Corps training is conbat readiness.

(3) HOW DO YOU ACH EVE COVBAT READI NESS?

(a) Building unit discipline, proficiency, norale,
and esprit de corps.

(b) Training to enhance each Marine's:
[1] Know edge of the job.
[2] Self-discipline.
[ 3] Sel f-confidence.
[ 4] Leadershi p.

Di scipline, proficiency, norale, and esprit de corps are
| eadership indicators that were dealt with in sone detail as
| eadership challenges. They are reflections of the wll power of
the individuals in the unit and are crucial to conbat readi ness.
W w Il now focus on the training concepts that contribute to a
unit's ability to succeed in conbat.

(4) WHAT CAN VWE DO DURI NG PEACETI ME TO PREPARE OUR
MARI NES TO MEET THESE CHALLENGES?
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(a) I'n Appendix A, the author states, "The great
majority of soldiers overcone fear, as they have done throughout
their lives, by an effort of wll and by support fromothers."
Wiy is this? Were/how can we instill the "wll?" How do we
ensure individuals will receive the needed support? Sonme
suggestions by foll ow

[1] Develop a close knit and cohesive group.

[ 2] Avoi d personnel turbul ence.

[ 3] Know your Marines and be known by them

[4] Pronote and retain only the finest |eaders.

[5] Train your Marines as they will be enpl oyed
and in as nearly accurate to conbat environnent as possible.

[6] Ensure all are physically fit.

[7] Train to ensure conpetent adm nistration,
| ogi stics, and communi cati on.

(b) I'n Chapter Il of Battle Leadership, Captain Von
Schell writes,

"At the commencenent of war, soldiers of all grades are
subject to a terrific nervous strain. Dangers are seen on every
hand. Imagination runs riot. Therefore, teach your soldiers in
peace what they may expect in war, for an event foreseen and
prepared for will have little if any harnful effect.”

(c) O her techniques to enhance conbat readi ness
i ncl ude:

[1] Train on howto identify and cope with
stress, fear, etc.

[2] Provide realistic and stressful training to
buil d proficiency and confidence in | eaders, unit, equipnent,
tactics, weapons, and self.

[3] Provide firmfair discipline but ensure that
you enphasi ze and recogni ze superior performance.

[4] Cross train to ensure depth in unit
proficiency and | eadershi p.
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(d) Annex B, "Battle Doctrine for Front Line Leaders"
al so provi des sone good points to add.

[ 1] How do you set needed training priorities?
[2] What is a realistic training environnent?
[3] How realistic nust it be? Can it be?

[4] How much risk is necessary to create the
needed sinul ated stress?

(e) Wien challenging and realistic training i s not
provi ded, norale, discipline, esprit, and proficiency are
adversely affected.

(5) MARI NES MUST TRAIN THE WAY THEY | NTEND TO FI GHT. HOW
DO YOU DEVELCP REALI SM W THOUT TAKI NG EXCESSI VE Rl SKS?

(a) Realistic Training. Conbat training nust be
stressful and incorporate noise, snoke, danger, confusion, and
fatigue if it is to be noderately effective. The conditions that
are anticipated nust be duplicated as nmuch as possible. Exercise
your ability to handle in training everything you expect to
handle in conbat. Carry heavy | oads; go on forced narches;
conduct low | evel flight training;, operate w thout supplies on
occasion to sinulate the necessity of sharing rations; water, and
ammuni tion; practice care for casualties; and devel op physical
strength and endurance to the | evel where everyone has confidence
in their ability to persevere. Use your imagination; it is the
responsibility of the | eader to prepare the mnds of Marines for
t he shock of conmbat. Captain Von Schell said it best in Battle
Leader shi p:

"In peace we should do everything possible to prepare the
m nds of our soldiers for the strain of battle. W nust
repeatedly warn themthat war brings with it surprise and
tremendously deep inpressions. W nust prepare themfor the fact
that each mnute of battle brings with it a new assault on the
nerves. As soldiers of the future we should strive to realize
that we will be faced in war by many new and difficult
i npressions; dangers that are thus foreseen are al ready half
over cone. "

(b) Train in the basic fundanental s
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[ 1] Enphasi ze canoufl age; cover and conceal nent;
hel o operations; novenent; preparation of battle positions;
accuracy, control, and distribution of fire; use of supporting
arnms; |and navigation; conmunicating with and w thout radios;
noi se and |light discipline; and other basic skills. All are
essential elenments the conbat | eader nust teach Marines so they
can survive on the battlefield.

[2] Unit |eaders nmust learn the skills and
techni ques t hensel ves before they can teach them and |earn how
to train to develop themin their Marines.

[3] Training should enphasize the attack. W
don't win by defending. Defense is sonmething that is only
acconpl i shed when we are preparing to continue the attack. Even
when def endi ng, aggressive patrol actions should take the fight
to the eneny, and famliarize himwth what he can expect if he
elects to attack. Instinctively think of forward novenent and
instill a desire to close with and destroy the eneny. Concentrate
on day and ni ght offensive operations.

(c) Training should devel op an aggressive spirit and
confidence in the fighting ability of the individual and the
unit. Enphasize close conbat training. A Marine should be an
expert in unarnmed conbat and be able to skillfully fight with the
kni fe and bayonet. These skill areas require extensive training
to master requisite speed and technique for effective use, but it
is wrth it and Marines thrive on it. Hand-to-hand conbat
trai ning, bayonet training, unit events such as bear pits, push
ball, or other physical teamoriented efforts devel op confidence
and aggressive spirit.

(d) Cross training is essential. Al Mrines nust
not only be able to performtheir individual jobs, they nust know
how to keep the unit operating at peak efficiency. This neans
knowi ng one another's job and being able to keep the essenti al
equi pnent / weapons operati ng when conbat power is crucial. Cross
training is a key elenent for maintaining cohesi on when taking
casualties. Al Mrines nust understand instinctively that their
first responsibility in conbat is to join their force to others;
the unit nust prevail. Only through effective control of unit
firepower can conbat success be attained. Cross training wll
al so develop a depth of |eadership ability that wll allow for
the continued effectiveness of the unit if any | eader becones a
casualty. Train all your Marines to be ready and able to take
charge and nmake decisions if their |eader is hit!
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(e) Train under adverse conditions. Conbat will test
your ability to endure hardship. Marines nust be conditioned to
withstand the effects of weather. Recall the experience of
Captain Barrow in Korea. Extrene weather conditions offer a
di stinct advantage to the side best prepared to continue fighting
am dst such hardships. Training in adverse weather will build
confidence in your Marines' ability to care for weapons,
equi pnrent, and thensel ves. Renenber, nerely enduring is not
enough; they nmust be able to use adverse conditions to their
advantage to fight.

(f) Drill. Drill is the beginning of the process
that turns an uncoordi nated group of individuals into a tight
mlitary unit. Drill produces a habit of pronpt obedience to
orders and instills pride, a sense of unity, and discipline. The
habit of responsiveness that is devel oped through drill will help
carry the unit through the terrifying noments when the shock of
eneny fire is first felt.

(6) WHAT SHOULD WE DO DURI NG COVBAT TO MEET THESE
CHALLENGES?

(a) Ask the group to provide exanples fromtheir
experiences. Sone additional questions include:

[1] How did seniors aid then?
[2] How did seniors inpede thenf?

[ 3] Consider the situation in places |like
Somal i a; what types of challenges do | eaders face?

[4] How can we assist our Marines in
under standing and dealing with an often hostile press and
popul ati on back hone?

(b) Appendi x A addresses the inportance of:

[ 1] Keeping the troops and seniors infornmed to
prevent runors and uncertainty.

[ 2] Denonstrating personal and courageous
| eadershi p by exanpl e.

[ 3] Providing "purposeful actions" to keep troops
busy and active as an "...antidote to the poison of fear.
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(c) I'n Appendix C, Marshall wote of the great
i nportance and i npact of a | eader's personal courage and
| eadership on the battlefield. He stated:

"There is one radical difference between training and conbat
conditions... In conbat sonething newis added. Even if they
have previously | ooked on himas a father and believed absolutely
that being with himwas their best assurance of successful
survival. Should he then devel op a dugout habit, show hinself as
fearful and too careful of his own safety.... On the field there
IS no substitute for courage, no other bonding influence toward
unity of action. Troops will excuse al nbost any stupidity;
excessive timdity is sinply unforgivable."

(d) There are other exanples that address this in
Chapter | of Von Schell's Battle Leadership.

(e) Sonme other actions a | eader can take are:

[ 1] Ensure proper rest, food, etc. (when
possi bl e) .

[2] Keep a close watch on subordinates for any
telltale signs of excessive stress and ensure they do the sane
for their Marines.

[ 3] Ensure the nai ntenance of standards (of
di sci pli ne, hygi ene, maintenance, etc.)

[4] Ensure replacenents are properly integrated,
assimlated, and trained. Von Schell addresses this in Chapter
|V of Battle Leadership.

(7) WHAT ARE SOVE | MPORTANT CONSI DERATI ONS VWHEN
| NTEGRATI NG OR ASSI M LATI NG UNTRI ED MARI NES | NTO YOUR
ORGANI ZATI ON?

(a) Considerations include:

[1] Explaining to themthe unit's m ssion and
what the unit has acconplished recently and any future pl ans.

[2] Personally talking with each Mari ne.

[ 3] Placing inexperienced Marines with an
experienced i ndividual .

[4] Stressing personal discipline.
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[5] Tinme permtting, training under difficult
condi ti ons.

[ 6] Keeping troops inforned.

[7] Time permtting, allow troops to slowy
becone acclimtized to: their unit, their |eaders, the
envi ronment and the general situation. Exhausted and confused
Marines are a liability.

(8) HOW CAN THE PROPER | NTEGRATI ON OF GREEN TROOPS
| NFLUENCE MORALE AND M SSI ON PERFORVANCE?

(a) Von Schell states:
[ 1] They quickly gain confidence.

[2] Veterans regard thenselves as instructors to
their young conrades; they feel responsible for them It
contributes to unit cohesion, esprit and norale.

(Note: Appendix B, "Battle Doctrine for Front Line Leaders" is
not only a guide for proper |eadership in conbat, it also serves
as a guide for conducting proper training. Al though many of

t hose fundanental | eadership principles and rul es based on conbat
experience have been incorporated in this discussion guide, it
woul d be well worth the tinme to give copies to your |eaders and
di scuss each one of these truths of positive conbat | eadership.
Appendi x D, "Conbat Leadership Problens" presents two scenari os
for discussion).

10. SUMVARY

a. Conbat readiness is the responsibility of every | eader.
The key to achieving conbat readiness is in properly training
your Marines. Al nmenbers of the unit nust know their jobs. They
nmust understand the role and function of the unit and be able to
keep the unit operating when it conmes under fire. This requires
effective | eadership before, during, and after conbat. Effective
| eadershi p includes high standards of discipline, proficiency,
nmoral e, and esprit de corps that will enable a unit to
effectively deal with the shock of conbat. Effective |eadership
provides training that acconplishes the foll ow ng:

(1) Prepares individual Marine for the stress of conbat
(for the nonment they hear an angry bullet crack by their head and
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realize for the first time that sonebody actually intends to kil
t hem

(2) Builds confidence in individual Mrines, their
| eaders and the ability of the unit to succeed.

(3) Builds self-discipline.
(4) Devel ops unit cohesion and fighting power.

(5) Instills an aggressive, unconquerable spirit, and
determ nation to succeed in conbat.

(6) Individual Marines nust be fit, reliable, tough,
capabl e of effectively using weapons, and able to fight, survive,
and win on a lethal, and confusing battlefield. It is the basic
soldiering skills that will enable us to succeed, and we nust not
forget it.

(7) The forrmula for positive conbat | eadership which we
have di scussed applies to all |leaders, at all tinmes, regardless
of rank, specialty or duty assignnent. W are all potenti al
conbat | eaders. Failure to follow these basic |eadership
techni ques can cost the lives of those dependent upon our
| eadership, and spell the difference between defeat and victory.

(8) Success in conmbat depends upon effective | eadership
that can keep the unit cohesive, disciplined, and capabl e of
destroying the eneny. Marine |eaders today has the heavy
responsibility to ensure their units are as strong and as ready
for conbat as our |egacy has proven to be in the past.

b. The following is a description of the Marines who | anded
to fight in Korea:

"And these nen wal ked with a certain confidence and swagger
They were only young nmen |i ke those about themin Korea, but they
were conscious of a standard to live up to, because they had good
training, and it had been inpressed upon themthat they were
United States Marines.

Except in holy wars, or in defense of their native soil, nen
fight well only because of pride and training pride in
t hensel ves and their service, enough training to absorb the real
bl ows of war and to know what to do. Few nen, of any breed,
really prefer to kill or be killed. These Marines had pride in
their service, which had been carefully instilled in them and
they had pride in thensel ves, because each nman had nade the grade
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in a hard occupation. They would not lightly let their conrades
down. And they had discipline, which in essence is the ability
not to question orders but to carry themout as intelligently as
possi bl e.

Mari ne human material was not one bit better than that of the
human society fromwhich it came. But it had been hamrered into
formin a different forge, hardened with a different fire. The
Marines were the closest thing to | egions the nation had. They
woul d follow their colors fromthe shores of honme to the seacoast
of Bohem a, and fight well either place."

This Kind of War, T. R Fehrenback.

c. The books that record the Corps' history rarely outline
the grand political strategy of theater tactics, but record the
bl oody details of Marines in conbat. Mrines who were wounded or
killed trying to save a buddy, Marines who charged a position
singl e handedly, Marines who despite the odds, terrain, or
possi bl e outcone, led, followed, and were successful. The
responsibility for the preparation of future conbat veterans is
an awesone noral responsibility. Wnning teans do not just
happen; they are created by hard work and | ots of |eadershinp.

11. Appendi ces:

Appendi x A: Determnation in Battle by MajGen T.S. Hart
Appendi x B: Battle Doctrine for Front Line Leaders for 3d

Mari ne Division

Appendi x C. Conbat Leadership by S.L.A Marshal

Appendi x D.  Anericans in Conbat excerpt from The Arned

Forces O ficer
Appendi x E: Legacy of Esprit and Leadershi p by My Gen John
A. Lejeune
Appendi x F: Peleliu - Recollections of a PFC by E.B. Sl edge
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Appendix A

Determination | n Battle

by Magor General T. S. Hart

This article is based on a presentation
made by General Heart before a Royal
Armoured Corps Conference in late 1978.
Although a part of it is directed toward the
British Regimental System, General Hart has
many things to say regarding morale and
conduct in battle that are pertinent to soldiers
of all ranks, whatever their Army. ARMOR is
pleased to pass along his remarksto its
readersworldwide. ED.

For a short time we are to put aside
tactical doctrines, the requirement for a new
main battle tank, restructuring, electronic
warfare, and all the other familiar subjects
which normally dominate Arms and Services
Directors Conferences.

Asachange, | have been asked to talk
about the soldier and his determination in
battle. Because however good the equipment,
however complete the staff work and planning,
unless the soldier actually fights, defeat is
inevitable. Eventsin Southeast Asia and the
Middle East in the mid-seventies have certainly
shown that the time-honored quotation, “ It is
not the number of soldiers, but their will to
win, which decides battles,” istill very valid.

| first researched this presentation in
1974, but | have changed but little from my
origina script. Thisis not due to idleness but
the realization that with the possible reduction
in the warning time of Warsaw Pact aggression
we all may be required to react as quickly as
the 3rd Airportable Division was expected to
react in the old days.

Anyway, the principlesinvolved in
determination in battle are the same for troops

based either in Tidworth or Fallingboestol,
Hohne or Colchester.

Now all of us at various timesin our
careers have attended lectures on morale and
leadership. In many cases the lecturer has been
of the standing of Field Marshals Slim, Wavell,
or Harding: commanders with quite unique
experiences of leading soldiersin major battles.
It would be tactically unsound for a Director of
Medica Services (DMY) to take on such
company. | intend, therefore, to look at the
problem in adightly different and more
academic way - and yet frequently refer to
history to bring my academic kite flying back to
earth.

| will also quote from a variety of
commanders throughout history who, athough
they knew nothing of the modern fields of
behaviora psychology, knew instinctively what
stimulated their soldiers to deeds of valour.

Fear and Courage

When discussing human behaviour, we
are immediately on uncertain ground. There
are many varying views, especially among
experts. Therefore, when discussing courage,
determination in battle, or morale - call it what
you will - we have to accept some basic
assumptions.

First, man is by nature an aggressive
anima and unlike other animals, who merely
seek to dominate, man is prepared to kill.

Next, although society is constantly
changing, aggression isinnate in man and has
varied little, if at al, in recent centuries.

In our present culture, to display
courage is still considered to be major, if not
the mgor, virtue of the male- and deep down
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nearly al men, if honest, would wish to succeed
asawarrior, if given the chance. Field Marshal
Slim summed it up well when he said:

“1 do not believe that there is any man
who would not rather be called brave than
have any other virtue attributed to him.”

What then is the problem? Here we
have an animal that is aggressive. It will kill
and, in the main, till holds courage in battle to
be avirtue. Unfortunately in human behaviour
nothing is quite so smple.

Considering the problem in purely
physical terms, when faced with danger the
body responds by certain physiological
changes, The number of blood cells increases,
the time blood takes to clot is reduced, more
sugar is distributed to the muscles and many
other changes take place so that physicaly heis
ready to launch into the attack. Thereis,
however, a snag: fighting may lead to a
valuable victory, but it may also involve serious
damage to the victor. The enemy invariably
provokes fear as well as aggression.
Aggression drives man on: fear holds him back.
Those physical changes | have aready
described, increase in number of blood cells,
etc., not only prepare the body to fight -but
also for flight. In other words al that blood
sugar can either be burned in combat or by
taking off at high speed in the opposite
direction. Physically, the body doesn't care
which: it is mentally that the final decision is
made whether to stand and fight or cut and run.
Moran, in his classic book the Anatomy of
Courage, defines courage as follows:

“Itisamoral quality, it is not a chance
gift of nature like an aptitude for games. Itis
a cold choice between two alternatives, it is the
fixed resolve not to quit, and act of
renunciation which must be made not once but
many times by the power of will. Courageis
will power.”

| would like to spend alittle time
examining those factors which either stimulate
courage or erode it- for it must be accepted
that al men have some degree of courage.
Many things support or sap the will of the
soldier and their importance in many cases
varies as society changes. However, some
factors are basic and remain constant.

Let us take the bad news first.

The major stress that can erode and
destroy a man's courage and lead to mental
breakdown is fear.

The emotion of fear is, of course, a
perfectly natural, and defensive, reaction to
amy circumstances which threaten to endanger
the safety of the individual. No man relishes
the thought of wounding, or death.

In battle, fear variesin direct proportion
to the real or imagined danger from the enemy.
The great majority of soldiers overcome fear,
as they have done throughout their lives, by an
effort of will and by support from others.
Certain situations, however, stimulate or
magnify fear and therefore increase the chance
of mental breakdown. The order of priority
being the a matter of personal choice. | would
put the following factors on my list.

The Unexpected. Soldiers going into
battle have received training and have been
given certain information. They have, in the
main, mentally adjusted to a certain course of
events and most are prepared to meet what
comes. If they are presented with a situation
for which their training has been inadequate or
which is completely unexpected, then the will
that controls fear sags and crumbles. | am sure
that thisis the basis for the success of either
tactical surprise in battle or the introduction of
the unexpected onto the battlefield. Examples
abound in history from Hannibal's elephants to
the use of poison gas and blitzkrieg.
Clausaewitz summed it up when he said:
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"It is of first importance that the
soldier high or low should not have to

encounter in war things which seen for the first

time, set hisin terror or perplexity.”

The Unknown. What man has not seen,
he aways expects will be greater than it really
is. The modern soldier faces a battery or the

most fearful weapons. Unless heiswell trained

and fully conversant with what isto be
expected, then he will be anxious-and
apprehension isfear in itsinfancy.

In the words of Thomas Hardy: "More
life may trickle out of a man through thoughts
than through a gaping wound."

| would add that this fear of the
unknown is the most marked when the soldier
isisolated, or at night.

Fear of Failure. Nearly dl men have
doubts as to how they will behave in battle. In
some, this fear that they will fail and let down
their comradesis avery rea form of stress.
And yet, perversely, in many the fear of failing
and letting down the group can stimulate men
to great deeds of heroism. Thereisan old
German proverb, which is apt.

" Some have been thought brave
because they were afraid to run away."

It depends on the man's background and

the degree of his attachment to this group.

The Noise and Sght of Battle. Battles
can be, and with the Soviet present penchant
for artillery we can certainly expect them to
continue to be, very noisy affairs, The sheer
battering of the soldier by noise can destroy his
will. The sights to be seen on the battlefield
can aso be unnerving. Widespread
destruction, in many cases, does not seem to
affect the soldier as much as the loss of one of
his immediate group.

Fear of Killing. Although we have at
the onset accepted that man will kill: some,
quite reasonably, because of their upbringing

and teaching, are averse to taking a human life.
This can in some cases cause areal and deep
mental conflict. But in most, the excitement of
battle, support from his comrades and finally,
kill or be killed, resultsin most men
overcoming this fear.

Exhaustion-Mental and Physical. You
are all aware of Moran's description of courage
and his view that men have only a certain
amount of courage in the bank. He goes on:

"The call on the bank of courage may
only be the daily drain or it might be a sudden
draught which threatens to close the account.”

There is no doubt that troops, however
well-led, can only take the stress of battle for
so long-then they break. Any commander, at
any level, who tries to overdraw the account is
courting disaster.

So far we have tended to separate the
mental and physical. Thisis,of course, and
artificia divison-the menta and physicd
constantly interact. Therefore, physical fatigue,
hunger disease, thirst and, above al, the stress
of adverse climatic conditions, can reduce the
physical state of the soldier to such an extent
that hiswill to fight is broken. Taking climate
as an example, one only has to consider the
effect of cold on most of Sir John Moore's
troops in the Corrunna campaign- or even
Napoleon'sarmy in Russia. One writer
described Napoleon's retreat:

"The cold was the abominable thing:
the dreadful enemy against which man could
not fight and which destroyed them. The cold
first struck on the night of November 5-6 and
with that blow the dissolution of the grand

army began."

And yet, exactly 130 years later, Van
Paulus's Sixth Army fought at Stalingrad,
poorly equipped for the climate, until early
February. During the same winter Von
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Manstein's army fought one of the best cavary
and armoured delaying battles of al timein the
Don and Donitz basins.

Redlly delving into the past - | doubt if
there has been a more disease ridden army than
the "British Army" that fought at Agincourt.
Many could hardly stand and yet they totally
defeated the heavy armoured box of their day.
Why?

| think it is now time to leave those
factors which sometimes cause armies and
soldiersto give way to fear and despair. We
will now look at what stimulates and maintains
courage and enables the soldier to overcome
adversity and his quite natural fear.

Again, there are a number of factors,
some of which are constant and some which
vary, as society varies. For examplein
Cromwell's New Model Army, amajor force
was religion. John Baynesin his excellent
book, Morale, when examining the 2nd
Scottish Rifles who fought so well at Neuve
Chapelle, found that religion influenced only 50
percent of the officers and 10 percent of the
soldiers. | am pretty certain it isalower figure
today, and yet psychologists will tell you that:

"those with deep religious convictions
have a bulwark against loneliness, terror,
fantasies conjured up by the unconscious and
the unleashing of deep-seated conflicts."

Just what we need in the soldier in
battle. But the same psychol ogists admit that
such people form a minority in our
conflict-ridden society. So, much as we might
like to, we cannot count on religion to aid more
than afew.

Let us consider patriotism. Moran
describes his generation, as follows:

"We went into the enterprise, the high
adventure of 1914, with hearts singing."

Baynes, talking of a Scottish unit-and
therefore more dour and down-to-earth folk-
found that patriotism was certainly an influence
on the behaviour of the 2nd Scottish Rifles; but
that it was not comparable in importance with
other factors. Certainly in our present society
patriotism is not a dominant force. What do
we have left? | think we have the same basic
factors that we have always had - the strength
of the well integrated group and the individual
soldier's identification with that group,
leadership, discipline, and success.

The first choice-the strength of the well
integrated group- may surprise you. But |
believe it isthe mgor force in the stimulation of
courage and maintenance of good morale.

The Well Integrated Group and Group
| dentification.

The fundamental patterns of behaviour
laid down by hunting apes millions of years ago
still shine through al the affairs of modern man.
We did not evolveto live in huge
conglomerations of tens of thousands of
individuals. Our basic behaviour is designed to
operate in the hunting group or as part of a
tribe limited to hundreds-not thousands- of
members. Loyalty to, and dependence on, the
hunting group-and subsequently the tribe- are
expressed in military society as loyalty to the
platoon, the company, and lastly, the regiment.

Thisform of loyalty and dependence
goes way back to the very roots of man.
Baynes, in his very deep anaysis of the
ingredients that make up the quite
unquenchable courage of 2nd Scottish Rifles at
Neuve Chapelle, puts regimental loyalty- in my
view quite rightly- at the top of thelist. |
believe many in the army have forgotten the
cohesive power of this loyalty-but we will
consider that later.

Leadership. Everyone has their own
definition of leadership. While researching this
presentation, | studied dozens of definitions-
but the one that really comes alive for meis
that by Correlli Barnet:

21-51



"Leadership is a psychological force
that has nothing to do with morals or good
character or even intelligence: nothing to do
with ideals or idealism. It isa matter of
relative will powers, a basic connection
between one animal and the rest of the herd.
Leadership is a process by which a single aim
and unified action are imparted to the herd.
Not surprisingly it is most in evidence in time
or circumstances of danger or challenge.
Leadership is not imposed like authority. Itis
actually welcomed and wanted by the led."

That in my view, iswhat leadership is
al about. But how do you select such leaders?
In the primitive hunting group leaders were
accepted only after the most ruthless selection
process. Isour selection adequate? This, we
will consider later.

Discipline. The question of discipline
has been the subject of considerable debate in a
modern army plagued by difficultiesin
recruiting from a society which has rejected
many previoudly accepted forms of discipline.
While agreeing with al that has been written
about discipline from within and self-contral, |
still believe that discipline of the more
traditional kind is extremely effective in battle.
De Gaulle summed it up well:

"Although soldiers carry within
themselves a thousand and one seeds of
diversity, men in their hearts can no more do
without being controlled that they can live
without food or drink. Disciplineisthusthe
basic constituent of all armies, but its form
must be shaped by the conditions and moral
climate of our times."

Success. Obvioudy successis afactor
of great importance: the modern soldier no
linger accepts hislot stoically. He expects
things to go well.

| include under this heading not only
success in battle-but success from the point of
view of things happening as planned. In other
words good administration.

Although important, | would not rank
success in battle alongside my first three factors
because history has countless examples of
well-led troops who pressed on through defeat
after defeat.

An Example From History

The chances, in the next conflict, of a
"phony war" period in which units can shake
down are extremely unlikely.

| have therefore examined modern
history to find a battle - preferably aworst
case- which is comparable to one that the Army
may be asked to fight. Having found such a
battle, | examined what were the factors that,
from the morale point of view, made the battle
asuccess or failure.

The battle I picked was the defense of
Calaisin May 1940 by the 30th Brigade. The
brigade, when committed to Calais, comprised
Queen Victorias Rifles (TA); 2nd Battalion,
60th Rifles; 1st Battalion, The Rifles Brigade;
and 3rd Royal Tank Regiment.

Their mission was to defend Caais and
thereby assist the withdrawal of the British
Expeditionary Force (BEF).

The enemy units were the 1st Panzer
Division, at the onset, followed by the 10th
Panzer Division from Guderian's 19th
Corps-supported by massed artillery and up to
100 Stukas.

Battalions were moved at literally afew
hours notice from East Anglia and Southern
England to Calais, and in a matter of hours
went into action.

They left most of their transport and
much of their ammunition in the United
Kingdom. The staff work of their move was a
shambles. Asthey arrived in Calals, base
troops and wounded were being evacuated and
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dead were laid out on the quay. They had no
artillery support even though the Royal Navy
did their best with destroyers. The town was
full of refugees and fifth columnists and the
cellars held thousands of French and Belgian
soldiers who had enough.

The front they had to defend stretched
for 6 miles. The weather was extremely hot
and soon after battle was joined the water
supply was virtually destroyed.

Both battalions had trained for mobile
operations as part of the 1st Division, but then
were committed with no retraining to street
fighting.

The noise from massed artillery, tanks,
and Stukas must have been unbearable.

Totop it all, for 2 days the troops were
led to expect that they would be evacuated by
sea when the positions became untenable.
Then they were asked to defend to the last. (I
did say | looked for the worst case).

Thisrather doleful tale contains every
one of my adverse factors. The unexpected;
the unknown; fear; exhaustion; noise of battle;

and unpleasant sights. All weretherein
abundance.

If you had commissioned a psychiatrist
to put together a situation for the complete
demoralization of troops, | doubt if he could
have improved on this situation.

But far from being demoralized, they
stood and fought for 4 days. And accounts
from the 10th Panzer war diaries show that at
times they fought markedly superior German
forces to a standstill.

On the very last morning, the 26th of
May, 1st Battalion, The Rifle Brigade was
down to 14 officers and 290 men. One
company was reduced from 150 to 30 or al
ranks, The 60th was probably worse off.

And yet Heinz Guderian questioned the
Commander, 10th Panzer, as to whether or not
he should stop the attack and ask for more air
strikes- such was the resistance.

When analyzing the accountsin The
Rifle Brigade 1935-1945, by Hastings, and
especidly in Airey Neave's book on the battle,
the following of our positive factors come out
time and time again:

Most of the personnel-officers and men-
of the Regular battalions had been together for
years. Even the Reservists that joined the
battalions were 7-year men, who dlipped back
into the family with ease.

Pride in the regiment was enormous.

Leadership, from Brigadier Nicholson
down, was of avery high order-one company
commander, wounded on three separate
occasions, refused to leave his company.

Thanks to Brigadier immy Glover |
found one more source, Mgor General Tom
Action, who was Adjutant to 1st Battalion, The
Rifle Brigade, in Caais.

He confirmed the shambles and many of
the facts in Neave's account-but he said two
things which | consider to be of tremendous
value.

Having listened to his account of how
everything went wrong | asked him the direct
question, "Why did they fight so well?"

After quite a pause he said,

"The Regiment had always fought well,
and we were with our friends."

Just smply that.
When asked what, apart from the
obvious upset the men, he said,

"The breakdown of the normal
organization and break up of previousy
cohesive groups upset the men and had an
adver se effect on morale.”

| will end on this account with two
quotations from Airey Neave:
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"It may be fashionable today to sneer
at regimental loyalty, but Calais could not
have been held long with out it."

"So strong were regimental feeling that
some wounded had to be taken out of POW
columns by the Germans for treatment- even
when they had been on the march for days."

What Can Commanders Do In Peace?

| think from the factors | have given
you, and the account of Caais, you will have
worked out what | am going to suggest. | have
plugged time and time again the strength of the
well-trained, well-knit group. At the beginning
of thislecture | said, "The great majority of
soldiers overcome fear, as they have done
throughout their lives, by an effort of will and
by support from others." This support is
provided by the group and their leaders. But
the group is only effectiveif it has been
together for some time. The cohesive bonds
having formed, and identification with the
group and tribe having fully developed.

In the case of leaders, trust takes time
to develop unless the leader has that instant
magnetism that is found only in onein amillion
men.

May | quote from Regulations for the
Rifle Corps, prepared in 1800, by Sir John
Moore who is considered by many the greatest
trainer of soldiersthe British Army has ever
had.

"Having formed his company he (the
captain) will then arrange comrades. Every
corporal, private, and bugler will select a
comrade of the rank differing from his own,
i.e. front rank and rear rank, and is never to
change him without the permission of his
captain. Comrades are always to have the
same berth in quarters and that they may be as
little separated as possible in either barracks
or thefield, will join the same file on parade,
and go on the same duties with arms.”

Commanders must therefore resist
turbulence in their units. Every effort must be
made to keep companies, platoons, and
sections together for lengthy periods so that the
bonds so necessary in war can be forged in
peace. It is horrifying, when one examines
recent operations, to see how the ad hoc unit
has become normal practice. In war such an
organization is a potential mob. When we
either hamper the buildup of company and
regimental loyalty, or deliberately break it
down, we throw away one of our few major
assets.

| next turn to leadership.

Earlier, | mentioned how the hunting
group threw up its leaders after a ruthless
selection within the group.

We have a different system. Some of
our leaders, often raised in a society with
different values, pick the next crop of young
leaders.

Further selection takes place at
Sandhurst and then in the regiment where the
new young leader isimposed on his group.
(Remember leadership is welcomed by the
group, not imposed).

In the pre-1914 Army and, to adlightly
less extent the Pre-1939 Army, young officers
spent years with the regiments and the
weeding-out process was quite severe. The
soldiers themselves, to some extent, played a
part in selection. Officers spent many yearsin
close contact with their men and the grapevine
soon made clear the views of NCOs and men.

Nowadays young officers spend less
time with their regiments and lesstime in close
contact with their men.

Commanders must make every effort to
halt and, if possible, reverse this trend.

While considering selection, you may
ask why we cannot pick out those men who
will break in battle and become psychiatric
causalities. If possible, now isthetimeto
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discover them and weed them out-not as that
armoured box motors past.

Lord Moran in his book, mainly written
as aresult of his experiences as a Regimenta
Medical Officer in World War |, strongly
advocated such a procedure. In World War 11
attempt were made to initiate selection
procedures. Despite these efforts, in the
campaign in North West Europe alone, the
British Army had over 13,000 psychiatric
casualties.

The United States, in World Il had
overal 1.5 million psychiatric casuaties
admitted to hospitals, with nearly 0.5 million
being invalidated.

Obvioudy the system was not a roaring
success.

The Modern view is that preservice
selection is notorioudly unreliable and it can be
expected to eliminate only the more obvioudy
unintelligent, unstable, or mentally disordered.

It is more practical to eliminate the
vulnerable in the basis of their performance
during service and men who do not have the
necessary fibre to make soldiers must be gotten
rid of by administrative means.

| realise that there are great pressures to
keep up the numbers, but the retention of the
grossly inadequate is akin to retaining a Trojan
horse in a unit.

The importance of the power of the
group and leadership have been stressed. But
it would be unwise to depend on these two
morale factors aone. In the battle we may
have to fight, we must take into account every
means of encouraging determination in battle.

Earlier we considered the adverse effect
of the unknown. Our soldiers are being asked
to act aggressively against a quite alarming
enemy-namely alarge concentration of Russian
armour. Even Isragli troops on the Golan
Heights- troops with battle experience, found
the sight unnerving.

How many of our infantry soldiers have
worked with tanks? How many are convinced

that their weapons will destroy enemy armour?
How many of our infantry soldiers are aware
how vulnerable the tank is to attack at very
close range by determined troops -especialy in
close country?

Obvioudly | do not know the answers.
All' | can say isthat if all our troops have this
experience and knowledge, there is one less
factor to cause them fear and despair.

If only afew of our troops are so
trained- we may have ourselves a problem.

Soldiers should be given every
opportunity to gain experience of what we
expect of them on the battlefield.

To keep a soldier away from what war
isredly like until he finds out for himsdlf isas
reasonable as keeping a medical student away
from disease.

Physical Fitness

In virtually every account of battle the
exhausting effects of even short bursts of
fighting is stressed. Only the redly physicaly fit
soldier will be able to combat such fatigue.

How long the overweight soldier, or the
man who cannot meet standards of physical
efficiency, will survive is a matter for
conjecture. |1 am not convinced it will be for
very long.

Remember the reply of the Delphian
Oracle when asked what Sparta had most to
fear? Oneword, luxury.

Success

| included administration in my initial
consideration of success. Repeatedly in military
history-it was certainly so at Calais-the well
administered unit is seen to overcome outside
confusion and pressure.

Soldiers gain tremendous
encouragement from the knowledge that,
whereas the whol e thing might appear to be a
shambles, their unit moved well and was fed,
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etc. Obvioudy such administrative skill is built
up in peacetime.

What Can Commanders Do In War?

Obvioudy the factors | have already
mentioned in peace are equally applicablein
war. There are, however, two subjects | would
like to discuss. information and psychiatric
casualties.

Information. We have aready
discussed how one aspect of the power of the
unknown undermines the soldier'swill. There
is one other; namely lack of information. Lack
of knowledge as to what is happening both to
our own troops and the enemy can lead to
rumor and uncertainty.

We will be putting troops into aforeign
country in the midst of chaos. There will be
refugees on the roads and possibly retreating
troops from other formations. Rumor can
hardly fail to spread like a plague in such a
situation. The only antidote is
accurate-information. While security places
certain limitations on the amount of information
that can be given, whenever possible the soldier
must be kept in the picture.

Psychiatric Casualties

Despite al our efforts, when stress
becomes too much, or the soldier has been
under stress for too long, the will breaks and
the soldier suffers psychiatric breakdown. This
breakdown can present in many forms:

Panic states which resultsin headlong
flight.

Acute depression where the patient sits
mute and motionless.

Acute anxiety with extreme restlessness
and agitation.

Exhaustion states where troops show
abnormal fatigue.

Hysterical reactions, including
hysterical blindness, paralys's, etc.

A word of caution. It isto be expected
that in battle everybody will be keyed up. Men
can well sweat, have tremors, and be short
tempered without being on their way to a
psychiatrist. However, commanders at all
levels must watch for the first signs of defeat in
asoldier and come to the man's rescue.
Leaders, officers or NCOs, who have been with
their men for some time and know them well
will quickly recognize the first signs. Itisat
this stage that ajoke, asking the man to carry
out a simple act, the odd word, or even a hand
on the shoulder, will give him the support he
needs.

How many times have we read in
descriptions of a battle that, just before the
action started, in that terrible short period of
inactivity when the will begins to ebb away,
"The leader moved amongst his men." This
sort of situation isthe test of real leadership. If
aman is causing concern to aleader, asking
that man to accompany his as he moves about
often gives their soldier the support he needs.

There is not doubt that inactivity at a
time of tension breeds fear and that the best
antidote to the poison of fear is purposeful
actions.

Once action begins, obviously the most
steadying act by the soldier isto fire his
weagpon. This may seem a blinding glimpse of
the obvious, but Brigadier General (then
Colonel ) SL.A. Marshall, United States Army,
carried out a survey involving several hundreds
of U.S. Army infantry companiesin World War
I1. Hefound that only some 15 to 20 percent
of rifle company personnel actually fired upon
the enemy or exhibited appropriate aggressive
activity during battle. This negative attitude by
some members of the group will present the
leader with his greatest challenge. He must
realize it may happen and be prepared for it.

So far, the whole of this has been
geared to the prevention of psychiatric battle
casualties. What do we do when, despite all
efforts, some of our men really start to break?
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Men in early stages of psychiatric
breakdown are highly suggestible and can still
be retrieved, especialy by a positive approach
by aleader the man trusts and respects. |
would suggest that there are three possible
courses of action.

If it isstill possible to communicate
with the man, attempts should still be made to
stir him into action by carrying message,
helping a comrade, etc. This activity could be
carried out at a company aid post or company
headquarters level.

If the man isincapable of such actin,
rest, eep, food, etc. actualy in the company
aid post can often work wonders.

Lastly, there isthe psychiatric casualty
who, either by his position in the company
hierarchy, by his symptomsis causing unrest
amongst the others, or by the very seriousness
of his symptoms cannot be treated within the
company and therefore has to be evacuated.

Even in the case of thelast group |
would suggest nearly al could, and should, be
treated at the regimental level.

Thereisonefina point | would like to
make. A psychiatric casualty, in many cases,
knows he has failed. Censure and mockery
from a respected member of the group will do
him more harm than good. He wants firm but
understanding support. He needs firm direction
and aid from a member of his group or the
leader he respects. He does not need a
shoulder to cry on or, in most cases, certainly
not a psychiatrist.

Conclusion

As aparting shot | would like to make one last
guotation to leave in your minds the vital part
the well integrated group plays in defending the
soldier against psychiatric breakdown in battle:

"We trained hard, but it seemed that
every time we were beginning to form up into
teams we would be reorganized. | wasto learn

later in life that we tend to meet any new
situation by reorganizing. And a wonderful
method it can be for creating the illusion of
progress while producing confusion,
inefficiency, and demoralization."

Petronious Arblter, 210 BC

It seems that man doesn't change much-
neither do the mistakes he makes. If your are
to remember anything from this lecture,
remember General Action's remark, "The
Regiment had always fought well, We were
amongst our friends."

MAJOR GENERAL T.S. HART, MB, MFCM, DPH,
DTM&H, Director of Medical Services United Kingdom
Land Forces, was educated at Dulwich College and trained
in medicine at Guy's Hospital. Commissioned into the
Roya Army Medica Corps (RAMC) in 1951, he was
appointed Regimental Medical Officer, 1st Battallon, Royal
Norflok Regiment and served with the unit in Korea and
Hong Kong, In 1953, he joined the British Army of the
Rhine (BAOR) where he served as Second in Command of
the 14th Field Ambulance Company and later as Deputy
IAssistant Director of Medical Service, 2d Infantry Division.
After attending Staff College Camberley in 1958, he held an
appointment in the Ministry of Defence Army until 1961
when attended the Senior Officers Course of the Royal
IArmy Medical College, being awarded the Montifiore Prize
and Medal in Military Surgery. Following the Senior
Officers Course he attended the London School of Tropical
Medicine. Between 1963 and 1969 he commanded the
British Military Hospital Kluang, Malaya; attended the Joint
Services Staff College Latimer; served as Assistant Director
of Medical Service (ADMS), Eastern Command; and
commanded the Military Hospital Colchester. Following a
tour in the Manning Branch of the RAMC, he attended the
Royal College of Defence Studies and subsequently became
IADMS, 3d Division. In 1975 he was promoted to Brigadier
and served 2 years as Deputy Director of Medical Service
Corps, BAOR. Hejoined Headquarters, United Kingdom
Land Forces as aMajor General in 1978 and became
Director of Medical Services.

Reprinted with perm ssion of ARMOR
Magazi ne. ARMOR may-j une 1980
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APPENDI X B

"BATTLE DOCTRI NE FOR FRONT LI NE LEADERS'

10 Novenber 1981

Oiginally published by the 3d Marine Division for its front
line | eaders, and subsequently distributed Corps-w de as an official
training guide during World War Il by LtGen A A Vandergrift,
Commandant, U.S. Marine Corps, this panmphlet contains in pure form
the fornula for positive conbat |eadership. The essence of its
fundamental s applies both on and off the field of battle to all
| eaders, at all times, regardless of rank, specialty, or duty
assignment. | commend these truths to your careful study. Failure to
follow then can cost your professional creditability in peacetine,
and, in war, the lives of those dependent upon your | eadership.

(Signed) DD M TWOVEY
Maj or Ceneral, U S. Marine Corps
Director, Education Center

FOREWORD

This forceful restatenment of the fundanmental principles of troop
| eader shi p, supplenented by rul es based on conbat experience in the
Sol onon | sl ands Area was prepared by the Third Marine D vision, Fleet
Marine Force. It is worthy of careful study by every Marine who is
or may be charged with the | eadership of other Marines in battle.

(Signed A A VANDERGRI FT

| NTRODUCTI ON
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The seni or conmander of a force plans the battle in its broader
sense and is responsible for ultimte success of failure. However,
once a subordinate unity has been conmitted to action, he nust, for
the time being, limt his activities to providing the necessary
support and insuring the coordination of all conponents. Regardless
of how well conceived the Senior comrander's plan may be, it can be
nullified if his front line platoons are incapable of carrying out
t he m ssion assigned.

The conduct of the front line rests with conpany conmmanders, and
their platoon and squad | eaders. The front line | eader nmust plan and
execute his own battle. He must know his eneny, his own nen, and
nmust aggressively enploy all of his weapons in coordinated fire and
novenent. He nust personally lead his unit to success. The
par anount inportance of front |ine |eadership cannot be
over esti mat ed.

1. The prime factor in successful fighting unit is esprit de
corps. This needs no explanation. It sinply nmeans that no Marine
ever |lets another Marine down. The expression, "A Squad of Marines,"
has for over a hundred years been synonynous w th such other
expressions as "coiled rattl esnake,” "concentrated dynamte,
keg," etc. Its nmeaning has been well -earned.

" powder

2. O alnost equal inportance to a fighting unit is discipline.

This applies to all activities at all tinmes. 1t nust never be
rel axed, particularly during times of hardship, disconfort, or
danger. It spells the difference between a "nob" and a "unit."

Discipline is obtained mainly through diligence of the judicious
daily application of rewards and puni shnments. Justice, consistency,
firmess, and respect are the roots of discipline. Mn like to serve
in awell-disciplined unit. Mb nethods disgust them

3. Be neat in your person; habitually wear your insignia of
rank on all wunifornms and have all your subordi nates do the sane.
Insignia may be dulled or blended just before entering close
conbat - - but not before.

4. Exercise and display absolute loyalty toward a superior,
particularly when he is absent. This is not only norally correct, it
is the only sure footing in any mlitary organization. 1t also
enhances your personal prestige anong your subordinates.

5. Refrain from"blow ng up" under stress or when irritated.
6. Al ways show enthusiasm it is infectious.

7. Never allow yourself to be unduly rushed or stanpeded.
There is usually anple tine for considered judgnment, even during
battle. Dignity and poise are invaluable assets to a | eader.

8. In the field, practice the habit of making daily inspections
(using the "sanple" nethod) and insist on: (1) clean weapons, (2)
presence of arnms, anmunition, ness gear, helnmets and other itens of
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i ndi vi dual equi prent, (3) care of the feet, (4) alertness while on
wat ch. See that rewards and puni shnents are pronptly awarded.

9. At the front, visit all of your nmen frequently - talk to
them - be sure they know what you want themto do at all tines, and
where you can be found.

10. Do not get your unit lost - nothing destroys confidence
qui cker.

11. As a general rule do not call for volunteers to do a
dangerous or distasteful job. Pick out the individuals yourself and
assign themto the job clearly, and in the presence of others.

12. G ve your orders positively and clearly at all tinmes.
Avoi d vagueness.

13. Never allow cruelty, it underm nes the natural courage and
manl i ness of the perpetrator. Be respectful to the dead - even the
eneny dead. Bury the dead quickly.

14. Be pronpt and accurate in making reports. Send back
informati on at | east once each hour during action. The commandi ng
officer can't help you unless he knows your situation.

15. |If anything goes wong, do not be too quick to blanme our
artillery, aviation, engineers, supply services, or any other
organi zati on. They can be depended upon always to do all they can
with the informati on and neans at hand. They, too, have a job which
requi res courage and determ nation, and they are doing their best to
back you up

16. Take active charge of all activities in the front which lie
wi thin your sphere of responsibility.

17. A front-line Marine demands little fromhis |eader, nanely:
(1) a clear conception of what he is expected to do, (2) ammunition,
(3) drinking water, (4) rations, (5) nedical service, and eventually
(6) cigarettes and mail. These itens nust be your continuous
concern.

18. Al ways arrange for the confort of your nen before you do
your own.

19. Maintain your |eadership. Nothing is nore humliating to a
nom nal | eader than to see his nmen naturally turning to a subordinate
for direction in tines of danger.

20. Arrange continuously for your nmen to get as nuch rest as
the situation will allow. Avoid unnecessary harassnents, such as
"standing by." Unless your unit is on the nove or unless you or the
eneny are actually attacking, you can usually arrange for at |east
two-thirds of your nen to steep at night.
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21. Do not tolerate any evidences of self-pity in your nmen. It
makes any difficult situation worse.

22. Keep to yourself alone any concern you may have as to your
general situation, and do not let it be reflected in your countenance
or actions. Renenber that all situations |look critical at tines.

23. Encourage conmon decency - do not tolerate vulgarity or
filthy | anguage in your presence.

24. Insist on carrying out all rules for field sanitation, even
in the front lines.

25. Do not encourage runors - they are usually disturbing -
nost of themare entirely wi thout foundation. Find out for yourself
and be the first to tell your nmen the truth

26. Wn a reputation for noving your outfit pronptly. Depart
and arrive on tine.

27. Be "tine and space" conscious. By practice, know the
average tinme it takes: (1) to issue your orders, (2) to assenble your
unit, (3) to nove it a hundred yards over varied types of terrain,
(4) to deploy it for battle. Al ways have your watch set at the
correct tinme.

28. Keep your nmen informed as to the eneny situation and your
pl ans. Devi se and execute plans for taking prisoners.

29. Ofensive tactics, briefly sunmari zed, may be stated as
follows: Hold the attention of your eneny with a mninumforce, then
qui ckly strike himsuddenly and hard on his flank or rear with every
weapon you have, then rush himwhen his fire slackens. Any plan that
acconplishes this will usually win if it is driven home quickly. Be
slow to change a plan - the reason for the change shoul d be obvi ous.

30. Renenber that support arnms sel dom destroy - they paralyze
temporarily. Take quick advantage of their support before the eneny
"comes to." Act suddenly.

31. In a surprise neeting of small forces, hit the eneny
imediately while he is still startled; don't let himget set, be
persistent, and "keep himrolling."

32. Be prepared always. Anticipate your action in case of an
emergency. Ask yourself what you would do immedi ately in case the
eneny should suddenly appear. |If you have to hesitate in your
answer, you are not sufficiently prepared. Keep thinking, and at al
ti mes be one junp ahead of the imedi ate situation.

33. Never permit nmen to remain inactive under machine gun fire.
G ve orders quickly.
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34. Do not permt the slightest rearward novenent of any
i ndi vidual while under heavy fire, except to get wounded out, or when
openly directed by you. It is usually best to go forward, or dig in
until the fire ceases.

35. Always endeavor to confront your eneny wth superior vol unme
of accurate fire. This may be acconplished at any given point by
means of maneuver and coordination of the fire of all weapons. Use
every weapon you have - they are all especially effective if used
t oget her.

36. A great and successful troop | eader said that there conmes a
point in every close battle when each commander concludes that he is
defeated. The | eader who carries on, w ns.

37. It has been recently observed that an eneny often sl ackens
or ceases his fire right at the tine he appears to be getting the
upper hand. He then sinply crouches in his hole. This neans that he
cannot sustain a fire fight. Stick to your plan and hit hi mharder.

38. Positions are seldom | ost because they have been destroyed,
but al nost invariably because the | eader has decided in his own mnd
that the position cannot be held.

39. Beware of daylight withdrawals. They nmay appear logical in
a classroom but they are al ways dangerous in practice. 1In a tight
spot hold on, at least until nightfall

40. Nothing on this earth is so uplifting to a human being as
victory in battle; nothing so degradi ng as defeat.

41. "Battles are won during the training period."
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APPENDIX C

COMBAT LEADERSHIP

"There is no new thing under the sun." - Ecclesiastes

From his vast experience
acquired during military
service which spanned three
wars, BrigGen S L. A.
Marshall (Ret) has written
and spoken extensively,
passing on his keen personal
observations. Particularly
significant was a paper which
heread, in 1957, at the Social
Psychiatry. Followingisa
condensation of that paper.

Editor.

There isamodern
tendency to believe that
science may find anew and
secret key to the strengthening
of moral forces within military
organization which may have
eluded the most gifted captains
in times past who found the
right way through instinct.

| was at Pork Chop Hill in
1953 to determine how our
troops had behaved. It wasa
tactical review of the meaning,
method, and manner of
leadership under the most
exasperating of field
conditions. The men were
green; the young leaders
hardly knew to character of
their following; and many of
the men, newly arrived

replacements, were total
strangers. Certainly here was
an inviting laboratory. Yet
when the seven weeks work
was concluded, | had found
nothing new under the sun.

More recently, | wasin the
Middle East with the Isragli
Army, in Sinai, studying the
"100-Hour War" of November
1956. Never beforein human
history have troops been
pushed as hard and moved as
concertedly and recklessly to a
dramatic and decisive god in
war. My job wasto get at the
nature of that Army by
examining in detall its
movements, motives and
moral forces under the stress
of battle. But again | found
nothing new under the sun.

Every rule of action, every
precept and example set for
and by leadership, toward the
end that an immediate
following would be stimulated
and the Army asawhole
would respond if inspired,
must have been old at the time
of Gideon.

At the high tide of danger,
leaders invariably went first.
They counseled their men to
audacity by being themselves
audacious. Amid dilemma,
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they resolved three courses by
taking the line of greatest
daring, which they reckoned to
be the line of main chance.
Exercising tight control amid
crisis, they till bubbled with
good humor. Y et one other
command attitude was even
more conspicuous. While
these young men - company,
battalion, or brigade leaders -
demanded an utmost
performance from their troops
and pushed them many times
toward the fringe of
exhaustion, they did not go
beyond it. Right on the
battlefield, with an attack
pending, they would hold
everything to order arest or a
deep if they felt that the
condition of the troops
demanded it. Too often we
tend to an opposite course,
and we waste men and
opportunity because of it.

| have heard many times,
in explanation of the
dynamism of Isradl's Army that
"Of course, these troops are
highly motivated. They are
pioneers. Their land isever in
danger and surrounded by
enemies.” No one would deny
that these are factors which
simplify Isradl's basic training



Situation and enable
Government to make a stern
requirement of the individual.
But for my own part, | regject
the idea that the extraordinary
gpirit of that Army in combat
comes from self-identification
of the individual with the goals
of hisnation when hislifeisin
danger. That is not the nature
of man under battle stress; his
thoughts are aslocal as his
view of the nearest ground
cover, and unless hefeelsa
solidarity with the people
immediately around him and is
carried forward by their
momentum, neither thoughts
about the ideals of his country
nor reflections on his love for
hiswife will keep him from
diving toward the nearest
protection.

When fire sweeps the field,
nothing keeps a man from
running except a sense of
honor, of blunt obligation to
the people right around him,
of fear of failure in their sight,
which might eternally disgrace
him. Generate high motivation
and the spirit of dedication if
you can, but don't
over-evaluate them as the
begin-and-end-all of combat
efficiency. Even an utterly
unselfish patriotism (if there be
such amotivation) will not of
itself make inspired leading or
generate its prerequisite - that
personal magnetism which
produces group unity.

| recall the words of
General Dayan (Israeli Army
Chief of Staff): "A leader

should be moral. He shouldn't
drink heavily, play around
with women, be carelessin his
private affairs, neglect his
work, fail to know his men
intimately asindividuas. And
you may have amora paragon
who observes all the rules and
istill not aleader. Infact, if
heisthat perfect, combat
leading may be the one thing
a which he will certainly fal"
To that, amen!

Thereisnot point in
repeating the platitude
"nothing succeeds like
success." But thereis every
reason to state again and again
the amost disregarded
corollary that within military
organization, faith in ultimate
success is the broad highway
to successitself. | have been
fortunate. Four timesin my
military service | have had the
experience of taking over a
demoralized, rundown unit in
wartime, with the charge that |
would get it up and going
again. Were that to happen to
me afifth time, | would want
nothing better than that, at the
earliest moment, those under
me would get the idea, right or
wrong: "Thisnameis born
under alucky star. He may be
cantankerous, demanding,
hard to live with, and
idiosyncratic. Maybe his sense
of right and wrong wobbles a
bit. But, if we stay with him,
this unit is coming out of the
woods, and | personally will
have afirmer hold on the
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future." Yes, that iswhat |
would like them to say.

In this business of
rebuilding | have never known
any better therapy than to talk
again and again about the
importance of group success
as afoundation for the
personal life while taking
actions which indicated new
direction.

In combat or out of it,
once an organization gets the
conviction that it is moving to
higher ground as some
distinction will come of it, then
al margina problems begin to
contract. Discipline and
standards of courtesy tighten
of themselves, because pride
has been, restored.
Malingering in the form of too
many men on sick call,
AWOLSs, and failure to
maintain proper inspection
standards becomes minimal
through a renewed confidence
and an upgrading of
interpersonal relationships at
lower levels. When the group
gets the feeling of new motion,
it centrifugdly influences
anyone who tries to stand still.
It can even make good
soldiers out of potential bad
actors. | remember adying
boy at the battle of Carentan.
He had been an “eight ball” in
the paratroop company. Just
before death took him, he said,
“tell me at last, Captain, that |
wasn't completely afoul-up”
S0 saying, he expressed the
natural longing in al mankind.



Just as motion and sense
of direction rehabilitates the
unit, so they tonic the leader
by cutting pressure from
higher command. What a
wonderful thing is freedom of
motion and how little you can
get it with someone “riding
your neck!” So | long learned
that when your score sheet
reads no VD, no
courts-martial and no
AWOLSs, out of amistaken
impression up there in heaven
that these things connote
operational efficiency, you can
win the right to be left along,
sans inspection, sans
interference; and what a
blessed state it il

Thereisoneradica
difference between training
and combat conditions. In
training, the commander may
be arbitrary, demanding and a
hard disciplinarian, working
and sweating his troops more
than any company along the
line. But solong as his sense
of fair play in his handling of
his own men becomes evident
to them, and provided they
become aware that what heis
doing is making them efficient
than their competition, and
better prepared for the rigor of
combat, they will approve him
if grudgingly, stay loyal to
him, and even possibly come
to believe in hislucky star.

In combat something new
isadded. Evenif they have
previously looked on him as a

father and believed absolutely
that being with him was their
best assurance of successful
survival, should he then
develop a dugout habit, show
himself as fearful and too
careful of his own safety, he
will lose his hold on them no
less absolutely. | witnessed
these battlefield
transformations in France in
1918. In the wars since then,
al | have observed of our
forces and others has served
but to confirm that first
powerful impression. Inthe
field there is no substitute for
courage, no other bonding
influence toward unity of
action. Troops will excuse
amost any stupidity; excessive
timidity is smply unforgivable.

Being afundamentalist, |
See man as a creature under
daily challenge to proveto
himself, by one means or
another, the quality and
character of his own manhood.
And | am quite sure that in his
working relations with all
other men, asto whether heis
to attain to firm ascendancy
over them in acommon
activity, the hallmark of
acknowledged superiority
finally isthe tested and proven
masculine dementsin his
character. That impliesthe
readiness to accept risk instead
of putting ever uppermost the
quest for security- and of this
we hear too little in our time.
It implies aso a capacity for

completing assigned or chosen
work, without which no man
may truly lead. Around two
such fundamentals may be
developed the aura, the
manner, of leadership. If they
be mission, there is no hope.
All of thisisto befound in
Ecclesiastes, along with the
phrase: “Thereisno new
thing under the sun.”

REPRI NTED W TH

PERM SSI ON OF | NFANTRY MAGAZI NE
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APPENDI X D

(Excerpt fromthe Arned Forces Oficer)

Chapter 26
AMERI CANS | N COVBAT

The command and control of nmen in conbat can be mastered by
the junior |eaders of American forces short of actual experience
under eneny fire.

It is altogether possible for a young officer in battle for
the first time to be in total possession of his faculties and
nmoving by instinct to do the right thing provided he has made the
nost of his training opportunities.

Exercise in the maneuvering of nen is only an elenentary
introduction to this educational process. The basic requirenent
is a continuing study, first of the nature of nen, second of the
techni ques that produce unified action, and | ast, of the history
of past operations, which are covered by an abundant literature.

Provi ded always that this collateral study is sedul ously
carried forward by the individual officer, at |east 90 percent of
all that is given himduring the training period becones
applicable to his personal action and his power to | ead other nen
when under fire.

Each Service has its separate character. The fighting
probl em of each differs in sone neasure fromthose of all others.
In the nature of things, the task of successfully |leading nmen in
battle is partly conditioned by the unique character and m ssion
of each Service.

It would therefore be gratuitous and i ndeed inpossible, to
attenpt to outline a doctrine that would be of general
application, stipulating nethods, techniques, and so forth, that
woul d apply to all Americans in conbat, no matter in what el enment
t hey engaged.

There are, however, a few sinple and fundanenta
propositions to which the Arned Forces subscribe in telling their
of ficers what may be expected of the average man of the United
States under the conditions of battle. Generally speaking, they
have held true of Americans in times past from Lexi ngton on Apri
19, 1775, to the withdrawal of the |ast brigade from Vi et nam
toward the end of 1972. The fighting establishnment builds its
di scipline, training, code of conduct, and public policy around
t hese i deas believing that what served yesterday will also be the
one best way tonorrow, and for so long as our traditions and our
system of freedons survive. These propositions are:
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When led with courage and intelligence, an Arerican will fight
as willingly and as efficiently as any fighter in world history.

Hi s keenness and endurance in war will be in proportion to the
zeal and inspiration of his |eadership.

He is resourceful and inmaginative, and the best results wll
always flow fromencouraging himto use his brain along with his
spirit.

IV

Under conbat conditions, he will reserve his greatest loyalty
for the officer who is nost resourceful in the tactical enploynment of
his forces and nost careful to avoid unnecessary | osses.

\%

He is to a certain extent machi ne-bound because the nature of
our civilization has made himso. |In an energency, he tends to | ook
around for a notor car, a radio, or sone other gadget that wll
facilitate his purpose, instead of thinking about using his nuscle
power toward the given end. In conbat, this is a weakness which
thwarts contact and limts communi cations. Therefore it needs to be
antici pated and guarded agai nst.

Vi

War does not require that the American be brutalized or bullied
in any nmeasure whatever. Hi s need is an alert m nd and a toughened
body. Hate and bl oodlust are not the attributes of a sound training
under the Anerican system To develop clearly a line of duty is
sufficient to point Americans toward the doing of it.
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VI |

Except on a Hollywood lot, there is no such thing as an American
fighter "type." Qur best nmen conme in all colors, shapes and sizes.
They appear from every section of the Nation.

VI

Presupposi ng soundness in their officer |eadership the majority
of Americans in any group or unit can be depended upon to fight
loyally and obediently and will give a good account of thensel ves.

I X

In battle, Americans do not tend to fluctuate between enptiona
extrenes, in conplete dejection one day and in exultation the next,
according to changes in the situation. They continue, on the whole,
on a fairly even keel, when the going is tough and when things are
breaking their way. Even when heavily shocked by battle | osses, they
tend to bound back quickly. Though their griping is incessant, their
natural outlook is on the optimstic side, and they react unfavorably
to the officer who | ooks eternally on the dark side.

X

During battle, American officers are not expected either to
drive their men or to be forever in the van, as if praying to be
shot. So long as they are with their nmen, taking the same chances as
their men, and showng a firmgrasp of the situation and of the Iine
of action that should be followed, the nmen will go forward.

Xl

In any situation of extreme pressure or noral exhaustion,
where the nen cannot otherwi se be rallied and led forward, officers
are expected to do the actual, physical act of |eading, such as
perform ng as first scout or point, even though this neans taking
over what normally ,would be an enlisted man's function.

X1

The normal, gregarious American is not at his best when playing
a | one-handed or tactically isolated part in battle. He is not a
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kam kaze or a one-man torpedo. Consequently, the best tactica
results obtain fromthose dispositions and nethods that |ink the
power of one man to that of another. Men who feel strange with their
unit, having been carelessly received by it and indifferently

handl ed, will rarely, if ever, fight strongly and courageously. But
if treated with common decency and respect, they will performlike
nmen.

X

Wthin our school of mlitary thought, higher authority does not
consider itself infallible. Either in conbat or out, in any
situation where a majority of mlitarily trained Amrericans becone
undutiful, that is sufficient reason for higher authority to resurvey
its own judgnents, disciplines, and Iine of action.

XV

To lie to American forces to cover up a blunder in conbat never
serves any valid purpose. They have a good sense of conbat and an
uncanny instinct for ferreting out the truth when anythi ng goes wong
tactically. They wll excuse m stakes, but they will not forgive
being treated |ike children.

XV

When spit-and-polish are laid on so heavily that they becone
onerous, and the ranks cannot see any |l egitimte connection between
the requirements and the devel opnent of an attitude that will serve a
clear fighting purpose, it is to be questioned that the exactions
serve any good object whatever.

XV

On the other hand, because standards of discipline and courtesy
are designed for the express purpose of furthering control under the
extraordinary frictions and pressures of the battlefield, their
mai nt enance under conbat conditions is as necessary as during
training. Smartness and respect are the marks of mlitary al ertness,
no matter how trying the circunstances. But courtesy starts at the
top in the dealing of any officer with his subordinates, and In his
decent regard for their loyalty, intelligence, and manhood.
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XVI |

Though Anmericans enjoy a relatively bountiful, and even
[ uxurious, standard of living in their hone environnment, they do not
have to be panpered, spoon-fed, and surfeited with every confort and
conveni ence to keep them steadfast and devoted, once war comes. They

are by nature rugged nmen, and in the field will respond nost
perfectly when called upon to play a rugged part. Soft handling wll
soften even the best nmen. But even the weak man will develop a new

vigor and confidence in the face of necessary hardship, if noved by a
| eadership that is courageously nmaking the best of a bad situation.

XV

Extravagance and wasteful ness are sonewhat rooted in the
Anerican character because of our node of life. Wen our nmen enter
mlitary service, there is a strong hol dover of their prodigal
civilian habits. Even under fighting conditions, they tend to be
wast eful of drinking water, food, munitions, and other vital supply.
When such things are nmade too accessible, they tend to throw them
away rather than conserve themin the general interest This is a
di stinct weakness during conbat, when conservation of all supply may
be the touchstone of success. Regulation of supply and prevention of
waste in any formis the prinme obligation of every officer.

XX

Under the conditions of battle, any extra work, exercise,
maneuver, or marching that does not serve a clear and direct
operational purpose is unjustifiable. The suprene object is to keep
men as physically fresh and nentally alert as possible. Tired nmen
take fright and are hal f-whi pped before the battle opens. Wrn-out
officers cannot nmake cl ear decisions. The conservation of nen's
powers, not the exhaustion thereof, is the way of successfu
operati on.

XX

When forces are committed to conbat, it is vital that not one
unnecessary pound be put on any man's back. Lightness of foot is the

key to speed of novenent and the increase of firepower. |In judging
t hese things, every officer's thought should be on the optimstic
side. It is better to take the chance that nmen will manage to get by

on alittle less than to overload them through an overcauti ous
reckoni ng of every possible contingency, thereby destroying their
power to do anything effectively.
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XXI

Even thorough training and | ong practice in weapons handling
will not always insure that a majority of nmen will use their weapons
freely and consistently when engaging the eneny. |In youth they are
taught that the taking of human life is wong. This feeling is
deep-rooted in their enotions. Many of them cannot shake it off when
t he hour comes that their own lives are in danger. They fail to fire
t hough they do not know exactly why. |In war, firing at an eneny
target can be made a habit. Once required to nake the start, because
he is given personal and intelligent direction, any, man will find it
easier to fire the second and third tinme, and soon thereafter his
response will beconme automatic in any tactical situation. Wen
engagi ng the eneny, the nost decisive task of all junior field force
| eaders is to make certain that all men along the line are enpl oying
their weapons, even if this neans spending sone tinme with each man
and directing his fire. Reconnaissance and inspection toward this
end, particularly in the early stages of initial engagenent, are far
nore inportant than the enpl oynent of weapons by junior |eaders
t hemsel ves, since this tends to distract their attention from what
the nmen are doing.

XXl

Unity of action develops fromfullness of information. In
conbat, all ranks have to know what is being done, and why it is
bei ng done, if confusion is to be kept to a mnimum This holds true
in all types of operation, whatever the Service. However, a surfeit
of information clouds the m nd and may sonetinmes depress the spirit.
We can take one exanple. A commander m ght be confronted by a
conpl ex situation, and his solution may conprise a continuing
operation in three distinct phases. It would be advisable that al
hands be told the conplete detail of "phase A" But it mght be
equal |y sensible that only his subordi nates who are cl osest to him be
made fully informed about "phase B" and "phase C." Since all plans in
conbat are subject to nodification as circunstances dictate, it is
better not to nuddle nmen by filling their mnds with a seem ng
conflict in ideas. Mre inportant still, if the grand object seens
too vast and form dable, even the first step toward it may appear
doubly difficult. Fullness of information does not void the other
principle that one thing at a tine, carefully organi zed all down the
line, is the surest way.

XX |

There is no excuse for malingering or cowardi ce during battle.
It is the task of |eadership to stop it by whatever nmeans woul d seem
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to be the surest cure, always making certain that in so doing it wll
not nmake a bad matter worse.

XXXV

The Armed Services recognize that there are occasi onal
i ndi vi dual s whose nervous and spiritual makeup may be such that,
t hough they erode rapidly and may suffer conpl ete breakdown under

conbat conditions, they still may be wholly I oyal and conscientious
nmen, capabl e of doing high duty el sewhere. Men are not alike. In
some, however willing the spirit, the flesh may still be weak. To

puni sh, degrade, or in any way humliate such nen is not nore crue
than ignorant. Wen the good faith of any individual has been
repeatedly denonstrated in his earlier service, he deserves the
benefit of the doubt from his superior, pending study of his case by
medi cal authority. But if the man has been a bad actor consistently,
his officer is warranted in proceeding on the assunption that his
conbat failure is just one nore grave noral dereliction. To fail to
t ake proper action against such a man can only work unusual hardship
on the majority trying to do their duty.

XXV
The United States abides by the laws of war. |Its Arnmed Forces,
in their dealing with all other peoples, are expected to conply with
the laws of war in the spirit and to the letter. |In waging war, we
do not terrorize hel pl ess non-conbatants if it is within our power to
avoid so doing. Wanton killing, torture, cruelty, or the working of

unusual and unnecessary hardship on eneny prisoners or populations is
not justified in any circunstance. Likew se, respect for the reign
of law, as that termis understood in the United States, is expected
to follow the flag wherever it goes. Pillaging, looting, and other
excesses are as inmmoral when Anericans are operating under mlitary

| aw as when they are living together under the civil code.
Nonet hel ess, sone nmen in the Anerican forces will oot and destroy
property unless they are restrained by fear of punishment. Wr

| ooses violence and disorder; it inflanmes passions and nmaekes it
relatively easy for the individual to get away wi th unl awful actions.
But it does not |essen the gravity of his offense or nmake it |ess
necessary that constituted authority put himdown. The main

saf eguard agai nst | awl essness and hool i ganismin any armed body is
the integrity of its officers. Wen nen know that their commander is
absol utely opposed to such excesses and will take forceful action to
repress any breach of discipline, they will conform But when an

of ficer winks at any depredation by his nen, it is no different than
if he had conmtted the act.

XXVI
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On the field of sport, Americans always "talk it up" to keep
nerves steady and to generate confidence. The need is even greater
on the field of war, and the sane treatnent will have no | ess effect.
When nen are afraid, they go silent; silence of itself further
intensifies their fear. The resunption of speech is the beginning of
t houghtful, collected action, for two or nore nen cannot join
strength and work intelligently together until they know one
anot her's thoughts. Consequently, all training is an exercise in
getting nen to open up and becone articulate even as it is a process
in conditioning themphysically to nove strongly and together.

XXV |

I nspection is nore inportant in the face of the eneny than
during training because a fouled piece may nean a | ost battle, an
over| ooked sick man may infect a fortress, and a m slaid nessage can
cost a war. By virtue of his position, every junior |eader is an
i nspector, and the obligation to make certain that his force at al
times is inspection-proof is unremtting.

XXVI 1
In battle crisis, a majority of Anericans present will respond
to any man who has the will and the brains to give thema clear,
intelligent order. They will follow the | owest-ranking man present

i f he obviously knows what he is doing and is norally the master of
the situation, but they will not obey a chuckle-head if he has
nothing in his favor but his rank.

XXI X

Anericans are uncommonly carel ess about security when in
the conbat field. They have always been so; it is part of their
nature. Operations analysts reckoned, as to Vietnam that this fault
initself accounted for approximately one-third of our casualties.
Thi s weakness being chronic, there is no safeguard against it except
super vigilance on the part of officers, and the habit is easiest
formed by giving forenpst attention to the problemduring training
exer ci ses.

XXX

For all officers, due reflection on these points relating to the
character of our nmen in war is not nore inportant than a continuing
study of how they may be applied to all aspects of training, toward
the end that we may further strengthen our own system That arned
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force is nearest perfect which best holds itself, at all tines and at
all levels, in a state of readi ness to nove agai nst and destroy any
decl ared eneny of the United States.
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APPENDIX E

A Legacy of esprit and leader ship

by MGen John A. Lejeune

Corps Association.

Corps leader ship.

years ago.

"Combat leader, scholar, thinker, educator, innovator - all these describe the man
who became the thirteenth Commandant of the Marine Corps and served as such for nine
years during the 1920's" With these words General Lemuel C. Sheperd Jr., 20th
Commandant describes MGen John A. Lejeune in the preface to the new edition of
Reminiscences of a Marine, Lejeune's memoirs, republished this month by the Marine

Over the years John A. Lejeune has become almost a legend in the Marine Corps.
"Besides the many 'firsts' of his distinguished thirty-nine year career," Gen Sheperd goes
on to say, "Leeune can perhaps best be described as the man who charted the cour se of
the Corpsin the 20th century.” And indeed he did, when he directed a study of
amphibious warfare at Marine Corps Schools, Quantico from which the Corps modern
amphibious doctrine evolved. But above all else Gen Legeune's legacy come down
strongest for his model of leadership. He set forth the "'teacher-pupil” approach in the
relationship between officer and enlisted which still provides the hallmark for Marine

On 18 January 1921 he spoke to the Army General Staff College (forerunner of the
Army War College), Washington, D.C. about esprit and leadership. He found the two
inseparable. His message istimeless and proves that in leading men, leadership doesn't
change much, only men do. On the 59th anniversary of Gen Lejeune's appointment as
Commandant of the Marine Corps, we publish histalk on leadership as he gave it 58

When General Smith wrote to me and
asked me to come down to the General Staff
College and make atalk on the subject of esprit
and leadership, | was very loathe to accept. In
thefirst place, | had been at the school here for
14 months and | felt like afleet officer going
back to the Naval Academy, getting up on the
platform and talking to the staff and students of
the school. In the second place, | have been
very busy. | could see ahead that | would be
busy with that kind of work which is very
distracting; there are so many questions coming
up al thetimethat it is very hard to
concentrate on any one subject. In the third
place, | did not think, and I do not know, that |

have any very important message which would
be of great value to the persons who were
going to hear it. However, | wrote out atalk.
Ordinarily | talk without note, but | put them
down because | might get a case of buck-fever.

Esprit de corps and morale are kindred
subjects; in fact. some writers consider them as
synonymous. This, however, isnot the case, as
esprit de corpsis only one of the factors which
goes to constitute morale.

Moraeisthree-fold -- physical, mental or
professional and spiritual. The physical
condition of troops has a great influence on
their morale. Men whose bodies are untrained
physicaly, who are soft from leading sedentary

lives, are unable to stand the strain and stress
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of long marches and active campaigning. Their
moraleisrapidly lowered, and they soon
become demoralized.

The effect of physical training is
exemplified in the case of Stonewall Jackson's
divison. Inthefal campaign of '62, they
made such long marches with so few stragglers
that they were call the "Foot Cavalry." Genera
Dick Taylor, who commanded one of the
Brigades, writes very interestingly in his book
entitled "Destruction and Reconstruction,”
telling how he trained his brigade to march. He
said in '61 Jackson's division marched very
poorly. It was composed largely of men who
were brought up in the country and who were
accustomed to ride on horse-back, or were city
men who were accustomed to riding in
carriages. Taylor took his brigade and
practiced it in marching during the winter of '61
and '62, so in the spring of '63 his brigade
marched so well that it was adopted by Jackson
as an example for the whole divison. The
whole division was practiced in marching with
the wonderful results that history tells us about.
The morale of that division as we know was
very high; perhaps the physical condition of the
men had a great effect on it.

Similarly, Troopswhose professional or
Military training has been neglected, and who
are unskilled in the profession of arms, finding
themselves unable to cope on equal terms with
ahighly trained enemy force of equal numbers,
have their morale lowered, and it becomes
increasingly difficult to obtain results with such
troops until and unless they shall have received
the careful training and instruction which all
troops should have before being thrown into
battle.

There are many instances in history of the
failure of untrained troops. They are
particularly liable to panic. | think in our own
history the most notable example is the Battle
of Bull Run, where the Union Army became
panic-stricken in the afternoon of the battle and
broke and fled to Washington, Genera Grant

tells usin hismemoirs of aregiment in Illinois
which was badly officered. Reports came into
the governor's officer of the depredations of the
troops. They seem to have committed
atrocities all around southern Illinois, murders,
robberies, drunkenness, everything of that kind.
The Governor turned to General Grant, then
Captain Grant, and said, "What are we going to
do?' Grant said, "Give me command of the
regiment and | can train them.” Hewas
appointed colonel and took command of this
regiment, instructed the officers, trained the
men, worked them about eight hours a day, and
in afew months it was the best regiment of the
[llinois troops.

Esprit de corpsis the third factor in
morale, affecting, as it does, the spirit of the
troops. Like everything pertaining to the spirit,
it isintangible, imponderable, and invisible,
Esprit itself cannot be perceived by any of the
five senses, but nevertheless, every leader of
men knows that it does exist and that it isthe
most potent of the forces which hit is necessary
to utilize in order to achieve victory.

Napoleon has said that, of al the elements
that go to make up battle efficiency, morale
constitutes 75 per cent, or that morale isto the
material asthree to one. Marshal Foch, | have
read, has increased the value of morale of the
material to four to one.

When we consider the meaning of these
statements, we are at first amazed to find that
these great masters of the art of war have
apparently gone on record as believing that the
element of morale in any organization or army
isthree of four times greater than the
combination of all the material factors, such as
the weapons of the infantry, artillery, and
cavalry, and, in the case of Marshal Foch, of
the air service aswell. It is beyond the power
of the average man's comprehension to fully
visudize this. The version of their statements
is, of course, an exaggeration, in that unarmed
troops, no matter how high their spirit, could
not overcome troops fully armed and equipped
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with modern weapons, unless they were
absolutely lacking in morale, which is
practically inconceivable, as even the most
inferior troops have some spark of martial
spirit, and are not altogether cowards.

What | think was intended to be conveyed
by the statement of Napoleon was, that an army
with high morale, and necessarily high spirit,
could defeat an army of low morale, and
necessarily low spirit, which was three times as
strong in numbers. A study of history shows
that this has happened over and over again. In
fact, small forces have defeated armies much
greater than three timestheir size. The Battles
of the Greeks with the Asiatic armies alone are
sufficient to establish the truth of this
statement. For instance, Alexander's conquest
of Asia; Xenophon's successful retreat with
10,000 men through the heart of Asia Minor
although surrounded by hundreds of thousands
of the enemy; the battles of Marathon,
Thermopalag; and many others.

The Roman armies also overcame forces
many times greater than they in numbers
through their superiority in morale. A handful
of Roman citizens ruled the world until the
Roman Empire broke down through the loss of
morale on the part of its people, when it then
became an easy prey to hordes of barbarians
who had continually pressed against its outer
circumference for centuries.

Napoleon verified the truth of his belief by
winning many battles with forces inferior in
numbers to those of his opponents.

If it be accepted then as true that the
esprit de corps of any body of troopsis of such
tremendous value, evidently it is a most
important subject for a military officer to study.
To be able to create and maintain this living
thing which we call "esprit" in the hearts of his
troopsisto be agreat leader. Whatever he be
a platoon, a company, battalion, regimental,
division, or army commander, the subject is
worthy of his careful attention, and no officer
should rest satisfied until he feels that he

possesses that greatest of all assets - the ability
to play upon the emotions of hismen in such a
manner as to produce that most wonderful of
all harmonies - the music of the human heart
attuned to great deeds and great achievements.

To be practical, then, how can we
produce and cultivate morale, and particularly
that important element of morale - esprit - in
our troops? the physical and mental, or
professional phases of morale are well known
toal of us. Toacquirethemitissimply a
matter of applying practically and intelligently
the rules laid down for physical training and
military instruction. NoO proper excuse can be
made for failure on the part of officersto bring
their troops to the very finest physical
condition and to so instruct them as to make
them as skillful as the best in the profession of
arms. These things are the manifest duty of
every officer, including the subaltern, and any
officer who fails in the performance of his duty
in these respects is unworthy to hold a
commission. They arethevery "ABC" of his
profession.

The third factor - the spirit - isamore or
less unknown field to all of us and afield which
it isvery difficult for usto comprehend by the
exercise of our mental faculties. Logic and
reasoning play by asmall part of it. Education
assists but little. It isamatter of dealing with
the emotions, the spirit, the souls of the troops.
A man successful inthisream is agreat leader,
and qualities necessary to make him successful
are known as the qualities of leadership. How,
then, shall we inculcate and cultivate these
qualities and become creators of esprit and
therefore, successful leaders of men?

Perhaps we can learn more on this
subject, as on all military subjects, by the study
of history than by any other method. By
consulting history, let us determine who were
some of the great leaders and then ascertain, if
possible, the methods used by them.
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All of us are familiar with the great
Hebrew leader called Moses. All of us know,
in agenera way, that he reorganized his people
and gave them a system of government, a body
of laws, and areligion, but | do not believe
that the average person quite comprehends the
tremendous power of his leadership and the
causes of his success.

Let usrecall to our minds the old Bible
story describing the history of the Jewsin
Egypt, their wanderings in the desert, and their
entry into the Promised Land. These people,
after several centuries devoted to carrying out
the decree of Heaven to be fruitful and
multiply, had become a numerous people, so
numerous, in fact, asto make their masters, the
Egyptians, fear that they might rise and
overthrow them. In consequence, the ruler of
the Egyptians endaved them. He forced them
to live in a crowded ghettos, deprived them
from the use of weapons, compelled them to do
treadmill work, make bricks without straw, and
did everything else in his power to abuse them
physicaly, mentaly, moraly, and spiritudly, In
spite of this, the ruler of the Egyptians still
feared these people, and in order to prevent
their rapid increase in numbers, he issued an
edict that the first born male of each family
must be dain at birth. The mother of Moses, in
order to save hislife, hid him in the bullrushes,
and he was found and adopted by the daughter
of Pharaoh. He was given the high degree of
physical and mental training reserved for the
ruling classes of Egypt.

Moses, upon attaining manhood, brooded
over the condition of his people, and finally left
the court of Egypt and went out into the desert,
where he spent severa years preparing himself
for the mission which he had personaly
assumed - that of freeing his people and leading
them into Palestine. During this time, he had
opportunity to study the lore of the desert, to
train himself in the profession of arms, and to
sanctify his spirit to the unselfish service of his
people and of his God.

This great leader, upon hisreturn to
Egypt, finaly after many vicissitudes, secured
the permission of Pharaoh to remove the
Hebrews and their belongings from Egypt, and
actually succeeded in doing so. We know, at
the present time, that the march from Egypt to
Palestine is one of only afew weeks, athough
the Bible tells us that the Israglites were lost in
the wilderness and wandered about, apparently
in an aimless manner, for 40 years.

It isinconceivable that Moses could have
allowed this to be done without purpose. He
had lived in the desert for severa years; he
knew where guides could be found; and he
knew the routes across the desert himself. A
careful study of the Biblical account shows
clearly that the wanderings of the Israglitesin
the desert were carefully planned by Moses
himself, and that he took advantage of this
opportunity and of the time to build up the
morale of his people. These poor and feeble
ghetto dwellers either died from exposure or
became hardy by their continued wanderings,
their open-air-life, and by the very difficulties
which they had to surmount. They were
compelled to learn the use of weapons and the
lore of the desert in order to live. Moses
taught them how to get food by the chase, how
to find water springs, and how to utilize the
fruits of the ground which they found from time
to time. All of these things were so marvelous
to them that they were called miracles.

Moses combined with this perfection of
the physical instruction and training, the
cultivation of the spirit of his people, He did
everything in his power to cause them to lead
virtuous and clean lives; he gave them the Ten
Commandments, under circumstances which
powerfully impressed the imagination of the
ignorant Israglites, and these Commandments
have come down to us unchanged and till
congtitute guidesin the lives of al civilized
people. He drew up and enforced a body of
wise and salutary laws. He organized them by
tribes into 12 fighting units. He insisted upon
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their adoption of the worship of the only true
God.

Finaly, after they had lived for 40 yearsin
the wilderness, during which time every man,
woman, and child who had left Egypt - with the
exception of Moses, the civil ruler, and Joshua,
the military leader - had died, Moses was able
to look upon his people and see, in place of the
weak and feeble race he had led from Egypt, a
warlike host of 600,000, every member of
which had been born, raised and developed in
the desert, who were injured to hardship, were
vigorous physically and alert mentally, trained
in the use of warlike weapons, organized into a
fighting force, filled with areligious enthusiasm
which amounted to controlled fanaticism, and
determined to reconquer the land which they
had been constantly taught had been promised
their forefather Abraham by God himself.
Moses and Joshua therefore concluded that the
time to enter Palestine had come. Moses
himself, having completed his work, turned
over the control of this warlike host to Joshua,
and climbing to the top of a mountain, saw the
Promised Land in the distance and was
gathered to his Fathers.

Joshua led the troops into the Promised
Land, easily overran the country, conquered
and destroyed the tribes occupying it, and his
people took it for their own.

This constitutes, | believe, the greatest
example in history of the upbuilding of the
morale of awhole people, and the changing of
arace of davesinto a nation of mighty
warriors.

There are other smilar examplesin
history, although not quite so striking.
Hannibal after the First Punic War prepared
himself and the Carthagenians, a commercial
trades-people, for the great war with Rome
which he saw could not be avoided. The
history of the early years of the Second Punic
War tells us of his marvel ous success.
Cromwell led areligious rebellion against the
king, carrying the Puritans to victory. George

Washington for eight years led the
revolutionary armies of our own country and
kept up the spirit of his faltering compatriots.
Napoleon seized the opportunity of a
regenerated France, whose people were fired
with an enthusiasm for liberty and freedom, to
lead her armies into the path of military glory
and conquest. Finally, in the World War [I] we
have the example of our own country - a
peaceful nation - suddenly becoming filled with
military ardor and the fighting spirit.

In nearly al of these great historica
examples, we find a great leader who, in his
own character, was the incarnation of the
aspirations of his people and who, in histurn,
built up their morale and esprit and led them to
their goal.

Human nature is much the same asit has
always been, although it has evolved with its
environment, and the first essential of a
successful military leader isto be able to
understand and comprehend the emotions and
the spirit which livesin the hearts and souls of
the men he commands.

The study of leadership involves,
therefore, first of al astudy of human nature,
One must put himself in the place of those
whom he would lead; he must have a full
understanding of their thoughts, their attitude,
their emotions, their aspirations, and their
idedls; and he must embody in his own
character the virtues which he would instill into
the hearts of hisfollowers. True esprit de
corpsis founded on the great military virtues
such as unselfishness, self control, energy
honor and courage.

In time of peace, the cultivation of esprit
is much more difficult than in time of war. The
men have no great mission beforethem and it is
hard to convince them that it is necessary to
train arduoudly and to prepare themselves for
an eventuality which does not appear to be
imminent. Careful instruction in the history and
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traditions of their organization is of the utmost
importance.

The United States Marine Corps has
always been noted for its esprit de corps. This
has been largely due to the fact that it has
always been in competition with some other
arm of the service. It habitually serves side by
side with the Navy, and every officer who is
worth his salt feels impelled to have his
detachment, company, or other organization,
win out in every competition, whether it be
baseball, football, or other athletic activities,
target practice, drills, discipline, appearance,
conduct, military etiquette, or any of the other
many things which go to make for efficiency.
This competitive spirit is constantly drilled into
the men, and as aresult, every good Marineis
ever on the qui vive to find some way to “put it
over” the Navy. The same spirit exists when
the Marines are detached for service with the
Army, and an appeal to it dways receives a
response. The esprit of the Marinesisthat of
the Corps, and while thereis always a
regimental and company esprit, the esprit of the
Corps predominates.

In peace times too, creature comforts
have a great effect in keeping up the morale of
the men. The officers must see to it that the
men are properly housed, clothed, and fed and
that their timeis taken up in useful and
interesting instruction and entertainment,
Idlenessis the curse of the military life, but any
treadmill instruction is a poor substitute,
Officers must use ingenuity and initiative and
must have their own minds trained and
developed so that they can properly train their
men. Discipline, in its true sense, should never
be neglected. The men should be made to
realize its great importance, but in enforcing it,
officers should never be harsh or arrogant in
their dealings with their men, but always kind,
humane, and just.

In time of war, the leader must keep in
touch with the current of thought of his men.
He must find out what their grievances are, if

any, and not only endeavor to correct the faulty
conditions, but also to eradicate any feeling of
discontent from their minds. He should mingle
freely with his men and let them understand
that he takes a personal interest in the welfare
of every one of them. It isnot necessary for
him to isolate himself in order to retrain their
respect. On the contrary, he should go among
them frequently so that every manin his
organization may know him and fedl that he
knows them. This should be especially the case
before battle.

He should watch carefully the training and
instruction of the troops, and let them see that
he is determined that they shall be fully
prepared for battle. And if there be no liability
of the information reaching the enemy, he
should take his entire organization into his
confidence and inform them of the great events
that are taking place in other theaters of
operations, the part being played by other units,
and by their dlies, if any; and give them full
information of the eve of battle as to the plan of
operations and the part to be played by each
unit of the organization. Of course, that
depends entirely whether or not the information
can be kept from the enemy, if you arein
reserve position, for instance.

It is especially advisable, whenever it can
be done, for the commander to assemble his
troops by battalions and address them, telling
them of the great traditions and history of their
organization and appealing to their patriotism
and their esprit de corps. No stone should be
left unturned to fill their hearts and minds with
a determination to conquer, no matter what
difficulties are to be overcome, and what losses
they may be called on to suffer. The
commander himself should be the symbol of the
fighting spirit which he endeavors to foster and
should show in himself a good example of
patriotism, honor, and courage.

The first words of the Article of
Government of the Navy, which correspond to
the Articles of War, require that the
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commander of every vessel should show in
himself an example of virtue, honor, patriotism,
and subordination. That is the preamble for the
Article of Government of the Navy.

In the larger units, it is frequently
impossible for the commander to address all of
the men or to come in personal contact with
them. In this case, battle orders should be
issued. These orders should be based on a
careful study of the problemsinvolved and an
intimate knowledge of the thoughts of his men.
Following the battle, it iswell, too, to issue an
order recounting the exploits of the troops and
telling them of the effects of ther efforts. At
this time the men are exhausted in mind and
body, and even though they may have been
victorious, they are depressed in spirit on
account of the many losses they have suffered;
their comrades have been killed and wounded,
they have witnessed many terrible scenes, and
every effort should be made to cheer and raise
their spirits. Praise and commendation should
be given freely; decorations should be promptly
awarded and delivered immediately after
withdrawal from the front lines. Addressesto
organizations which have distinguished
themselves should be made. Replacements
should be furnished prompitly, if practicable,
and the thoughts of the men immediately turned
to building up their shattered organizations and
preparing again to strike the enemy. Skulkers
and cowards should be promptly and publicly
punished so that all may see the great gulf
which separates them from the gallant men who
have served faithfully and courageoudly.

Oneisjust asimportant as the other. The
way it appealed to me overseasis that there
were three classes of men. Thefirst class,
[were] the gallant, courageous fellows who did
not require any urging or any leadership
practically, but who from a sense of duty,
loyalty, and patriotism would stay up in the
front lines and fight until al hell froze over.
And the third class, [were] the skulkers, the
white-livered fellows whom you could not

expect anything of at al. Thentherewasa
great middle class who could be swayed either
way, and that was the class you had to deal
with. If the services of the men who fought
bravely were not promptly and properly
recognized on the one hand, and if the skulkers
and cowards were not punished on the other,
the sentiment might grow that it was just as
well to skulk. You got nothing for doing your
duty and you got nothing for not doing your
duty. Thetwo go hand in hand, and
punishments should be prompt and merciless to
area coward. On the other hand, praise,
commendation, and rewards should be freely
given and promptly given. The French, | think,
understood the psychology of their troops and
decorated them immediately after they came
out of the fight.

Finally, the most vital thing isto make the
men feel that they are invincible, that no power
can defeat them, and that the success of their
country's cause depends on the victory of their
organization.

| mentioned in reading this about
informing the men beforehand what they were
going to do. That policy was exemplified
before the Second Division went into the battle
of the Meuse-Argonne. We moved up in the
reserve of the Fifth Corps. We had the general
officers and the chief of staff, who was Colonel
Ray, at severa conferenees at Fifth Corps
headquarters, in which General Summerall
explained in the greatest detail just what each
division of the corps and the whole army was
to do on November 1st. | took this back to
division headquarters and had the senior
officers of the division together, and Colonel
Ray and mysdlf explained everything to them.
We were then in reserve with no opportunity
for information to seep through the lines, It
was directed that every officer and every man
in the division be informed of the part we were
going to play and what the object of the battle
was, and what would be accomplished if
victory was achieved. A map was drawn and
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given to every platoon, and each platoon leader
had his men up and instructed every one down
to and including the privates of just what his
platoon was going to do in the battle. There
was plenty of time and opportunity to have it
all worked out in advance and the consequence
was that the whole division felt absolutely
certain what it was going through on that day
and it did go through.

Mari ne Corps Gazette July 1979

Reprinted wth perm ssion of the Mrine
Corps Gazette.
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Peleliu-Recollections Of A Pfc

E. B. Sedge, Ph.D., isthe
author of the popular book,
“With The Old Breed At Peleliu
And Okinawa,” published by
Presidio Press. The book is
available to our readers through
the Marine Corps Association
Bookservice at $14.35 for
association members and $15.95
for nonmembers, plus $1.00 for
shipping and handling.

Sedge was a Marine Pfc and
barely in his twenties when he
landed with the First Marine
Division on theisland of Peleliu
in September 1944. Following is
his stark, ground-level account
of “one of the most fierce,
savage and bloody battles of
WWII." - Ed.

The battle for Peleliu was a
long, long time ago, and it is not
pleasant to set forth the following
recollections of my daysthere as
aMarine Pfc. Thereisneither
nostalgia nor wistful
sentimentality in recounting the
suffering, brutality and horror
that was the reality | experienced
in one of the mogt fierce, savage
and bloody battles of WW I1.

Thirty-nine years have not
dimmed the memory, However,
if my comments enable the reader
to visualize more clearly the true
nature of the awesome obstacles
which confronted my comrades,
and how they overcame them,
then | am amply rewarded.

My experiences were typical
of those of most Marinesin a
rifle company. Many fine
historical accounts of campaigns
- the “big picture’ - clearly
explain what happened in battle.
Thisisasit should be. However,
one should keep in mind the very
important fact that the
infantryman in combat was
totally immersed in the abyss of
hell, fighting the enemy in a
desperate struggle for survival.

For us, combat was a series
of changing events characterized
by confusion, awesome violence,
gripping fear, physical stressand
fatigue, fierce hatred of the
enemy, and overwhelming grief
over the loss of friends. We
endured vile persond filthin a
repulsive environment, saturated
with the stench of death and
decay. Thevital element in our
lives was the faith and trust we
had in each other. Nothing else
mattered.

| have written elsewhere a
detailed account of many of my
experiences on Peleliu. Here, |
am smply setting forth certain
events taken from the total
experience, and the reader should
not ook for continuity in the
sequence of episodes. Time had
no meaning - we lived only in the
present moments of each event,
for survival seemed less and less
likely amid the violence and death
of the present.
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Like any other WW 1
enlisted Marinein arifle, or line,
company, the company was my
world and my home - the 235
men of K Company, 3rd
Battalion, 5th Marines, First
Marine Division, were my family.

In combat | saw little, knew
little, and understood still less
about anything that occurred
outside K-3-5. We had our hands
full fighting and trying to survive
moment to moment. | was
assistant gunner on #2 gun in the
company's 60-mm. mortar
section. Merriel A. (“Snafu”)
Shelton, of Louisiana, and a
veteran of the Cape Cloucester
Campaign, was gunner - and
there wasn't afiner one.

Our veteran company
commander, Capt Andrew A.
(“Ack Ack”) Haldane, was
widely acclaimed as one of the
very best in the Marine Corps.
He was alarge man and
possessed every persona and
professiona attribute of ability,
leadership, courage, compassion
and dignity one could possibly
find in the best of officers.

Second in command was the
veteran Executive Officer, 1stLt
Thomas A. (“Stumpy”) Stanley.
Short, muscular, equaly as
capable as Ack Ack, Stumpy was
always on the move. If Ack Ack
was the rudder that guided K-3-5,
Stumpy was the propeller that
kept it moving - never too fadt,



never too slow, but just the right
pace for the situation at hand.

In my most vivid picture of
Ack Ack, heis studying a map,
his prominent jaw covered with a
stubble of black beard, his brow
benesath the rim of his helmet
creased and wrinkled in
concentration, his radio man and
acouple of runners beside him,
awaiting orders.

Stumpy seemed aways on
the move. Hismuscular legs
driving like pistons across
Peldiu’ srough terrain as he
coordinated positions, supervised
removal of the wounded, or
checked the company's flanks.
When we had to withdraw from
some untenable position, Stumpy
always seemed to be the last man
out - walking backwards, or
running and turning as he fired
bursts from his Thompson .45
Cal. submachine gun to cover our
withdrawal. He aways went
where there was a problem and
squared things away. It wasa
miracle that he never got hit. He
was constantly exposed to heavy
fire even when the rest of us were
ordered to take cover.

*k*k

Early afternoon on D-Day
found three companies of 3/5- 1,
K and L - separated and out of
contact in the thick scrub growth
somewhere south of the airfield.
The battalion C.P. had been
knocked out by enemy shelling
and most of usin K Company
were pinned down by small arms
and shell fire. Vishility was poor
through the scrub, smoke and
dust. Ammunition was low,
water was short, and the heat was
unbearable. | feared we would

al belost, but the veterans,
though obvioudly afraid,
remained calm and confident.

Sgt Henry A. “Hank” Boyes
contacted a tank, climbed onto
the turret and directed the
gunner'sfire. He spotted and
directed the knockout of four
strongly held Japanese artillery
positions. Hank clungto the
turret of that tank amidst a storm
of enemy fire of every kind and
caliber. The enemy wasall
around us, so the tanker rotated
histurret and fired his .30 caliber
machine guns and 75mm. cannon
in a complete 360-degree circle.

A Japanese 75-mm. field gun
was knocked out about 30 yards
from my sguad around abend in
atraill. We could hear the
terrifying, thundering report of
the enemy gunfiring, but couldn't
seeit. Hank emerged
unscratched, and the opposition
was almost wiped out in our area.
Why he wasn't shot to piecesI’ll
never understand. We were able
to fall back and later tie in with
the Division line at the edge of
the airfield after dark.

Hank Boyes was later
awarded the Silver Star Medal on
Stumpy Stanley’s
recommendation. Hank single -
handedly saved K-3-5 that day.
Stumpy said years later that it
was the only medal he ever
recommended in K-3-5
throughout Peleliu and Okinawa.
It is his conviction that every man
in the company at one time or
another did something deserving
of adecoration, but Hank's
heroism that day saved usal. On
this all the survivors heartily
agree.

On the morning of September
16, 1944, as we took up positions
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to make the costly attack across
the open airfield under heavy
fire, | passed a Marine machine
gun position in acompany if 2/5
that had killed about 15 Japanese
during a pre-dawn counterattack.
The dead were strung out in front
of the gun and al had one or
more disc-shaped mines tied to
their bodies. The Japanese
closest to the gun position had an
unexploded grenade in his right
hand, plus a mine tied on his pack
above his shoulders and one on
each hip.

“With all our flares and star
shell, I managed to see this bunch
and rack’ em up before they
rushed us in the dark and set off
those mines,” the gunner told me.
“I guess that first one was going
to set off his mines with the
grenade,” | replied. “You said
that right,” remarked the gunner,
“and it would have played hell
with this part of thelineif he
had.”

“Let's go, Sledgehammer,”
someone yelled.

| passed a small crater with a
man in Marine battle dress sitting
init with asmall portable
typewriter on hisknees. We
halted nearby and | watched in
admiration as the correspondent
typed furiously away with the
shells whistling over and bursting
with increasing frequency in our
area.

We were filled with dread as
we lay on the scorching hot coral
and looked north across the open
toward Bloody Nose Ridge.
Snafu and | werein the area
where the upright and the
horizontal runways intersected to
for afigure 4. the horizontal
runway ran roughly northeast.



Aswe moved forward, | clenched
my teeth, prayed and squeezed
my carbine stock.

Enemy artillery shells came
in screaming or whistling. The
smaller the caliber, the higher the
pitch. Our 75 swent switching
over on their deadly mission,
joined by big nava shells which
rumbled along like locomotivesin
the distance. Enemy mortar
shells, mostly the big 81-mm. and
90-mm., emitted an amost
inaudible, soft whisper -
whissh-shh-shh, whissh-shh- shh
- asthey approached. So soft
was the sound of their approach
that the shell was amost upon us
without warning.

The Sound of the explosion
seemed to be in two parts and
began with a grinding and
crunching noise like some demon
clawing its way to freedom from
insde the shell, followed by a
loud, dull BANG. Steel
fragments rushed out and tore
through the air with awhirring,
ripping sound that caused even
the most stout-hearted to cringe.
That terrible murmuring voice of
an incoming mortar shell, so
intimate and insidious, seemed,
like the ghostly summons of some
ghoulish witch, to enter into
oblivion on the wings of violent
explosion. Each shell seemed
alive to and to be whispering,
“Maybe next time.”

We got across unhurt except
for a bruise Snafu received on his
side from a spent fragment.

Many other weren't so lucky. To
be shelled in the open as we ran
was aterrifying experience - one
of my most horrid and vivid
memories.

One day we were read an
“ingpiring message” from the

Divison Commanding Genera to
the effect that we didn't need
Army help to finish Peleliu. This
was met with curses and
profound expressions of hope
from the troops that unprintable
things should be in the generd's
future. We had given our all, lost
amajority of our buddies,
endured the horrors of hell, and in
no mood for messages of cheer
from way back at the Division
C.P.

*k*

On September 28, after two
weeks of 24-hour-a-day combat,
the weary men of depleted 3-5
boarded amtracs and attacked
Ngesebus Island to capture the
fighter strip. Despite our fears,
the landing was easy, thanks to
the magnificent support of
Corsairs and naval gunfire. A
ridge honeycombed with caves
gave K-3-5 alot of trouble,
however. Official reports said
opposition was "meager,” "light,"
or "dight." Possibly soin
Divison C.P. On thelineit was
abloody fiercefight. Therewas
ample evidence of the enemy's
willingnessto die fighting.

Pfc Bill Leyden, of New
Y ork, saw four enemy soldiers
run down into acave, so he
tossed a grenade in after them. It
exploded and an enemy soldier
immediately jumped out, threw a
grenade, and yelled in perfect
English, "Here | am Marine! Kill
me! Kill me!" Leyden fired from
the hip-all eight rounds from his
M1, killing the soldier instantly.
The grenade exploded in the air,
shrapnel struck Leyden in the left
eye and the concussion knocked
him out. Hecametoina
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moment, just in time to reload his
rifle and shoot an enemy soldier
crawling aong in front of him.

Leyden was carried on a
stretcher to an amtrac for
evacuation. Dazed and in pain,
he looked up as a Marine asked,
"How isit up there, son?"

In that fury al front-line
Marines reserved for anyone not
on theline, Leyden retorted, " Get
off your ass and go inland about
200 yards and you can find out."

Astonished, the man replied,
"Don't worry, son. You'll beal
right,” as he moved away.

Another casualty on the
amtrac informed Leyden he had
just addressed LtCol Lew Walt,
the Executive Officer of the 5th
Marines.

(Leyden recovered and
returned to K-3-5 after Peleliu.
On his 19th birthday, on
Okinawa, he was blown into the
air and seriously wounded by the
terrific blast and concussion of an
artillery shdl landing in his
foxhole. Yearslater, a aMarine
Corps reunion, Lew Walt
reminded Leyden of the incident
at Ngesebus. The Intrepid Walt
had been so astounded at the
insubordination of the young
casualty that he had backed off
the amtrac ramp and nearly
broken his ankle.)

We were exhausted after the
day-and-a-half fight on
Ngesebus. over 470 Japanese
troops werekilled. K-3-5 aone
lost eight killed and 24
wounded-hardly meager
opposition, We had already
fought for two terrible weeks on
Pediu, but rest and relief were
not yet to be our reward.

*k*%k



On October 1, 1944, K-3-5 was
attached to the 7th Marines. We
made hopel ess attacks on the Five
Sistersridges, K-3-5 losing eight
killed and 22 wounded. For 15
more grueling days and nights we
fought in the valleys and on the
ridges of the Umbrogol Pocket,
blasted and burned as barren as
the surface of the moon. Our
intense hatred of the enemy grew
as they shot our hel pless wounded
and the dedicated corpsmen who
were struggling to give what aid
and comfort they could on the
battlefield.

No amount of shelling,
bombing, napalm, or satchel
charges seemed to do much
damage to the cora rock which
protected the enemy in his caves.
Every night they raided and tried
to infiltrate our lines. We were
so weary | often had to hold the
eyelid of one eye open to stay
awake while Snafu tried to deep.
One man had to be awake all
night in each foxhole-or
"position.” - because it was
impossible dig into the rock. We
frequently fired illumination
shellsand/or H.E. dl night. The
muzzle flash of the mortar was
attractive to infiltrators.

War as we knew it was
savage and brutal. compassion
was never extended to the enemy
and was not expected in return.
But to our own- both wounded
and dead - a mother tending her
babe could not be more gentle.

*k*k

After exactly one month on the
line we were relieved by Army
troops who fought five more
weeks to knock out the last
enemy position.

We lost about 64% casualties
in K-3-5. Statistics to historians,
but fine, trustworthy buddies and
leaders to the grief stricken
survivors. The old salts said
Peleliu was the fiercest combat
they had ever seen.

How were we able to win
such afiercefight? I'll leave the
"big picture” to the historians.
But, it should be remembered, in
the Pacific, for every infantryman
on theline, 18 men were required
in support (The Sharp End by
John Ellis). Therefore, on man
out of 19 knew war at its worst.
The infantryman was called on to
put hislife on the line time after
time beyond hope of surviva, and
to the point of near-collapse.

| believe, from personal
experience in two campaigns and
over 30 years of studying the
Pacific War, that Marines were
the finestroopsin WW Il. Their
record bears out my conclusion.
A combination of ingredients
went into the production of such
crack troops: strict discipline;
thorough, though training
beginning with boot camp, and
emphasis on hand-to hand combat
(which built confidence) and on
weapons skill and physical
fitness; superb leadership from
corporals on up; esprit de corps-
in the USMC, and in each unit
itself; confidence, faith and trust
in each other; the will to win and
not to quit. Much of this can be
summed up as pride and morale.
It was not a smug cockiness, but
genuine self confidence at both
theindividual and unit levels. It
was smply unthinkable to let
another Marine down.

Frankly, | didn't like much of
my training- | thought it was
going to kill me, and sometimes it
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just seemed pointless. In
retrospect, | redizeit all had a
purpose and it was all essential- it
made me aMarine. Every
Marineisfirst an infantryman
and a specialist secondarily.

Onthelinein theridges
of Peldliu | saw men from
Division Headquarters, Amtracs,
Artillery, Engineers, Weapons
Company, etc. - Marines one and
all - and that's why we won.

Reprinted wth
per m ssi on of
Leat her neck
magazi ne.

Leat her neck -
Sept enmber 1983




UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

PROFI LES | N COURAGE

1. Introduction. Courage, both physical and noral, is in the
heart and soul of every Marine. It is the notivating force that
makes Marines special, a cut above those in society who think of
thensel ves first. Courage is the state of mnd and spirit that
enables Marines to face the fear of conbat with the utnost
confidence, and resolution to fight unreserved for what is right.

Adhering to a personal honor code is not quite the sane as
bei ng | awabiding or follow ng regul ations. An honorable Mrine,
for exanple, will truthfully admt not cleaning his or her
weapon, admtting violation of regulations requiring their
cl eani ng.

Such an adm ssion requires noral courage. It also neans that
t he honorable Marine can be trusted to report things accurately.
This is fundanental to trust, teamwrk, and success on the
battl efield.

Moral courage takes many fornms. It could nean remaining at
one's post under extrenely difficult conditions. Dr. Craig M
Cameron described instances of this in his analysis of the 1st
Marine Division's conbat experience. On Guadal canal, when there
were no replacenents for casualties, many 1st Division Mrines
woul d not go to sick call even though they should have been in
the hospital for malaria and other tropical diseases. [In their
view it was nore inportant to stay and protect their fell ow
Marines. Going to the hospital would have been tantanount to
abandoning their friends.

The distinction between noral and physical courage is usually
blurred. Many tinmes, strength of character may manifest itself
as physical courage. A good exanple occurred during the Wrld
War | battle of Soissons. A heavy German counterattack |eft
First Lieutenant Cifton B. Cates, |ater Commandant of the Marine
Corps, and a handful of Marines in a dangerously exposed
position. Gven the size of his force, he could have ordered a
w thdrawal . Instead, he sent the follow ng nessage to his
battal i on commander

"I amin an old abandoned French trench bordering on road
| eading fromyour CP and 350 yards froman old mll. | have only
two nmen | eft out of ny conmpany and 20 out of other conpanies. W
need support but it is alnost suicide to try to get it here as
we are swept by machine gun fire and a constant artillery barrage
is upon us. | have no one on ny left and only a few on ny right.
| will hold."
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2. Overview. The purpose of this period of introspectionis to
study exanpl es of Marine courage, appreciate the sacrifices nmade
by fellow Marines to strengthen your own courage, and in sonme
exanpl es, further your own warfighting expertise.

3. Ref er ences

Wse, Colonel Frederick M, and Frost, Migs O

A Marine Tells It to You. New York, NY, J.H Sears &
Conmpany, Inc., 1929, pp. 201-239.

Fehrenbach, T.R This Kind of War. New York, NY, The
Macm | | an Conpany, 1963, pp. 189-197.

United States Marine Corps. Cuidebook for Marines,
Fourteenth Revised Edition, 1 July 1984, pp. 33-35.

4. Discussion Leader Notes. Have each sem nar nenber read the
followng profiles in courage. At the conpletion of each
reading, there will be a list of "recomrended" points of

di scussion to assist the group in identifying and appreciating
t he courageous acts of the subject(s) presented.

5. Di scussi on.

a. World War |--From Col onel Frederick May Wse's
description of Bois De Belleau (the Battle of Bell eau Wods)

"Just past noon, a runner cane up the road with orders from
Colonel Neville. W were to proceed to the northeast edge of the
woods, which were northwest of Lucyl eBocage, and await orders.

By two o' clock that afternoon we were under way, goi ng across
open fields. Hghin the air | saw several German sausages
(observation balloons). | knew those woods were going to catch
hell shortly. In about an hour we were newy established on their
edge. This tinme | had the nen scatter well anong the trees. |
war ned t hem especi ally agai nst bunching up. W settled down
again to wait for orders.

Along toward ten o' clock that night the German shelling
started. They gave those woods hell. The Gernmans were pouring
everything they had into that ridge. It didn't take any urging
for the Marines to get into fox holes the mnute they knew we
were going to hold it. But though the Germans didn't |aunch any
infantry attack, they kept up a continuous shelling wwth all the
artillery in range, and poured an unceasing stream of machi ne-gun
and rifle fire against that ridge. Everywhere up and down the
line, masses of earth, chunks of rock, splinters of trees, |eaped
into the air as the shells exploded. Mchine-gun and rifle
bull ets thudded into the earth unendingly. That place was
getting warm

About nine o'clock that norning Col onel Feland canme up behind
the ridge on foot. He told ne the First Battalion was just a
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little on ny left. But the Third, he said, had been badly cut up
and the rest of it was around Lucyl eBocage.

Cinging to the crest of that ridge, we found the Gernman
shel | s bad enough. But there was worse to cone. They had trench
nmortars in the Bois de Belleau, and presently they began to cut
| oose on us with them Those aerial torpedoes, nearly four feet
| ong, packed with T.N.T., would cone sailing through the air and
land on the ridge. That whole ridge literally shook every tine
one of them expl oded.

Al'l that day the bonbardnent kept up. It was the nost
terrific fire | had ever experienced. At night it slackened
somewhat, only to resune next norning. It kept up all next day.
Sone gas shells fell, too, but the gas wasn't bad enough to make
us put on our nasks.

Wiy the Germans didn't attack and break through that |ine of
ours | never will be able to understand. All that second day we
took the shelling in our faces and held the line. That night,
thank God, it sl ackened agai n.

But it began all over again with daybreak on the third
nmorning. W stayed there and took it and held our fire. There
was nothing in sight but trees to shoot at. That third day
passed with surprisingly few casualties. It proved to ne that
artillery can't drive infantry out of any place if the infantry
scatter and stick. The way we were scattered, the worst a shel
could do was kill one man.

We settled down for the third night. Cold food and
ammunition were plentiful. On the norning of the fourth day a
runner came up with a nessage that a side car was waiting for nme
back at the foot of the ridge; that Brigadier General Harbord
wanted to see ne at brigade headquarters. | found himin a farm
house several mles back.

"Wse, he said, the Sixth Marines have made two attacks on
the Bois de Belleau. The first one failed. The second nmade a
littl e headway on the southern edge of the woods. You're on the
ground, there. You know the conditions. It's up to you to clean
it up. Go ahead and make your own plans and do the job." "Very
well, sir.” "Do you want sone artillery assistance?" he asked.
"No sir," I told him "Wth the small anount of artillery we
have, it only warns the Germans when the attack is to take
pl ace. ™

| left himand took the side car over to reginental
headquarters in a house at La Voie du Chatel, about halfway to

the ridge. There | found Colonel Neville. | told himwhat
orders | had received. "My | have ny other conpany?" | asked.
He said he'd order it back.

Ceneral Harbord's order had given ne carte blanche. | didn't

see any use followng the sane line of attack which had failed
with the Sixth Marines, as the Germans evidently had their |ines
of defense worked out to receive attacks fromthat direction. It
was common sense to hit themwhere they weren't |ooking for it.
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So | determned to risk everything on the unexpected and attack
themfromtheir rear. Thus | would get in between them and their
i nes of support, which were along the railroad in front of the
northern edge of the Bois de Bell eau.

| got back to the ridge and sent for ny conpany conmanders.
The Germans were still hammering us with drumfire. Captain
Wass, Captain WIIlianms, Captain Durl beck and Lieutenant Cook
presently appeared. They were red-eyed, dirty, unshaven. W sat
down under a tree.

| explained to them what our m ssion was and how it was to be
acconplished. | told themit was a hell of a risk, but that |
had a hunch that if we caught the Germans in the rear of their
def enses, we woul d have nmuch nore of a chance of succeedi ng than
intrying to attack over ground on which two earlier efforts had
not been successful. | asked for any opinions. They all agreed
with me. | set zero hour at four A°M and told them we woul d get
ready for the attack before daybreak; that after we got to the
nort hern edge of the woods, any German shelling would hit anong
the Germans as well as us, and | doubted very nmuch if we'd be
annoyed by any shell fire.

From where we sat we could see the ground where the attack
was to be forned, and they'd have plenty of tine to explain to
the junior officers and nen exactly what was to be done. The
whol e t hing depended on getting across the Lucy-Torcy road before
daybreak and nmaking a rapid advance to the northern edge of the
woods.

The First Battalion was to relieve us at mdnight. | had
seen Major Turrill about it personally, so that the relief would
be made rapidly and w t hout noi se.

| ordered that each man, in addition to his amunition belt
carrying one hundred rounds, was to be issued two extra
bandol eers, giving himone hundred and twenty rounds nore.

| al so designated where ny P.C. would be, both at the junp
off and during the attack. Both places were in plain sight.

They went back to their conpanies. The battalion was nade ready
for the attack. Down to the last man in the ranks, everybody
knew every detail of the plan.

All the rest of the afternoon we stuck by our fox holes while
the German drumfire continued. The nen showed no excitenent. By
now t hey had been through enough to qualify them as veterans.

Late that afternoon |I wal ked over and saw Major Turrill, who
was with the First Battalion about two mles over on ny left. He
was all set to relieve us. | also went over and saw Maj or John

A. Hughes, commanding the First Battalion of the Sixth Mrines,
who had made the |ast attack on the southern edge of Bois de
Bel |l eau and was still holding it. Major Hughes confirnmed ny idea
that it was al nbst an inpossible task to take that position by
frontal attack. He told me a lot, too, about what the Gernman
defenses were. In that clunp of woods covering a knoll a mle

22-4



long and a half mle wde, rising sharply fromthe fields that
surrounded it, was an outcrop of huge boulders cut with gullies
and ravines, and with underbrush so thick in it that nen could
pass a few feet fromeach other, unseen. In that tangle were
machi ne- guns canouf | aged behi nd brush heaps and woodpil es, back
of boulders and in shell proof pits under boul ders. Snipers on
the ground and in the tree tops. Picked German veterans who were
fighting desperately.

| went back to the ridge after ny talk with him thankfu
that | had a free hand and could hit themfromthe rear instead
of having to nake a frontal attack."

"Ni ght cane on. | sat there under the trees, going over al
the details in ny mnd, waiting for four A M to cone.

Through the dark a runner showed up, asking for ne. "A
message, sir," he said, when | called to him | |ooked at ny
wist watch. Mdnight. Four hours nore to wait. | unfol ded the
message he handed ne, crouched down, and turned the |ight of ny
electric torch on the paper. | read those typewitten |ines.
couldn't believe ny eyes. It was an attack order

My battalion was ordered to attack the Bois de Bell eau FROMV
THE SOUTHERN EDGE at four o'clock that norning, behind a rolling
barrage. It was signed "Harbord." | was dunfounded. Al ny
plans were up in the air. | knew that piece of paper | held in
nmy hand nmeant the needl ess death of nost of my battalion. Sone
of themwould have died in the attack | had planned. But now,
instead of hitting the Germans fromthe rear, | had to take that
battalion to a frontal attack against a prepared position.

| did the only thing left to do. | sent runners out and
call ed ny conpany commanders in again. |n about an hour they
canme stunbling through the dark.

"The plans have been changed,” | told them "W're to nake
an attack starting fromthe southern edge, followng a rolling
barrage. The front assigned us to attack on is so wde that I'm
going to risk putting all four conpanies in the front line. W
won't have any supports or reserves. So it's no good sending
back word for reinforcenments. 'H hour is four o' clock."

| explained to them which conpanies would be fornmed from
right to left, told themthe point designated as the junping-off
pl ace, the pace of the barrage, and where ny P.C. woul d be.

When they left |I felt sick. | sent a runner off to Mjor
Hughes, inform ng himof the change in plans.

| sat there thinking it over. There was nothing nore to do.
The order had said that Hughes battalion of the Sixth Mrines
woul d advance sinmultaneously with us on our right. Days |ater
was to learn that Mjor Hughes never got any such order

About three o' clock that norning the conpanies began to pul
out. | went on down to ny new P.C. | wasn't sick any nore. The
attack had to be made. That was all a man could think of, then

| stood there under sone trees by a ditch on the southern
edge of the Bois de Belleau, and in the growing |ight watched ny
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battalion march into position. It was getting lighter every

m nute. Suddenly the barrage dropped, several hundred yards in
front of our lines. Half a mle in front of us, cultivated
fields stretched up in a gentle rise to neet the thick wall of
the woods. Earth flewin air as the barrage dropped into those
fields. Fifty paces ahead in the next two m nutes the barrage
crawled. Am d the explosions of the bursting shells we could
hear the German machine guns in the woods cone to life. They
couldn't see us yet, but they knew fromthe barrage that the
attack was com ng."

"The barrage lifted and crawl ed ahead. The whistles of our
pl at oon | eaders sounded up and down the line. The battalion rose
toits feet. Bayonets fixed, rifles at the ready, the nen
started their slow advance.

| stood there watching themgo forward. The Gernmans could
see us now. They had the range. Here and there nen were
dropping. But the line went steadily on. The Germans coul dn't
have had better targets if they had ordered the attack
t hensel ves.

The barrage kept crawing on. About two hundred and fifty
yards behind it the battalion went on, nen dropping, nen
droppi ng, nen dropping. Yard by yard they advanced. M nutes
after, | saw them di sappear into the woods. Those woods seened
to have swall owed up the barrage wi thout an effort. Now they
swal | oned up the battalion.

As the Marines vanished into the undergrowth beneath the
trees, the German machi ne-gun fire slackened. The detonations of
t he barrage had ceased. Across those fields fromthe woods |
coul d distinguish machi ne-gun fire, rifle fire. A sudden ripping
burst of machi ne-gun fire would break out. That neant the
Mari nes were advancing on a nest. It would die down. That neant
t he nest was taken.

Back across that open field wounded nen began crawling to the
rear. There was a dressing station at Lucy, about a mle away.

Conpany runners began to conme back out of the woods with
reports. Messages hastily scrawled in pencil. This objective
attained. That objective attained. Heavy casualties.

Prisoners commenced to conme back. Convoys of twenty, thirty,
fifty Germans, herded al ong by sone single Marine--generally a
wounded one at that.

They were brought to ny P.C. for questioning. Fromny
interpreter | |learned they were the Twenty-sixth Jaeger Division,
veteran Al pine troops. Also that there were nore than ei ghteen
hundred Germans defending Bois de Belleau. W were attacking
wi th about ni ne hundred

We cut their shoe strings and shooed them back toward Lucy!
They went contentedly enough. Al of themsaid they were damed
tired of the war.

Fromtinme to time conpany runners kept com ng out of the
woods with reports of objectives gained and hel d, about
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m d-afternoon | figured it was time for ne to go and take a

| ook-see. | left Legendre at the P.C., took Coutra with nme, and
went over to the edge of the woods. There were paths | could
foll ow t hrough the undergrow h.

Just inside the edge of the woods | cane upon one of those
CGerman nmachi ne- guns canoufl aged behind a brush pile. Dead
Marines lay in front of it. Dead Germans |lay about it. A
strange silence held in the woods.

| got out to the right of ny line, where Captain LIoyd
Wl lians' conpany had gone in. They were in fox holes on the far
side of the woods. Sonme junior was in conmand. Captain WIIlians
had been shot early in the day, | |learned. He died that night.
The youngster in command told nme of the terrific fighting they'd
had. Foot by foot they had pushed their way through the
underbrush in the face of a continuous machi ne-gun and rifle
fire. Snipers had shot themfrom brush piles on the ground; from
perches high in the trees. Germans they had left sprawl ed on the
ground for dead as they went on, had risen and shot themin the
back.

| went on down the line. Lieutenant Cook was unwounded, but
he had | ost several of his juniors and a lot of his nen. He told
me the sane story | had | earned fromwhat was | eft of Captain
WIllians' conmpany. And nore.

"Whenever we took a machi ne-gun nest,"” he said, "another one
opened up on their flank. That happened many tinmes. The second
one would never fire a shot until we had taken the first. Then
t hey opened up on us."

H's outfit, too, were in fox holes and waiting for the
expected German counteratt ack.

Farther down the line | found Captain Dunbeck and what was
left of his outfit. The sane story all over again.

In his line, along the edge of the woods toward Germany, the
men were nounting captured German machi ne-guns agai nst the
expected counterattack. There was plenty of ammunition for them
They had even found baby carriages and wheel barrows filled with
it beside the guns they had captured.

Several of the juniors of this outfit were gone, and the | osses
in men had been heavy.

Capt ai n Dunbeck told nme how Lieutenant Heiser had died.
Leadi ng an attack on a German machi ne-gun nest, Heiser had been
literally decapitated. H s head had been cut clean from his body
by a stream of machi ne-gun bullets that caught himin the throat.

Down on the left flank I found Captain Wass. Mst of his
juniors were gone, and half his nmen. Wat was left of his
conpany had dug in, too, on the Gernman edge of the woods.

Every one of those four conpani es had fought its way clear
t hrough those woods, fromone side to the other.

Wass told nme of one of his sergeants. Leading a squad
agai nst a nmachi ne-gun nest, the old sergeant shouted back at
them "Conme on, you sonsofbitches--you' ve lived too |ong!"
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He told me of the difficulties they had in orienting
t hemsel ves in that heavy underbrush. There were no | andmar ks,
once you got into those woods. |[|f you turned around tw ce you
| ost all sense of direction and only your conpass could
strai ghten you out.

"The German machi ne-gunners are braver than the infantry,"
Wass said. "But when you once get w thin bayonet reach of any of
them they're eager enough to surrender."”

Every one of those conpany commanders had been through the
same mll. Savage, deadly work at close range in a tangle of
under gr owm h.

Not hing in all our training had foreseen fighting Iike this.
If there was any strategy in it, it was the strategy of the Red
Indian. The only thing that drove those Marines through those
woods in the face of such resistance as they net was their
i ndi vidual, elemental guts, plus the hardening of the training
t hrough whi ch they had gone.

| passed nest after nest of German machi ne-guns. Qut in
front of every gun |lay Marines where they had fallen. Around the
guns thensel ves there weren't so very many dead Germans. They
had worked their guns up to the nonent the Marines got anong them
with the bayonet--and then they had surrendered. Most of ny
wounded had been worked out. Here and there through the woods
stretcher bearers were searching for nore. There was sone little
evi dence of that rolling barrage under which we had advanced, in
a few shell holes and splintered trees. But not nuch. |t hadn't
hurt the Germans enough to nention. But it had given themplenty
of notice that we were com ng.

Though everywhere | could see Mari nes who had been killed by
machi ne guns and sni pers, though there were plenty of dead
Germans, killed by rifle fire, nowhere was there any sign that
the Germans had stood face to face with Marines at close quarters
and fought it out. Always when it got hot and hand to hand, they
had surrender ed.

But now the German artillery stepped in. They had a pretty
t hor ough idea of our position in those woods. About ten o'clock
that night they sounded off. They gave us an awful pounding. It
| asted for about two hours.

It was the heaviest artillery hammering | ever took in ny
life. The drumfire we had stood on the ridge before we attacked
the Bois de Bell eau had been child's play conpared to it. High
expl osives fromthose German hundred-and-fifty-fives and plenty
of seventy-sevens nmade a hell out of that stretch of woods.

Trees crashed, torn to splinters. Jagged |inbs and jagged
fragnments of steel filled the air. The sharp stench of the high
expl osi ve choked us and started us sneezing; irritated our noses
and throats until it hurt us to breathe.

The funes of that high explosive, heavier than air, settled
down in the fox holes in which we were stretched. They drove ne
out of mne, choking and sneezing. | went over to the ditch by
my P.C. and stretched out there. Qur casualties fromthat
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shelling were fairly heavy. Those two hours in which the Germans
had shelled the living hell out of us, were followed by a silence
as deep as the grave.

Again the air filled with the stench of high expl osives.
Again it settled, like a heavy gas, in our fox holes. Again we
choked and sneezed and had to get up, wal k away, and stretch out
sonmewhere el se. A gas mask was no good agai nst that penetrating
st ench.

The Bois de Bell eau was an unforgettable sight that night. |
had dozed off in the dark during a lull. The expl osions of
renewed shelling woke ne to see the bl ackness rent and torn
everywhere with those terrific flashes of bluish flane fromthe
bursting shells. Silhouetted in that ghastly light |I could see
splintered tree trunks and twisted |linbs and the bl ack mass of
the forest stretching off on both sides. Then for m nutes those
fl ashes would conme so fast that it |ooked as if a great ragged
searchlight was playing up and down in the dark, so continuous
woul d be the illumnation. And all the tine the shattering
i npact of the bursts would hamrer on your ears.

By daybreak next norning | was out on inspection again. The

woods were strangely silent. | found to nmy anazenent that the
terrific barrage of the night before had done conparatively
little danage to our front line. It had torn the woods just
behind the line to pieces. |If we'd had supports in those woods,

t hey woul d have been anni hil at ed.

At the battle's end, the sight was awesone. Two weeks'
grow h of beard bristled on their faces. Deep |ines showed, even
beneath beard and dirt. Their eyes were red around the rins,
bl oodshot, burnt out. They were grined with earth. Their
cartridge belts were al nost enpty. They were damed near

exhausted. Past physical limts. Traveling on their naked
nerve. But every one of themwas cocky--full of fight.

| lined the men up and | ooked themover. It was enough to
break your heart. | had left Courcelles May 31st with nine
hundred and sixty-five nmen and twenty six officers--the best
battalion | ever saw anywhere. | had taken them raw recruits
for the nost. Ten nonths | had trained them | had seen them

grow i nto Mari nes.

Now before ne stood three hundred and fifty nen and six
of ficers.

Six hundred and fifteen nmen and nineteen officers were gone.
Sonme had fallen at Les Mares Farm sone in the bottleneck and on
the ridge across fromthe Bois de Belleau. The nost of them had
gone down that norning we took the woods. Dead, or in hospitals
far to the rear.

For seventeen days--since May 31st--they hadn't had a cup of
hot coffee or a bite of hot food. They hadn't taken off their
shoes. They hadn't had a chance to wash their faces. Even
drinking water had been scarce for days. The only place they had
found any rest had been on the bare ground. For the last four
days they had even been w thout their packs. They had stood days
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and nights of terrific shelling without a chance to hit back.
Behi nd an i nadequate barrage, they had wal ked into the nmuzzl es of
Ger man machi ne-guns and had taken them They had driven trained
German veterans out of fortified positions by frontal attack.
Most of themraw recruits | ess than a year before, they had
wal ked into the fiercest kind of woods fighting in France. In
the face of the mlitary axiomthat twenty-five per cent
casualties justify retreat, they had sustai ned over sixty per
cent casualties--and had gone ahead and gai ned their objectives.
Those obj ectives once gained, they had never given up an inch.
They had stopped the Germans at the nearest point a Gernman
with a gun in his hand ever got to Paris after Anerica entered
the war. At the Bois de Belleau they had done the inpossible.
They had taken nearly twi ce their own nunber in German
prisoners. They had captured nore than fifty Gernman machi ne- guns
and half a dozen trench nortars. They had made a record that
never was passed in the Wrld War. But they had paid for it."

Sem nar Di scussi on:

(1) What did you find nost courageous about the
Marines preparing for, and fighting this battle?

(2) Was following the General's orders to initiate a
frontal attack (knowing it was not the smart
option, with certain high casualties) an act of
nmoral courage? Wat would you have done? WMajor
Hughes' battalion never received the orders.

(3) Open floor for general discussion, questions, and
conment s.

b. Korean War--From T. R Fehrenbach's This Kind of War

"The 5th Marines, Lieutenant Col onel Raynond L. Miurray, noved
fromdusty Masan in the south to Mryang. Here Mirray and
General Craig discussed their attack plans, while the tired and
sweaty Marines bathed in the brownish waters of Mryang's river,
recei ved new cl ot hi ng and equi pnent to replace that which had
rotted in the slinme of rice paddies, and specul ated on their
m ssi on.

These nen had seen only limted conbat in the south, but they
had al ready sweated off their shipboard fat, and were begi nning
to lick the heat. At first they had been no better prepared for
the violent sun than had the Arny, but, like the Arny, they were
adj usti ng.

And these nmen wal ked with a certain confidence and swagger
They were only young nmen |i ke those about themin Korea, but they
were conscious of a standard to live up to, because they had good
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training, and it had been inpressed upon themthat they were
United States Marines.

Except in holy wars, or in defense of their native soil, nen
fight well only because of pride and training--pride in
t hensel ves and their service, enough training to absorb the rough
bl ows of war and to know what to do. Few nen, of any breed,
really prefer to kill or be killed. These Marines had pride in
their service, which had been carefully instilled in them and
they had pride in thensel ves, because each nman had nade the grade
in a hard occupation. They would not lightly let their conrades
down. And they had discipline, which in essence is the ability
not to question orders but to carry themout as intelligently as
possi bl e.

Marine human material was not one whit better than that of
t he human society fromwhich it cane. But it had been hamered
into formin a different forge, hardened with a different fire.
The Marines were the closest thing to | egions the nation had.
They would follow their colors fromthe shores of hone to the
seacoast of Bohem a, and fight well either place.

General Church, to whose 24th Division the Provisional Marine
Bri gade was attached, considered both C overleaf, where the 9th
Infantry was engaged, and OQobong-ni Ridge parts of the sanme eneny
hill mass; however, Colonel Miurray asked for perm ssion for the
Marines to reduce Gbong-ni before a general assault was nmade upon
the Bulge. Mirray felt the R dge could be quickly and easily
reduced, and, secured, it could be used as a line of departure
for a general attack. In this he was wong, but General Church
agreed to the proposal.

The Marine order of attack was organi zed. Lieutenant Col onel
Harold S. Roise's 2nd Battalion would | ead, followed by 1/5 and
3/5in that order. Alittle after mdnight 17 August, 2/5 noved
into an assenbly area in front of Cbong-ni Ridge.

D and E Conpani es of 2nd Battalion had been selected to | ead
the assault. They noved forward in the freshness of early
nmor ni ng, and by 0700 were in position to see their objective, a
| ong, unprepossessing ridge, covered by shale and scrub pine,
with six rib like spurs running dowmn fromit into the sodden rice
paddi es. Between the spurs and the Iow hills behind which the
Mari nes gathered lay a | ong expanse of open rice fields."

"The maps issued to the Marine Brigade, as all the maps used
by the United Nations in 1950, were based on old Japanese
surveys, and inaccurate. The Marines did not know exactly where
they were. Conferring with Captain Sweeney of Easy Conpany,
Captain Zinmrer of Dog called the ridge "Red Slash Hll." From
the Marine attack position a fresh, gaping | andslide scar could
be plainly seen in the reddish earth near the center of the
ridge.

Andy Zimrer told Sweeney, "I'Il take the area right of that
red slash." Sweeney agreed. Each conpany would attack with two
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pl atoons forward at 0800, after the air and artillery
preparation.

There were only 120 riflemen available to send forward in the
first assault wave.

Now, far out in the Sea of Japan, the Navy carriers Badoeng
Strait and Sicily turned into the wind and | aunched a total of
two squadrons of eighteen Marine Corsairs. The gull-w nged
pl anes, clunmsy under heavy bonb | oads, could carry no napal m
because of a shortage of fuel tanks.

For ten mnutes, artillery of the 24th D vision burst on the
rear approaches to Cbong-ni R dge, and along the reverse sl opes
of the ridge itself. Then, when the artillery poundi ng ceased,
the Marine air swarnmed over the hill, blasting Goong-ni's spine.
Dirt, dust, and flame spurted up in great gouts all along the
ridge. To Ceneral Church, watching, it seened as if the ridge
were floating away in snoke.

Then, their bonb | oad exhausted, the Corsairs roared away.

At 0800, the four thin platoons of Marines went forward, across
the valley and toward the ridge, one thousand yards beyond.

Several war correspondents, watching fromthe attack
positions, asked officers the nane of the objective. None seened
to know, and one correspondent wote "No Nane R dge" on his
rel ease.

The Marines splashed across three rice paddies and skirted a
cotton field, and they drew fire, not fromthe ridge, but from
automati c weapons on their flanks. The fire grew heavier, and
now gaps opened between the attacking pl atoons.

In spite of the fire, the platoons reached the sl opes of
Qobong-ni. Here nortar shells crashed down on them And here the
ground steepened sharply, forcing the Marines to clinb slowy and
painfully toward the crest.

Only one platoon, 2nd Lieutenant M chael J. Shinka's 3rd of
Dog Conpany, made the top. Just to the right of the big red
sl ash Shinka found a snmall rain gully |eading upward, and through
this his nmen crawl ed, bent over, panting, to the crest. Chunky
reached the top of Cbong-ni with only two thirds of his original
thirty men--while the other platoons, faced with steep ground and
heavy fire, stalled halfway up the sl ope.

The totality nmen atop Cbong-ni had no protection to either
flank. They found a line of enpty foxholes dug by the NKPA, and
poured into them just as a hail of machine-gun fire whipped at
them from eneny positions to their right. And then hand grenades
soared through the air fromeneny holes down on the reverse
sl ope.

The Marines could handle the resistance bel ow them on the
sl ope, but they couldn't stop the enfilading machi ne-gun fire
fromtheir right. Any man who cane out of a hole was hit.

Wthin mnutes, Mke Shinka had five nen down. There were no
Marines supporting him either to left or right. He realized the
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ridge was too hot. He shouted to his platoon sergeant, Reese, to
get the wounded down, and ordered 3rd Pl atoon back down the hill.
Pul l'ing the wounded nen on ponchos, the Marines slithered

back down the gully to a position hal fway down the hill, where
t hey had reasonabl e cover. Chunky raised his conpany CP by radio.
"We can reach the top and hold it," he told Zimrer, "if you
can get that flanking fire off our backs." Shinka, counting, saw
he had fifteen nmen left out of thirty. "Gve me an air strike
and nore nmen, and we can nake it."
"l can't give you any nore nen," Andy Zinmmer said. "But the

air strike is on the way."

All of the platoons of Dog and Easy had been stopped al ong
the ridge, and Dog's reserve had to be conmtted to assist the
pl atoon on Shinka's flank. Waiting for the Marine Corsairs to
return and plaster the hill, Shinka and the other platoon
officers did their best to coordinate a fresh attack

The Marine aircraft buzzed over OGbong-ni once again, blasting
t he snaky spine with high explosives until the ground trenbl ed
underfoot. Wen they finished, American tanks noved out into the
open valley east of the ridge line and hurled shells into the
sides and crest of Cbong-ni.

The deci mated Marine platoons went up the hill again. Again
the eneny fire blazed up, nmuch of it comng fromthe O overl eaf
hill conplex on the north. North Koreans rushed back into their

hol es along the top of the ridge, which they had abandoned under
the air strike, and rolled hand grenades down the front sl ope.

Again M ke Shinka and platoon were the only Marines to nmake
the crest. Chunky arrived this time with nine abl e-bodi ed nen.
They saw noving nmen on the ridge to their left. The platoon
sergeant, still on his feet, called, "Easy Conpany? "

A blast of automatic fire answered him "Son of a bitch!"
Sergeant Reese yelled, and returned the fire with a BAR

Agai n Shinka's platoon was in an untenabl e position, eneny
fire chopping at it fromleft and right, and fromthe reverse
sl ope of bong-ni. Reese fell shot through the |eg; another man
took a bullet in the stomach.

On the crest a bullet shattered M ke Shinka's jaw.  Choking
on his own bl ood, he bent over and hawked to clear his throat.
He was unable to use his radio. He notioned his nmen to get back
down the ridge sl ope.

As he checked the ridge to nake sure no wounded Marine had
been |l eft behind, a new bullet took Shinka in the arm The
i npact knocked himrolling down the sl ope.

As Shinka and his bl oody survivors crawl ed back to their
covered gully, a stormof fire shattered the entire Marine attack
agai nst Gbong-ni. By 1500, of the entire 240 nmen who had been
comm tted agai nst the eneny, 23 were dead and 119 wounded in
action.

They hadn't taken Gbong-ni Ridge--but a lot of them had died
trying. At 1600, Colonel Newton's 1st Battalion relieved the
battered remmants of 2/5 in front of the ridge.
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In command of the 18th Regi nent, NKPA, hol di ng Gbong- ni
Ri dge, Col onel Chang Ky Dok knew his situation was increasingly
desperate. During the day he had suffered six hundred
casualties, forcing the 16th Regi nent, which defended C overl eaf,
to reinforce himwth a battalion. H's anmunition supply was
dwi ndling at a frightening rate. He had no nedical supplies, and
hi s wounded were dying fromlack of attention.

He knew he could not w thstand another day of Anmerican air
and artillery pounding and a fresh Marine assault up the ridge.
Because he had a captured Anerican SCR-300 radio, tuned in on
Mari ne frequencies, he knew that the 1st Battalion had relieved
2/5 along the front of OGbong-ni, and he knew approxi mately where
the conpanies of 1/5 were located, for the Marines tal ked a great
deal over the air.

At last Colonel Murray had realized that C overleaf had to be
t aken before his Marines could assault OGbong-ni, and late in the
afternoon the 2nd Battalion, 9th Infantry, had pushed the 16th
Regi ment from that supporting position. The Anerican 19th and
34th regi ments were pushing attacks north of C overleaf against
the right flank of the NKPA salient with sone success.

About to be flanked, Chang Ky Dok requested perm ssion to
wi t hdraw west of the Naktong. The request was deni ed.

Col onel Chang, as all senior conmmanders of the Innun Gun, was
a veteran of Soviet schooling and the North Chi na wars.

He knew his only hope was to shatter the Anerican attack before
it started on the 18th. He was short of nen, short of food, and,
worst of all, lowon ammunition. But he could still place
superior conbat power against the thin Marine lines in front of
hi m at places of his choosing. As dark fell 17 August, he chose
to attack.

A and B Conmpanies, 1/5 Marines, had relieved the deci mted
2/5 during the late afternoon of 17 August and continued the
attack. They had taken two of the knobs of the Gbong-ni ridge
line, and with dark, they buttoned up for the night. They
adjusted artillery on likely eneny avenues of approach, and in
front of their owm lines they strung wires to trip flares. They
expected a strong eneny reaction by night--but they did not
realize that the eneny, nonitoring their radio, knew exactly how
t hey were positioned.

At 0230 a green flare rose high over the dark and bl asted
mass of Cbong-ni, and the night exploded into a continuous flare
of light and noise. Eneny squads rushed down upon the Marines,
hurling grenades and firing automatic weapons furiously. As each
squad dashed forward a little way, then hit the ground, fresh
squads repeated the attack.

Scream ng and firing, the North Koreans pushed into A
Conpany, passed through, and sl amred agai nst B Conpany's
perinmeter. One platoon of Able was isolated, but the separate
pl at oon positions held together. Finally, Able was forced to
retreat off its knob, noving back down the slope into a saddle.
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Agai nst Baker's perineter the North Korean attack broke. For
three quarters of an hour it was touch and go, violent, close-in
fighting raging over the ridge knob. Then, gradually, the North
Korean assault faltered.

Wthin two hours, it was growng |light, and the assault ended
conpletely as the sky brightened to the east. 1In the early,
shadowy daylight the Marines counted al nost two hundred North
Korean corpses sprawed in front of the two conpanies' positions.
The nunmber of wounded who had crawl ed or been carried away coul d
only be estimated--but the 18th Regi nent was shattered beyond
repair.

But the cost had not been light. Half of the Marines who had
wat ched the evening sun go down were no |longer on their feet.

Wth daylight, those who were took up the attack once nore,
followng the path of the eneny's withdrawal. Soon, a
machi ne-gun hel d up Abl e's advance.

Captain John Stevens of A called for an air strike on the
gun's position. But the gun was only one hundred yards in front
of his nen, and Battalion HQ refused to allow the Corsairs to
strike so close to its own troops. Stevens argued. He said he
couldn't go forward against the dug-in fire, and he would | ose
men trying to withdraw. He said his own nen were in holes.
Finally, Battalion agreed.

The Corsairs, piloted by nen who were al so ground officers,

t ook no chances. One plane marked the target with a dumy run;
anot her whistled in with a 500-pound bonb. The hillside
surroundi ng the NKPA machi ne gun blew up with a trenendous wave
of sound.

Stevens' Marines pushed into the snoke and falling rock and
earth. They found the gun destroyed, and gunners dead of
concussion. One of their own nen had been killed, too--but a few
m nutes later they had the hill.

While 1/5 nopped up on part of the ridge Iine, Colonel Mirray
sent 3/5 into action on its north. The 3rd Battalion noved in
rapi dly, alnost w thout opposition.

Behi nd Gbong-ni, hundreds of defeated and denoralized North
Koreans were stream ng westward toward the Naktong. Now the
artillery forward observers and the tactical aircraft overhead
began to have a field day. Forced into the open by advancing
Mari nes, dozens of eneny troops were brought under fire and
kill ed.

By afternoon, 18 August, it was obvious to all that the NKPA
4th Division was in full flight. Marines and sol diers pushed
westward, converging on the river, while artillery fel
continuously on the Naktong crossings. Early on the 19th,
Marines and troops fromthe 34th Infantry nade contact on the
riverbank; by that evening patrols could find no eneny east of
the Naktong. The first battle of the Naktong Bul ge had ended in
conpl ete Anerican victory.

Less than 3,000 nen of the NKPA 4th Division went back across
the river. Its reginments had only from 300 to 400 effectives
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each. Alnost equally inportant, the 4th Division had left its
guns: 34 artillery pieces, hundreds of automatic weapons,

t housands of rifles. For all practical purposes, the "Seoul"
Di vi si on had been destroyed.

The fire brigade had arrived. It had been burned in the
flames, but the fire was out.

It was a bitter nonment for Major CGeneral Lee Kwon Mi, Hero of
the North Korean State, when, on 19 August 1950, he received from
Kimll Sung the order, published several days before, that
designated the 4th a Guards Division for its heroic
acconpl i shnents at Taejon."

Sem nar Di scussi on:

(1) What was the greatest act of courage? Was it
nmor al courage, physical courage, or both?

(2) What operational |essons can be drawn fromthe
Nort h Korean conmmander's possession and use of the
Mari ne Corps radio?

(3) Open the discussion to general comments,
observations and questi ons.

Note: This Kind of War is one of many excell ent books fromthe
Commandant's Professional Reading List. |f you appreciated this
readi ng, other books on the Commandant's Professional Reading
List wll provide you with hours of reading enjoynent, and
operational |essons that will inprove your personal warrior
skills.

c. Vietnam -From Gui debook for Marines, Fourteenth
Revi sed Edition

"I'n Decenber 1967, Marine Corporal Larry E. Snedley led his
squad of six nmen into an anbush site west of the vital mlitary
conplex at Da Nang in South Vietnam \Wen an estinmated 100 eneny
sol diers were observed carrying 122mm rocket |aunchers and
nmortars into position to | aunch an attack on Da Nang, Corporal
Snedl ey courageously led his nen in a bold attack on the eneny
force which outnunbered them by nore than 15 to 1

Corporal Snedley fell nortally wounded in this engagenent and
was | ater awarded the Medal of Honor for his courageous actions."”

"Private First Cass Melvin E. Newin was nmanni ng a key
machi ne gun post with four other Marines in July 1967 when a
savage eneny attack nearly overran their position. Critically
wounded, his conrades killed, Private New in propped hinself
agai nst his machine gun and twi ce repelled the eneny attenpts to
overrun his position. During a third assault, he was knocked
unconsci ous by a grenade, and the eneny, believing himdead,
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bypassed hi mand continued their attack on the main force. Wen
he regai ned consci ousness, he crawl ed back to his weapon and
brought it to bear on the eneny rear, inflicting heavy casualties
and causing the eneny to stop their assault on the main positions
and again attack his machine gun post. Repelling two nore eneny
assaults, Private New in was awarded the Medal of Honor for his
courageous refusal to surrender his position or to cease fighting
because of his wounds."

"I'n June 1966, Staff Sergeant Jimme E. Howard and his
reconnai ssance pl atoon of 18 nmen were occupyi ng an observation
post deep within eneny controlled territory in South Vietnam when
they were attacked by a battalion size force of eneny soldiers.
During repeated assaults on the Marine position and despite
severe wounds, Staff Sergeant Howard encouraged his nen and
directed their fire, distributed anmunition, and directed
repeated air strikes on the eneny. After a night of intense
fighting which resulted in five nen killed and all but one man
wounded, the bel eaguered platoon still held its position.”

"Later, when evacuation helicopters approached the platoon's
position, Staff Sergeant Howard warned them away and continued to
direct air strikes and small arns fire on the eneny to ensure a
secure | anding zone. For his valiant |eadership, courageous
fighting spirit, and refusal to let his unit be beaten despite
t he overwhel m ng odds, Staff Sergeant Howard was awarded the
Medal of Honor.™

Sem nar Di scussi on:

(1) Discuss the noral courage that drove Corporal
Larry Snedley to attack an eneny force 15 tines
stronger than his own.

(2) Were do you believe courage such as Private First
Class Melvin Newin's grew fron? Was it a strength
t hat devel oped though training and discipline?
Respect and duty to his country? Your opinions
pl ease. ..

(3) Discuss the courage that notivated Staff Sergeant
Jimme Howard to warn away helicopters that woul d
take himto safety. Was this an act of noral or
physi cal courage?

(4) Open the sem nar to general conmments, observations
and questi ons.

d. Summary. Have different nmenbers of the sem nar group
answer the follow ng questions, using exanples fromthe readings
as appropriate. Answering these questions as a semnar, Wl
ensure the inportant points of this chapter are brought together.
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(1) Define courage.
(2) G ve exanples of physical and noral courage.

(3) How is courage and character devel oped by the
Mari ne Corps?

(4) What effect did studying exanples of Marine Corps
courage have on your feelings for God, Country,
and the Corps? Do you feel stronger, and nore
capable as a warrior?

6. Appendi ces. None.
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

LEADERSHI P TRAI NI NG

"An arny of deer led by one lion is nore feared than an arny of
lions | ed by one deer."

1. Introduction. As SNCOs and officers, you are the | eaders of
the Marine Corps. The ability to lead is not inherently bred
into your character, it is a skill you develop with experience.
2. Overview. The purpose of this discussionis to give you an

under st andi ng of how to effectively conduct |eadership training.

3. Ref er ences. MCO 5390. 2.

4. Di scussi on Leader Not es. N A

5. Di scussi on

a. Leadership training goals. The primary goal of Marine
Corps |l eadership training is "to develop the | eadership qualities
of all Marines to enable themto assune progressively greater
responsibilities to the Marine Corps and society." The secondary
goal is to enhance m ssion acconplishnment and troop wel fare.
There are several ways to acconplish this.

(1) Foster the constant application of |eadership
principles by all Marine | eaders, particularly |eadership by
exanpl e.

(2) Devel op proper noral and ethical behavior.

(3) Pronote fair treatnent for all Marines with speci al
enphasi s on equal opportunity and prevention of sexual
har assnent .

(4) Inprove personal and performance counseling.

(5) Develop the team concept and stress teammwork in daily
activities to reinforce the team concept.

(6) Inprove | eadership instruction in the formal schools.

b. Marine Corps' policy on | eadership training. The
followng policies apply to all |eadership training prograns:
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(1) Commanders are responsi ble for |eadership training.
Par agraph 1100 of the Marine Corps Manual provides the guidelines
for the Marine Corps' |eadership goals.

(2) All Marines, officer and enlisted, wll participate
in |eadership training. There are no set nunber of hours in which
| eadership training can be acconplished. Most |eadership
training can be foreseen and scheduled in a | eadership training
pl an.

(3) Sone | eadership training results fromthe | eader's
recognition of potential problens, real or perceived.

(4) Leadership training will enphasize the dignity of
each individual Marine and the quality of human under st andi ng.

(5) Leadership training will be conducted in accordance
wi th recogni zed and proven traditional mlitary techni ques and
principles. Commanders nmust guard agai nst the enpl oynent of
training techniques inconsistent wwth Marine Corps policies and
m ssi on-oriented approach. The techniques that are specifically
forbidden are listed in detail in MCO 5390. 2.

c. Responsibilities and duties of those individuals involved
in |leadership training. Responsibilities for |eadership training
are broken down into three categories. They are the duties of
t he commander, instructors, and trainees.

(1) Duties of the commander include devel opi ng pl ans and
prograns, providing guidance, selecting training goals,
al l ocating resources, training instructors, and evaluating the
trai ni ng.

(2) Duties of the instructors enconpass preparing,
conducting, and evaluating the training. Additionally they are
responsi ble to their commandi ng officers to report on training
status, recommend activities, and gather resources.

(3) The trainee nust understand the inportance of the
training, understand what is expected fromhimor her, and ensure
he/she is free of nental or physical distractions. Furthernore,
they must self notivated to seek opportunities to practice this
| eader shi p training.

d. Developing a |eadership training plan. MCO 5390. 2
requi res conmanders to prepare a | eadership training plan.
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Al though it does not provide a specific list of topics, it
outlines the training guideline and howit will be integrated
into all other training .

Because the order does not specify |eadership training
topi cs, conmanders have great flexibility in selecting topics to
teach. As tinmes change, inevitably, topics change. Wat was once
a non-issue may becone an issue and sonething that needs to be
inplenented into the training plan. For exanple, 10 years ago,
sexual harassnment was not an issue. Now, after a nunber of
recent incidents, sexual harassnent has becone a nmgjor issue and
sonething that all |eadership training plans address.

e. Required | eadership training topics. Al though MO 5390. 2
doesn't specify training topics, there are sone topics that are
directly related to the | eadership training goals that are
required by other regulations. The |eader shoul d consider
i ncluding these topics in his/her |eadership training plan. Not
only will their inclusion enhance the acconplishnment of the
| eadership training goals, but it will also fulfill the rel ated
training requirenments. Required topics and their applicable
orders are:

(1) Sexual harassnment - MCO 5300. 10

(2) Essential subjects - MCO 1510.2 (I ncludes the Code of
Conduct and mlitary |law UCMJ, history, custons, and courtesies,
cl ose order drill, interior guard.)

(3) Troop information program- MCO 1510.25 (I ncl udes
drug abuse, equal opportunity, personal affairs, character and
noral education, and personal conduct.)

(4) Equal opportunity - MCO 5354.1

Periodically, additional requirenents for |eadership-related
training are addressed in CMC Wite Letters, ALMARs, and
nmessages.

f. The training plan. Any training plan should be oriented
to fulfilling the Marine Corps' |eadership training goals. In
doing so, it should nmeet the unit's specific needs, fulfill each
Marine's needs, and devel op each Marine's | eadership abilities.

There are four characteristics of a unit which indicate
success or failure in the unit's | eadership. They are norale,
esprit de corps, discipline, and proficiency. These indicators
can be used as a gauge for neasuring the unit's | eadership
effectiveness and assist in determning its |eadership training
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requi renents. By using these indicators as an eval uation tool,
| eaders can determne their unit's |eadership needs and devel op a
training programto fulfill those need.

g. Preparing the | eadership plan. There are eight basic
steps in developing a | eadership training plan. They are:

(1) Analyze. This step is the responsibility of the
commander and can be called his/her estimate of the training
situation. Wen developing a unit's |eadership training program
t he anal ysis shoul d consider the unit's m ssion, size, |eadership
needs (unit's and individual's), guidance from hi gher
headquarters, desired training goals, resources avail abl e,
teaching ability of instructors, and nethods utilized.

(2) Plan. The commander produces a | eadership training
pl an based on Marine Corps | eadership phil osophies, policy
gui dance, historical references, and personal experiences of the
commander. Additionally, the plan needs to take into account the
unit's activity schedul e, operational requirenents, and
resour ces.

(3) Provide/direct. The conmander provides the plan to
those who need it for execution, directs themto execute the
pl an, and provides the resources required for its execution.

(4) Prepare/schedul e/ announce. The instructor receives
the plan and reviews it for specific guidance and publishes the
training schedule. He or she then conducts research and confirns
availability of resources, supervises the rehearsals, and
provi des feedback to the comnmander.

(5) Conduct. The instructor then conducts the |eadership
trai ning according to his/her schedul e and resources avail abl e.

(6) Supervise/inspect. Both the commander and instructor
are responsi ble for supervising/inspecting training. The
commander supervises the program by conducting inspections during
schedul ed events and by observing his/her command. The
i nstructor supervises the program by attendi ng cl asses, checking
reports and records, and providing feedback to the commander for
eval uati on.

(7) Evaluate. The commander and the instructor mnust
eval uate the program s effectiveness by any nmeans avail abl e.
Revi ewi ng reports and records is not sufficient. The true
eval uation stens from how nuch the program enhances the
acconpl i shnment of the | eadership training goals by neeting the
needs of the unit.

23-4



(8) Correcting. Again, both the commander and instructor
are responsi ble for making corrections in the training program
The instructor evaluates his execution of the program takes
what ever corrective action he/she can wthin his/her purview and
provi des feedback to the commander.

These steps are not necessarily conpleted in a step-by-step
sequence, but are acconplished in a continuous cyclical fashion.
For exanple, after you have conducted (inplenented) the training,
you supervise the inplenentation, evaluate the effectiveness of
the training, and nmake corrections. You continue this process
whi ch enabl es you to catch errors in training content or keep up
w t h changes.

h. Inplenenting | eadership training. Leadership training
shoul d be acconplished using the nethod best lending itself to
the topic and situation. The real inportance lies not in the
method itself, but in how well the method achi eves the
instructional goal. Sone of the nost effective nmethods of
presenting training are given bel ow.

(1) Lecture - This technique is good if you have a | ot of
informati on and a short period of time to present it. It is good
for a specific topic or for inexperienced audiences.

(2) CGuided discussion - This is used for a nore in-depth
di scussion of a topic; or to get an answer for groups with
simlar rank (e.g., NCOs, SNCOs, or officers); or when working on
a unit problem solving situation

(3) Panel discussion - This is used to gain insights from
personnel with greater experience or a particul ar expertise.

(4) Case studies - A case study is used for classroom
simulation to gain a nore realistic | earning experience. The
difficulty wwth this technique is avail able "cases" and good
exanpl es of solutions that enhance the study.

(5) Practical application - This is used for devel oping
command presence and confidence. It allows for the trainee to
get hands-on practice which translates to better understandi ng
and ultimately, enhances | earning.

(6) Social gatherings - Leadership training can be
acconpl i shed by informal gatherings of seniors and subordi nates
during officers' call, ness nights, and other unit activities.
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Not all techniques are suitable for all subjects and audi ences.
Each topi c nust be packaged for presentation based on the needs
of the unit/audi ence.

i. Integrating |leadership training into other types of
training. There are many ways to integrate | eadership training
into other types of training. It is up to the commander to cone
up with ways to conbine training; integrating |eadership training
islimted only by the commander’'s inmagi nati on. Sonme ways to
integrate | eadership training are:

(1) Have subordi nates performthe duties of the next
hi gher grade or position. For exanple, have a pl atoon sergeant
perform sone of the duties of the conmpany gunny, or have a squad
| eader performthe duties of the platoon sergeant. Not only wl|
MOS training be acconplished, but |eadership training as well.

(2) G ve subordinates tasks in areas where they have
expertise. For exanple, assign a sergeant as a rifle coach who
has interest in and is an expert rifleman, or, encourage your
radi o operator to instruct radi o procedures.

(3) Schedul e exercises in a progressive manner starting
at the | owest section/teamlevel wth the stated purpose of
concentrating on devel opi ng | eadership skills.

(4) Do not always |ead yourself. Put the weakest map
reader in front until he/she inproves and try to give everyone a
chance. Anyone who blindly follow a m stake shares in the guilt
of the m st ake.

J. Evaluating a |l eadership training programis effectiveness.
The commander cannot wait for an inspector to advise that his/her
| eadership training programis ineffective. To properly evaluate
the program the conmander nust have constant feedback so he/she
can initiate appropriate corrective action. General Bruce C.
Clarke, USA (Ret), "A Study in Leadership and Training,"
provides a few words of advice that are appropriate:

An organi zation does well only those things the boss checks.

You have to go after the facts. They won't cone to your
of fice.

Learn to be a good conpetent inspector. Those things not
i nspected are negl ect ed.

Good training starts with good training managenent.
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The commander has records to aid in evaluating or recording
the unit's |l eadership training. The |eadership training order
states that, "Commanders will maintain only such records as they
deem necessary to conduct and manage | eadership training within
their unit." Sonme suggestions are:

(1) Maintain a | eadership training plan

(2) Publish a schedule of |eadership classes, to include
topics, hours, and instructors

(3) Maintain a file of attendance rosters
(4) Maintain a file for | esson guides and training aids

(5) Schedul e concurrent/integrated | eadership
exerci ses/ cl asses

(6) Records can be studied and conpared to the master
pl an as an indication of whether the plan is being executed as
pl anned, who is being or has been trained, and what subjects are
bei ng covered or enphasi zed. These records cannot provide a
conpl ete evaluation of the training programs effectiveness. 1In
addi tion, the conmmander nust observe the unit in action on a
daily basis and receive feedback fromhis subordinates to get a
nore accurate picture of the effectiveness of the training
program

6. Summary. Leadership training is not nerely a skill but an
art. Due to the diverse roles and m ssion of the Marine Corps,
Commanders nust pay special attention to the | eadership needs of
their subordinates. It is critical to both norale and unit
effectiveness that |eadership training be inplenented into a
unit's training schedul e.

7. Appendices N A

23-7



UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

CUSTOMS, COURTESI ES AND TRADI TI ONS

1. Introduction. The Marine Corps is the finest fighting
organi zation in the world. As a nenber of the Corps, you shoul d
have an appreciation of the custons and traditions that hel ped
shape the Corps we know t oday.

2. Overview. The purpose of this discussion is to explain the
custons and courtesies of the United States Marine Corps.

The traditions of the Marine Corps, its history, its uniforns,
the Marine Corps way of doing things, make the Corps what it is
and set it apart fromany other mlitary organi zation. These
traditions are closely guarded by Marines, and it is the
responsibility of all Marines to carry on with these traditions
and pass themon to the Marines who follow. Marines should do
nore than just know these traditions; they shoul d nmake these
attitudes and traditions part of their personal code. To do so
is to carry on the traditions of the Marines who went before.

3. References. The follow ng provide additional information on
custons and courtesies of the Mrine Corps:

Handbook for Marine NCGs
NAVMC 2691, Marine Corps Drill & Cerenonies Manua
Marine Battle Skills Training Handbook 1
MCO P10520. 3, Fl ag Manua
Mari ne Corps Miuseum Hi storical Panphlets
Mari ne Cor ps Manual
MCO P1020. 34, Uniform Regul ati ons
SECNAVI NST 1650. 1, Navy and Marine Corps Awards Mnual
MCO P1560. 27, Marine Corps Unit Awards Manua

4. Discussion Leader Notes. Not applicable.

5. Di scussi on

a. Traits of the Marine Corps. The qualities that the
Marine Corps stands for may seem ol d-fashi oned, but these
qualities have shaped the Corps since 1775.

(1) Quality and conpetence. It is expected that the
performance of Marines, both individuals and units, wll be
outstanding in both garrison and in conbat.
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(2) Discipline. O all of the principles of the Mrine
Corps, its insistence on discipline is the nost unconprom sing
and nost inportant.

(3) valor. After the seizure of Iwo Jima, Fleet Adm ral
Nimtz characterized the performance of the Marines who took the
i sl and when he stated that "Uncommon val or was a conmon virtue."
The rich history of the Corps is highlighted by the acts of over
300 Marines who have received the Medal of Honor. Val or and
courage are hall marks of Mari nes.

(4) Pride. Every Marine is intensely proud of Corps and
Country and does his/her utnost to build and uphold the
reputation of the Corps.

(5) Loyalty. "Senper Fidelis" is the notto of the Corps.
Loyalty to the Corps, and loyalty to each other, is required of
every Mari ne.

(6) The infantry. The Corps is unique in that, no matter
what MOS a Marine eventually pursues, each is first a riflenman,
and every officer is trained to function as an infantry officer.

(7) Conduct in action. Courage is expected of every
Marine in battle. It is expected that no wounded or dead Marine
will ever be left on the field of battle or |eft unattended.
Mari nes never surrender unless they have been cut off entirely
and can no | onger nmake use of their weapons.

(8) Core values. Honor, courage, conmtnent.
CGenerations of Anerican nmen and wonen have given special neaning
to the termUnited States Marine. They have done so by their
performance on and off the battlefield. |In order for us to
maintain this great reputation, we nmust continue to keep these
core values ingrained in our hearts and our mnds. Reaffirm
t hese core val ues and ensure they guide your perfornmnce,
behavi or, and conduct every m nute of every day.

b. Unifornms and personal groom ng. The Marine Corps has
al ways prided itself on the appearance of individual Marines. As
a Marine, it is your responsibility, on and off duty, to maintain
the Marine Corps reputation for smart, professional, and
correctly worn unifornms. Although you may see ot her service
menbers doi ng things such as renoving bl ouses or | oosening ties
at social functions, Marines don't do that. The Marine Corps
Uni form Regul ations is the "bible" on uniforns, insignia, and
groom ng. You are responsible for know ng these regul ati ons,
setting the exanple through strict conpliance, and enforcenent of
t hese regul ations. MCO P1020.34 is the order on Marine Corps
uni form regul ati ons.
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c. Bearing. Wile in uniformnever put your hands in your
pockets, chew gum whistle, snoke while wal king, enbrace or hold
hands or hold an unbrella, not even as an escort. Additionally,
Marines never wear a cover while indoors, unless under arns. You
shoul d al ways wear your cover while riding in a vehicle. The way
you carry yourself as a Marine says as nuch about the Marine
Corps as any tradition or honor. You are judged daily by your
subordi nates, peers, seniors and the Anmerican people by the way
you carry yourself and the bearing you project.

d. Mlitary courtesy. Mlitary courtesy is the traditional
formof politeness in the profession of arnms. Mlitary courtesy
enbraces nmuch nore than the salute or any other ritual. Courtesy
is a disciplined state of mnd. It nust be accorded to all ranks
and on all occasions. Courtesy to a senior indicates respect for
authority, responsibility, and experience. Courtesy towards
juniors expresses appreciation and respect for their support and
for themas fellow Marines. Courtesy paid to the Colors and the
Nat i onal Ant hem expresses loyalty to the United States. Mlitary
courtesy is a prerequisite to discipline. The Marine Corps has
al ways stood at the top of the services inits full and willing
observance of the twin virtues of soldierly courtesy and
di sci pli ne.

(1) The mlitary salute. Over the centuries, nen-at-arns
have rendered fraternal and respectful greetings to indicate
friendliness. In early times, arnmed nen raised their weapons or
shifted themto the left hand (while raising the enpty right
hand) to give proof of their friendly intentions. During the
M ddl e Ages, knights in arnor on encountering friendly knights
raised their helnet visors in recognition. 1In every case, the
fighting man made a gesture of friendliness--the raising of the
right hand. This gesture survives as today's hand salute, which
is the traditional greeting anong soldiers of all nations.

(a) Individuals entitled to a salute. As a service
menber, you will salute all officers who are senior to you in
rank in any of the Arnmed Forces of the United States or of
friendly foreign governnments, officers of the Coast Guard,
Geodetic Survey, and of the Public Health Service who are serving
with the arned forces of the United States.

(b) I'n addition there are certain appointed or
el ected civilian nmenbers of both our National and State
governments who are so honored. Anong the individuals of the
United States you customarily salute are the foll ow ng.

Presi dent of the United States
Vice President of the United States
St ate Governors
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Secretary of Defense

Deputy Secretary of Defense

Senators and Congressnen

Secretaries of the Arny, Navy and Air Force

Assi stant Secretaries of the Arny, Navy and Air
Force

(c) Anmong the nenbers of the friendly foreign
gover nnents whom you salute are

Heads of State

Anbassador s

M ni sters of Defense or other civilian | eaders of
def ense establishnments and their assistants at or above the
Assi stant Secretary of the Arnmy, Navy and Air Force

(d) When not to salute. In sone situations, the
salute is not appropriate. In general, you do not sal ute when:

[ 1] Engaged in routine work when a salute would
interfere.

[ 2] I ndoors, except when under arns.

[3] Carrying articles with both hands or being
ot herwi se so occupied as to make sal uting inpractical.

[4] The rendition of the salute is obviously
I nappropri ate.

[ 5] Engaged in driving an autonobile. However,
whenever practical, you should return the salutes of others
provi ding the vehicle can be driven safely.

[6] In places of public assenbl age such as
theaters or churches, and in public conveyances.

[7] You are in the ranks of a fornmation.
However, if at ease in a formation, you cone to attention when
addressed by a senior.

[ 8] When within sight of eneny sol diers.

(e) Special situations.

[1] Enlisted Marines nmay give and receive sal utes
fromother enlisted Marines when in formation and rendering
reports.

[2] After a senior has been saluted, if he
remai ns nearby and no conversation takes place, no further
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salutes are necessary. On the other hand, if directed to report
to a senior in the sane area, you should salute when reporting
and agai n when taking your | eave.

[3] A Marine salutes indoors only when under

arms. This normally neans a duty status with a weapon. In this
situation, the Marine remains covered and shoul d sal ute; Marines
not under arns do not sal ute indoors. In an office, Marines need

not cease work when an officer enters unless called to attention.
When addressed by an officer, the person so addressed shoul d
rise.

[4] In the naval services, protocol does not cal
for saluting when uncovered except for the return of uncovered
salutes rendered first by Arny and Air Force personnel. The
exception in this case follows the general rule that, "social
custons or mlitary courtesy should always be interpreted so as
to prevent awkward situations."” Therefore, the naval service
est abl i shes an excepti on whereby an uncovered sal ute may be
returned. \When uncovered, naval officers initiate salutes by
comng to a position of attention.

(d) Rules for saluting officers and uncased col ors

[1] Qut-of-doors. Salute in the open air, the
interior of such buildings as drill halls and gymasi uns when
used for drill or exercises of Marines, on the weather decks of a
man- of -war, or under roofed structures such as covered wal ks and
shelters open at one or both sides to the weather.

[2] Under arns. A Marine is under arnms when he
has a weapon in his/her hand, is equipped with sidearns, or when
weari ng equi pnment pertaining to arms, such as sword sling, pistol
belt, or cartridge belt. Any Marine wearing an "M" or "SP"
brassard is consi dered under arns.

[3] When not in formation. \When an officer
approaches enlisted Marines who are not in a formation, the first
to recognize the officer calls the group to attention as soon as
the officer cones within six (6) paces. The salute is held until
returned. The Marines remain at attention until the officer has
passed or until he/she commands "carry on."

[4] Overtaking. Wen you overtake an officer
proceeding in the sane direction, draw abreast on the |eft,
render a hand salute and say "By your leave, Sir/Ma'am" The
of fi cer acknow edges the salute and replies "granted.” Wen you
overtake a Marine junior to you, pass on the right if possible.

[5] Saluting distance. The maxi num di stance
within which salutes are rendered and exchanged is prescribed as
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30 paces. The salute should be rendered when six paces fromthe
person (or color) to be sal uted.

[ 6] Uncased colors. Colors and standards not
cased are saluted when either you or they approach or pass within
si x paces. Hold your salute until the colors have passed or you
have passed the col ors by six paces.

[ 7] Prisoner chaser. An exception to the nornma
saluting practice is in the case of the prisoner chaser. A
pri soner chaser does not salute an officer except when addressed
by an officer in the line of duty.

[ 8] Morning and evening colors. Menbers of the
color detail render the hand salute as appropriate during raising
the flag at norning colors. Menbers of the color detail render
t he hand salute as appropriate during the lowering of the flag at
eveni ng col ors.

(2) Forns of address

(a) CGeneral. Although the Marine Corps is an
integral part of the naval service, its rank structure is simlar
tothe Arny. In witten correspondence, both formal and social,
full rank precedes the name and is witten out. |In conversation,
all generals are General; all colonels are Colonel, etc. Ful
rank precedes the nane of comm ssioned officers; customarily,
rank may be abbreviated in routine correspondence of an official
nature but is witten out in business or social correspondence.
The rank al so precedes the nanes of warrant officers. Wen in
civilian dress, a captain and a lieutenant are introduced as "
the Navy" to distinguish the rank fromother services. In
conversation, all admrals are Admral. Al chaplains are
i ntroduced by rank.

of

(b) Addressing officers and enlisted nen

[1] General. It is appropriate and strongly
recomended that a person be greeted by nane and grade; e.g.,
"Good norning, Captain Jones," or "Good evening, Corporal Cark."
| f you are unsure of an enlisted Marine's nane or grade, "Good
nmorni ng, Marine" is appropriate as is "Good norning, Sir," or
"Good Morning, Ma'amt' in the case of an officer. |In your
everyday relationships with other Marines, it is inperative that
you be famliar with the conmon courtesies extended to officers
and enlisted Marines.

[2] Addressing officers. Use "Sir" or "M'ant
whenever addressing officers nore senior; however, if acquainted
with the officer, it is preferable to use both grade and nane;
e.g., "Good afternoon Col onel Sands." \Whenever addressing a
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general officer, it is customary to use "CGeneral"” in |lieu of

"Sir" or "Ma'am" \Wen verbally addressing generals, |ieutenant
colonels, and first and second |lieutenants, use their short
title; i.e., "how are you, Lieutenant?" or "Good norning,
Colonel."” It is an old (although not required) tradition that,

when you address a senior officer, you speak in the third party;
for exanple, "Wuld the Captain care to check the rifles, now?"
or "Sir, Lieutenant Janson reporting for duty."

[ 3] Speaking to enlisted Marines. To pronote
pride and respect anong your juniors, address them by nanme and
grade. Avoid casual use of first nane or nicknanes. Senior
enlisted Marines should al so be addressed by their full grade and
name. Such terns as "trooper” and "EMs" shoul d never be used.
Always refer to a Marine by grade, not pay grade. A sergeant is
a "sergeant," not an "E-5."

[4] Informal situations. First names and
ni cknames are proper with contenporaries or junior officers
during social functions, during business hours in the privacy of
the office, and in the Cub

[5] M scel |l aneous. A conmon word in reference to
a Marine captain is "Skipper"; however, it is nore proper when
used in addressing a captain conpany commander (" Ski pper" is
reserved for the Captain of the ship when at sea). It should
al so be noted that a Marine warrant officer wearing the bursting
bonmb insignia may be called "Gunner."

[ 6] Rank abbreviations. In official
correspondence, rank and ratings are abbreviated and fully
capitalized in the naval services, and are partially capitalized
in the other services. The relative ranks of comm ssioned
officers' abbreviations differs slightly fromservice to service.
A good exanpl e woul d be our abbreviation, 2ndLt, and the Arny's
version, 2LT. As you can see there are exceptions to the rule.

[7] Addressing promnent civilians. The
"Honorable" is the nost preferred formfor addressing nost
American officials. This phrase is always used with the full
name and never any other title, (i.e., The Honorable John Dalton
vi ce The Honorable M. Dalton or The Honorable Secretary of the
Navy) .

(3) Service Afloat

(a) Nautical terns. Many Marine Corps custons are
derived from many years of service afloat. Even ashore, Marines
customarily use nautical ternms. Floors are coommonly referred to
as "decks," walls are "bul kheads," ceilings are "overheads," and
corridors are "passageways." The order "Gangway!" is used to
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clear the way for an officer ashore just as it is afloat. Anong
other terms in comobn usage are "two-block,"to tighten or center

(a necktie); "head;" "scuttlebutt"a drinking fountain, or an
unconfirmed runor. |In the Marine Corps, the expression "Aye,
aye, Sir" is used when acknow edging a verbal order. "Yes, Sir"
and "No, Sir" are used in answer to direct questions. "Aye, aye,

Sir" is not used in answer to questions as this expression is
reserved solely for acknow edgnent of orders.

(b) Boarding a snmall boat or entering a car. Wen
boarding a small boat or entering a car, juniors enter first and
take up the seats or the space beginning forward, |eaving the
nost desirable seat for the senior. Seniors enter |ast and | eave
first.

(c) Last to |l eave ship. Marines are always or should
be the last, other than the ship's captain, to | eave a ship being
deconmm ssioned. Although the tradition is an old one, it first
appears in Navy Regul ations of 1825. "Were a vessel is to be
put out of comm ssion, the Marine officer with the guard shal
remain on board until all the officers and the crew are detached
and the ship regarded turned over to the officers of the navy
yard or stations."

(d) Boarding ship. Wen boarding a U. S. Navy ship,
face aft and salute the national Ensign. Then, face the Oficer
of the Deck, salute, and request perm ssion to cone aboard.
Reverse the process when debarki ng.

(4) Cerenony

(a) Parades and cerenonies. Another custom which you
wll be directly involved with is that of holding a parade or
review to mark inportant events such as the presentation of
awar ds, a change of command, or a retirenment. During an officia
visit, the visiting dignitary is usually received by rendering
"Honors." These usually consist of a gun salute, "Ruffles and
Fl ouri shes"” and other martial nmusic. The Marine Oficer's Quide
outlines exactly what honors are rendered to what dignitary. As
a participant or spectator, you are required to stand and sal ute.
Renmenber, when participating in parades or cerenonies, the Drill
and Cerenoni es Manual contains the proper procedures to be used
during these events.

(b) "First of foot and right of the line." Marines
format the place of honor--at the head of columm or on right of
line--in any naval formation. This privilege was bestowed on the
Corps by the Secretary of the Navy on 9 August 1876.

(c) National Anthem and the Marines' Hymn
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[1] National Anthem \Wen the National Anthemis
pl ayed or "To the Colors" or "Retreat"” (Evening Colors) is
sounded, all mlitary personnel cone to attention, face toward
the nmusic and salute. You hold your salute until the last note
of the music, but remain at attention until "Carry On" is
sounded. If the National Anthemis being played incident to a
cerenony involving the colors, face toward the colors rather than
t he nusi c.

[a] Marines in formation. Formations are
hal ted and brought to attention, and the comuander sal utes facing
in the direction of his unit's original front.

[b] Personnel in vehicles. During playing of
the National Anthem all vehicles within sight or hearing of the
cerenony stop. Passengers do not debark, but remain seated at
attention.

[c] In civilian clothing. Cone to attention,
and if wearing headgear, renove it and place it over your left
breast with your right hand. Oherw se, place your right hand
over your |eft breast.

[2] Marines' Hymm. The history of the Marines
Hymm is very sketchy; however, the nelody was witten by Jacques
O fenbach and was perfornmed for the first tine on Novenber 19,
1859. Although there is no record of the hymm's author, the
wor ds appeared on a recruiting poster in 1898. \Wen the Mrines
Hymm is being played outdoors, stop and cone to attention. If it
is played indoors, stand up and cone to attention. You should
menori ze all three stanzas of the Hyrm and be prepared to sing it
out loud at any tine.

e. The Marine Corps Birthday

(1) The United States Marine Corps of today has had a
continual existence since 1798, when President John Adans si gned
into law an act reestablishing the Corps. However, the
traditional and official founding date of the Marine Corps is
cel ebrated on 10 Novenber. On this day in 1775, the Conti nental
Congress, neeting in Philadel phia, authorized the raising and
enlistment of two battalions of Marines for service with the
new y fornmed naval forces of the colonies. This all started at
Tun Tavern in Phil adel phia, Pennsylvania, making it the
bi rt hpl ace of the Corps.

(2) Marine Corps Birthday cel ebration custons. All
Marine Corps activities, if at all practical, shall provide for
sui t abl e observance of the Marine Corps birthday on 10 Novenber.
When 10 Novenber falls on a Sunday, the birthday will be
cel ebrated on the preceding Saturday. Such observances shall be
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appropriate to the size and mssion of the activity concerned - -
in accordance with the local conditions and within financi al
means of personnel of the host activity. The Drill and

Cer enoni es Manual outlines procedures for Birthday observances.

(a) Troop formations, to include parades, are to be
hel d when practical. The reading of General John A Lejune's
bi rt hday nessage shoul d be incl uded.

(b) Soci al observances to include the birthday bal
and the traditional cake-cutting cerenony.

(c) The first piece of cake to honor the ol dest
Mari ne present.

(d) The second piece of cake to honor the youngest
Mari ne present.

f. Colors of the Corps. The official colors of the United
States Marine Corps are scarlet and gold. These colors are
di spl ayed on such itens as our official standards, unit guidons,
insignia, and uniforms. Scarlet and gold were adopted as the
official colors of the Marine Corps in 1921, by order of the
Commandant, Maj or General John A Lejeune.

g. Marine Corps Enbl em

(1) The basic design of the enblemwas officially adopted
in 1868. It is a synbolic representati on which Anericans, both

civilian and mlitary, imediately identify as "Marines." Prior
to 1868, the Marines wore various enbl ens based mainly on the
spread eagl e and foul ed anchor. 1In 1868, the seventh Commandant,

Ceneral Zeilin, decided on a single, distinctive enblem centered
around the gl obe.

(2) The enblemrepresents what we stand for, our past,
and our future. There are three basic conponents of the Marine
Cor ps enbl em

(a) Anchor. The first part of the enblemis the
anchor. It is not just a plain anchor but a "foul ed" anchor.
The anchor enphasi zes the close ties of the Marine Corps with the
U.S. Navy.

(b) G obe. Enphasizing the close ties between the
U S. Marine Corps and the British Royal Marines, the idea of a
gl obe as part of the enblemwas borrowed fromthe enblemof the
Royal Marines. However, the Royal Marines' enblem shows the
Eastern Hem sphere, whereas the U.S. Marine Corps' enblem shows
the Western Hem sphere. This was only natural since the United
States is located in the Western Hem sphere and many of the early
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Mari ne conbat operations and nonconbatant duties were in the
Western Hem sphere. Today, of course, the gl obe can al so
synbolize the "global" Mrine Corps conmtnents and

responsi bilities which have evolved in the 20th century.

(c) Eagle. The third part of the enblemis the
eagle. The eagle is the national synbol of the United States, and
is the one part of the enblemwhich readily identifies the Marine
Corps with the United States. The eagle proudly carries a
streaner in its beak which bears the notto of the Corps, "Senper
Fidelis.™

h. Marine Corps Seal. On 22 June 1954, President Ei senhower
si gned Executive Order 105.38 "Establishing a Seal for the United
States Marine Corps." General Lemuel C. Shepard, Jr., 20th
Commandant desi gned the seal which consists of the Marine Corps
enblemin bronze, the eagle holding in its beak a scrol
i nscribed, "Senper Fidelis," against a scarlet and bl ue
background, encircled by the words, "Departnent of the Navy -
Unites States Marine Corps."”

i. Flags and colors

(1) Colors/standards. Specialized flags carried by
mlitary units. Each armor branch of the service has its own
colors. The Marine Corps colors/standards are scarlet with gold
fringe trim The Marine enblemis centered on the flag with a
white scroll below. Marine Colors are carried beside the
National Colors. Standards are Marine Col ors that are nounted,
such as flags nounted in the Commanding Oficer's office.

(a) Organi zational standards/colors. Carried by
supporting establishnment commands. Scroll on the flag says
"United States Marine Corps".

(b) Battle Colors/Standards. Carried by Fleet Marine
Force units (FMF). The scroll has the unit's name fol |l owed by
FMF on it. Battle streaners that have been awarded to the unit
are di splayed just bel ow the mast head.

(2) @Quidons. Cuidons are small rectangular flags, nade
in Marine Corps colors. They are carried by conpanies,
batteries, or detachnents.

J. Awards and Decorations

(1) Personal decorations. Personal decorations are
awarded to individual Marines for heroism gallantry, or valor.
Exanpl es include the Medal of Honor, Purple Heart and the Navy
Cross. Personal decorations can also be awarded for neritorious
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service, such as, the Meritorious Service Medal and the
Navy- Mari ne Corps Achi evenent Medal

(2) Unit decorations. Unit decorations are awarded to a
Marine unit for outstanding performance, inside or outside the
United States. The French Fourragere is one such exanple. It is
the senior unit award, and the first collective award, won by the
U S Mirines. Oher exanples of unit awards include the Navy
Unit Commrendation and the Meritorious Unit Comrendati on.

(3) Canpaign or service nedals and ribbons. These awards
are issued to "all hands" who take part in a particul ar canpai gn,
or serve during a specific tine period for which the award is
aut horized. An award can al so be earned for notabl e achi evenent
in a non-conbat environnment. An exanple would be the Antarctica
Servi ce Medal

(4) Marksmanshi p badges and trophies. Badges are awarded
to individuals who denonstrate special proficiency or skill in
mar ksmanshi p. Trophies are awarded at various |levels to include:
United States and international distinguished shooter
conpetitions, and Marine Corps rifle and pistol chanpi onshi ps.

k. The Marine Corps Uniform

(1) The scarlet trouser stripe. Ared stripe first
appeared on uniformtrousers in 1798, and reappeared in 1840 and
1859, partly as a result of the mlitary fashions of the day.

The popul ar story, which cannot be supported by fact, is that the
red stripe commenorates the blood shed by Marines in the Battle
of Chapul tepec in 1846.

(2) The quatrefoil. The quatrefoil is an interwoven
braid in the shape of a cross of figure eights found on top of
the Marine officer's barracks covers. Oficially, the quatrefoi
first becane an authorized part of the uniformin 1859. The
quatrefoil was the fashionable mlitary style of the era.

Popul ar belief tells us that the quatrefoil was worn on the caps
of Marines fighting on the decks of ships in order that they

m ght be easily recognized by the Marine sharpshooters | ocated
above in the ship's rigging.

(3) Manel uke sword. Until the invention of gunpowder,
the sword was once one of the primry conbat weapons used by the
mlitary. The association of the Marine Corps with the Manel uke
sword began in the early 19th century. The "Manel ukes" were an
elite Muslimmlitary force from Eastern and Northern Africa.
They used a sword that had a gold hilt, ivory handle, and a
curved blade. Tradition states that in recognition of Lieutenant
Presl ey O Bannon's heroic actions in the Tripoli expedition
Pri nce Hanet Bey presented hima Manel uke sword.
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(4) The NCO sword. Nonconm ssioned officers of the
Marine Corps are the only NCOs in any branch of the regular
United States Arnmed Forces who still have the privil ege of
carrying what is considered to be a conm ssioned officer's
weapon. The Marine NCO sword rates as one of the oldest U S
weapons still in use (second only to the Manel uke sword). Wile
l[imted by regulation to "when in charge of troops on cerenonial
occasions,”" the sword is part of our intangible esprit de corps.

(5 Field hat. This was the rugged, picturesque,
expedi ti onary headgear of the Corps from 1898 until 1942 and
becanme a universal favorite. As a result, although the hat
becane out noded during Wrld War 11, General Cates, the 19th
Commandant, authorized its use on the rifle range in 1948 and
took steps to issue field hats to all nedalist shooters in the
Mari ne Corps matches. Subsequently, in 1956, CGeneral Pate, the
21st Commandant, directed that field hats be worn by all recruit
drill instructors, and the hat has becone a synbol of Marine
Corps recruit training.

. Common Terns, Sayings, and Quotations

(1) First to Fight. Marines have been in the forefront
of every Anerican war since the founding of the Corps. They
entered the Revolution in 1775, even before the Decl aration of
| ndependence was signed! Marines have carried out nore than 300
| andi ngs on foreign shores. They have served everywhere, from
the Arctic to tropics; their record for readiness reflects pride,
responsi bility, and chall enge.

(2) Leatherneck. This nicknane goes back to the | eather
stock or neckpiece, which was part of the Marine Corps uniform
from1775 to 1875. The leather collar was designed to protect
the jugul ar vein from saber slashes. It also insured that
Marines kept their heads erect and maintained mlitary bearing.
Al t hough no | onger used, it is comenorated by the standing
collar on the dress blue and dress white uniform

(3) Uncomon val or was a common virtue. Refers to the
victories in Wrld War 11, especially at Iwo Jima, the |argest
all-Marine battle in history. Admral NNmtz's ringing
characterization of Marines fighting on Iwo Jina was applied to
the entire Marine Corps in Wrld War I1: "Unconmon val or was a
common virtue."

(4) Devil Dogs. In the Belleau Wod fighting in 1918,
the Germans received a thorough indoctrination into the fighting
ability of Marines. Fighting through supposedly inpenetrable
woods and capturing supposedly untakeable terrain, the nmen of the
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4th Marine Brigade struck terror in the hearts of the Germans,
who referred to Marines as the Teufel hunden, neaning "fierce
fighting dogs of |egendary origin" or as popularly transl ated,
"Devil Dogs."

(5) The Marine Corps Motto. That Marines have |ived up
to their notto, Senper Fidelis (always faithful), is proven by
the fact that there has never been a nmutiny anong U.S. Marines.
This notto was adopted about 1883. Before that, there had been
three nottoes, all traditional rather than official. The first,
Fortitudine (with fortitude), appeared about 1812. The second,
By Sea and by Land, was obviously a translation of the Royal
Marines' Per Mare, Per Terrem Until 1848, the third notto was
"To the Shores of Tripoli," in commenoration of O Bannon's
capture of Derne in 1805. 1In 1848, after the return to
Washi ngton of the Marine battalion which took part in the capture
of Mexico City, this notto was revised to "Fromthe Halls of
Montezuma to the Shores of Tripoli." The current Marine Corps
nmotto is shared with England's Devonshire Regi ment.

(6) The President's Owm. Established by an act of
Congress in July 1798 (nore than a century before the bands of
the other three services), the Marine Band has perfornmed at Wite
House functions for every president except CGeorge Washi ngton.
Thomas Jefferson was especially fond of the band. Because of its
traditional privilege of performng at the Wite House, the band
is spoken of as "the President's Own."

(7) Retreat, Hell! W just got here! Fighting spirit
and determ nation agai nst heavy odds is a sound tradition in the
Marine Corps. Nowhere is there a nore graphic illustration than
an incident which occurred in Wrld War |I. Legendary or true, it
personifies the aggressive attitude of Marines. The occasion was
the third great Gernman breakthrough of 1918, when the 4th Marine
Brigade and its parent 2d Infantry D vision were thrown in to
help stemthe tide in the Bell eau Wod sector. The 2d Battalion,
5th Marines had just arrived at its position when an autonobile
skidded to a stop and a French officer dashed out and approached
the commandi ng officer. He explained that a general retreat was
in progress and that orders were for the Marines to w thdraw.

The Marine officer exclainmed in amazenent, "Retreat Hell! W
just got here!™ The Marines proceeded to prove their point. The
battal i on depl oyed and took up firing positions. As the Germans
approached, they cane under rifle fire which was accurate at
ranges beyond their conprehension. Not in vain had the Mrine
Corps long stressed in its training the sound principles of

mar ksmanshi p. The deadly fire took the heart out of the German
troops, and the attack was stopped.
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m Mlitary etiquette. There are several Marine Corps
custons and courtesies, which while possibly unwitten, are
i nportant for you to know.

(1) The CO s wishes. Wen the conmandi ng officer states
"I wsh," "I desire," or simlar expressions, these have the
force of a direct order and should be conplied with on that
basi s.

(2) Reporting to seniors. Juniors must report
i medi ately in correct uniformwhen requested by a senior. |If in
the field, on the drill field, or on a parade ground, it is
necessary for juniors to proceed and report on the double.

(3) Wwalking with a senior. Wen walking with a senior,
wal k to the left, one pace back, and in step with that senior.

n. Social Cccasions

(1) Bosses' Night. At periodic intervals the staff
noncomm ssi oned officers of a conpany, squadron, battery, or
simlar size unit invite the officers of the unit to the SNCO
mess for an eveni ng get-together known as "Bosses' N ght." Sone
i nportant ground rules that nmake for a good "Bosses' Night" are:

(a) Always set a reasonable tinme limt. Do not stay

"all night."

(b) Do not turn Bosses' Night into a grievance
sessi on.

(c) Do not drink to excess.

(2) Hail and farewell. Wen you becone attached to, or
depart froma unit, you may be "hailed or farewelled." That is
your unit's way of saying "Wl cone aboard"” or "thanks for a job
well done.” At a hail you and your spouse will be introduced.

At a farewell, you'll normally receive a nemento and be asked to

say a few words

(3) Wetting Down. After a pronotion, it is custonmary to
cel ebrate by spending your first pay raise on your fellow Marines
at your favorite tavern. Tradition has it that the new grade
insignia was placed in the bottomof a glass of spirits, and the
Marine drank the glass dry. Renenber... alcoholic beverages nust
be consunmed wi th noderation

(4) Dining InfQut. This event is a variation of the
traditional nmess night. "Dining in" neans that the ness is open
to guests fromwithin the unit, while "dining out" opens the ness
to honored guests outside the unit.
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0. Social do's and don'ts. Common sense, tact, and ordinary
courtesy are the fundanentals of social success in the Marine
Corps. First inpressions are nost inportant. Renenber, you
don't get a second chance to make a first inpression.

(1) Be on tine. One of the nost val uable habits that you
can acquire is that of being on tine. Pronptness and
responsibility go hand in hand.

(2) Exhibitionism Exhibitionismnmeans drawi ng attention
to yourself in a public place. Shouting, whistling, clowning,

| oud | aughter, booing, or doing sonething foolish or unusual, is
unaccept abl e conduct, especially at a social function. Do not
draw undue attention to yourself. |If there is any chance that

you wi |l be recogni zable as a Marine, your conduct nust be
i npeccabl e.

(3) In the conpany of ladies. A man offers his armonly
to give assistance when needed, as an escort at a formal dinner
or as an usher at a wedding. Never grasp or take hold of the
woman's arm unless an accident is to be avoided. She will take
your arm you do not take hers. Wen in uniformand covered, use
your left armto escort so that you may render or return sal utes.

(a) On the Street. A man wal ks on the curb side,
out board of a lady, thus sheltering her. 1In a crowd, when she
needs assistance, or in heavy traffic, or going up steps, the man
gives her his arm Aboard a train, aircraft, or bus, a woman is
offered the wi ndow seat. On a bus or street car, a Marine al ways
gets up and offers his seat to a woman wi th packages or children
an elderly lady, or a pregnant wonan.

(b) Decorum \When you are with a |ady, don't
enbarrass her by off-color jokes, |oud talking, violent gestures,
or other actions that may attract undue attention. Except in
crowded situations where the man obviously has to "run
interference,” you should let the | ady precede you, as when
boardi ng a bus or going down a theater aisle.

(c) Assistance. |If a lady seens to need hel p, you
shoul d of fer your assistance. But don't presune on your act of
courtesy or hel pful ness by inposing on the lady or trying to
strike up an unwant ed acquai ntance wth her.

(d) On your feet. At a social occasion, such as a
di nner party, nen should stand when a wonman enters the room
remain standing until she sits down, and rise again upon her
departure. A man is not expected to stand every tinme a hostess
reenters or leaves a room Stand up for introductions,
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greetings, and farewells. Wen a senior officer, dignitary, or
el derly person cones to your table, stand.

(e) Seating a lady. A man assists the woman to his
right wth her chair when she sits dowm at the dining table, and
when she ri ses.

p. Reporting to a New Command. Report to a new command in
the service "A" uniform Ensure that you have your ori ginal
orders, nedical and dental records, OQR or SRB, and all receipts
pertaining to | odging and transportation.

g. Summary. Always renenber that you are a United States
Marine. You are representing the |egions of Marines who have
preceded you and built the traditions and reputations of the
Corps wth their blood and at tinmes their lives. Never do
anything to bring shane or discredit upon our Corps or disgrace
t he honor of those who have gone before. You are the future of
t he Corps, and upon your shoul ders rests the reputation of the
greatest fighting force the world has ever seen

6. Appendi ces

Appendi x A: d ossary of Traditional Mrine Corps Terns
Appendi x B: Significant Events in Marine Corps History
Appendi x C.  Noteworthy Individuals in Marine Corps History
Appendi x D: Significant Battles in Marine Corps Hi story
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CUSTOVS, COURTESI ES AND TRADI TI ONS
Appendi x A

GLCSSARY OF TRADI TI ONAL MARI NE CORPS TERMS

TERM

ADRIFT

AFT

ALL HANDS

ASHORE

ASYOU WERE

AWEIGH

AYE, AYE, SIR

BELAY

BELOW

BREAKOUT

BRIG

BROWN BAGGER

BOW

BRIDGE

BROW

BUTTKIT

C.P.

CARRY ON

CHIT

FANTAIL

MEANING

L oose from towline or moorings; scattered about; not in proper stowage
Referring to or toward the stern (rear) or a vessel

All members of acommand

Any place outside of anaval or Marine Corps reservation

Resume former activity

Said of the anchor. As soon as the anchor has broken away from and is no
longer fastened to the bottom

Required officia acknowledgement of an order meaning | have received,
understand, and will carry out the order or instruction

To make fast or to secure, asin "belay theline," to cancel or to disregaud a
statement just made

Downstairs; lower deck

Take out of stock or storage

A place of confinement; a prison
A married Marine

The front portion of aship

The protion of a ship's structure from which it is controlled when
underway

A portable walkway from the pier or jetty to the ship's quarterdeck
An ashtray

Command Post in the field

The order to resume previous activity

A receipt or authorization; a piece of paper

The main deck of aship at the stern
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FIELD DAY
FIELD SCARF
FORECASTLE
GALLEY

GANGWAY

GATOR

GEEDUNK

HATCH
HEAD
LADDER

LIBERTY

OVERHEAD
PASSAGEWAY
PETTY OFFICER
POLICE

PORT

QUARTERDECK

RATE
SCUTTLEBUTT
SEABAG
SECURE

SHIPPING OVER

Barracks cleanup

Regulation Marine Corps uniform neck tie

The upperdeck at the bow on which the ground tackle is located
Shipborad kitchen; kitchen of a mess hall; mobile field mess

An opening in therail giving access to the ship. A command
announcement to stand aside to let someone through

An amphibious ship; one who serves in the amphibious Navy

The place (aboard ship) where candy, ice cream, soda, and smokes can be
purchased

Door or doorway
Latrine or toilet
Stairs

Absence of enlisted from the ship or command for less than 96 hours for
purposes of rest and recreation which is not charged as leave

Celling

A halway

A Navy NCO, E-4 through E-9
To straighten or to tidy up

Left

The ceremonial location on board ship when the ship is moored or at
anchor (it islocated close to the brow or accommodation ladder and is the
watch station for the Officer of the Deck).

A sailor's occupational speciality

Gossip or unfounded rumor; also a drinking fountain
The bag used to stow personal gear

Stop; finish; end; make fast; put away in storage

Reenlisting
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SICK BAY Hospital or dispensary

SKIPPER Commanding Officer

SKYLARK Goof-off; to loiter

SMOKING LAMP When smoking lamp is lit, smoking is authorized

SQUARE AWAY To straighten, make ship-shape, or to get settled. Inform or admonish
someone in an abrupt manner.

STARBOARD Right

STERN The blunt end (rear) of aship

SWAB A mop

TOPSIDE Upstairs; upper deck

TURN TO Begin work; get started

WARDROOM On board ship, the officer's living room and dining area; also used to

signify all of the officers serving on the ship
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CUSTOVS, COURTESI ES AND TRADI TI ONS
Appendi x B

SI GNI FI CANT EVENTS | N MARI NE CORPS HI STORY

The Marine Corps was created on 10 Novenber 1775, in
Phi | adel phi a, Pennsyl vania, at Tun Tavern, by a resolution of the
Continental Congress which "raised two battalions of Marines."
In 1834, The Marines cane under the departnent of the Navy. The
Nati onal Security Act of 1947, anmended in 1952, states the
present structure, mssions, and functions of the Marine Corps.

a. 1775 - The Continental Congress authorized the formation
of two battalions of Marines, under Captain Sanuel N cholas, who
is traditionally considered the first Conmandant of the Marine
Cor ps.

b. 1776 - The first Marine |l anding took place during the
Revol utionary War. Marines invaded New Providence Island in the
Bahamas and sei zed guns and supplies. The uniform of the day had
a stiff |eather stock that was worn around the neck, thus the
ni cknane "Leat herneck."

c. 1798 - Congress recreated the Marine corps as a separate
mlitary service.

d. 1805 - Marines storned the Barbary pirates' stronghold at
Derna on the "shores of Tripoli." Marines raised the "Stars and
Stripes' for the first tinme in the Eastern Hem sphere.

e. 1847 - During the Mexican War, Marines occupied the "Halls
of Montezuma" during the Battle of Chapultepec in Mexico Gity.
The royal palace fell to invading Marines, who were anong the
first United States troops to enter the capital. Mrines also
hel ped to take California.

f. 1859 - Marines, under the conmand of Col onel Robert E.
Lee, U S. Arny, storned the United States arsenal at Harper's
Ferry to put down an attenpted stave revolt | ed by abolitionist,
John Brown.

g. 1861 - Marines saw limted action during the Cvil Wr.
Due to resignations, an aging officer corps, and inadequate
personnel , effectiveness was hindered. Marines served primarily
w th naval detachnents at sea, rarely conducting operations
ashore, manning ship's guns.

h. 1868 - An enblem consisting of an eagle, a gl obe, and an
anchor was adopted by the Marine Corps. Brigadier General Jacob
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Zeilian, 7th Commandant, nodified the British (Royal) Marine
enblemto depict the Marines as both Anerican and maritinme. The
gl obe and anchor signify worl dw de service and sea traditions.
The spread eagle is a synbol of the Nation itself.

i. 1898 - In response to a declaration of war agai nst Spain,
Mari nes conducted of fensive operations in the Pacific and Cuba.
Marine actions |led to the establishnment of several naval
installations overseas.

J. 1900 - In support of foreign policy, Marines from ships on
the Asiatic station defended the American Legation in Peking,
Chi na during the Boxer Rebellion. The Marines were part of a
mul ti nati onal defense force that protected the Legation Quarter
agai nst attack. This small defense force held out against the
Boxers until a relief force was able to reach Peking and end
t he rebel lion.

k. 1901 - During the years 1901 to 1934, the Marine Corps
was increasingly used to quell disturbances throughout the world.
Fromthe Far East to the Cari bbean, Marines | anded and put down
i nsurrections, guarded and protected Anerican |lives and property,
and restored order. Due to the extensive use of Marines in
various countries and locations in the Cari bbean, these actions
cone to be known as the "Banana Wars."

1. 1913 - The Marine Corps established its aviation unit.
Marine Major Alfred A Cunninghamwas the first pilot.

m 1917 - Marines |anded as part of the Anerican force in
France. Marines, participating in eight distinct operations,
di stingui shed t hensel ves and were awarded a nunber of
decorations, anong themthe French Fourragere, still worn by
menbers of the 5th and 6th Mari nes.

n. 1933 - The Marine Corps was reorgani zed into the Fleet
Marine Force, formally establishing the "Command and
adm nistrative rel ations" between the Fleet and the Marine Corps.
The Marine Corps Equi prent Board was established at Quanti co,
Virginia, and Marines began to devote | ong hours to testing and
devel oping materials for | anding operations and expeditionary
servi ce.

0. 1941 - The United States was thrust into war follow ng
t he devastating surprise attack on Pearl Harbor by Japanese
forces. Marines defended against the attack and simlar attacks
t hroughout the Pacific during the opening stages of the war. The
Marine Corps was the principle force utilized by the allies in
execution of the strategy of "island hopping"” canpaigns. The
earlier devel opnent of anphi bi ous doctrine proved to be
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invaluable in carrying out this strategy. The strength of the
Mari ne Corps reached nearly 500,000 during World War 11

P. 1950 - Conflict in Korea tested Mari ne Corps conbat
readi ness. The Marines responded to the attack by North Korean
forces by quickly assenbling the First Mrine Provisional Brigade
fromthe under-strength |Ist Marine Division. These Marines
shi pped out and were | ater used, to rescue the crunbling Pusan
perineter. Marine forces further displayed their conbat
readi ness and versatility by making an anphi bi ous | andi ng over
the seawalls at Inchon. Marine aviators flew helicopters for the
first tinme in battle.

g. 1958 - The Marine Corps conpl eted reorgani zing the conbat
structure of its Fleet Marine Force. The Marines created units
equi pped to conduct | anding operations in either atom c or
nonatomc warfare. The Marine Corps had the ability for the
Fleet to go where it was needed, to stay there, and to readily
project its power ashore as the cutting edge of sea power. This
concept was put to use when Marines | anded near Beirut, Lebanon
at the request of the Lebanese governnment to support its arny
against internal strife. The Marines hel ped stabilize the
situation and were withdrawn after a few nonths.

r. 1965 - Marines |landed in South Vietnam which commtted
the Marine Corps to the longest war in its history. Marines
conducted nunerous | arge scal e of fensive operations throughout
the course of the war, as well as participating in the
paci fication program designed to win the support of the |ocal
popul ace. Also, in response to an attenpted coup of the |ocal
government, Marines |anded in the Dom nican Republic to evacuate
and protect U S. citizens. The Marines fornmed the core of a
mul tinational force that quickly restored the peace.

S. 1982 - Marines deployed to Lebanon as part of a
mul ti nati onal peacekeeping force in an effort to restore peace
and order to this war-torn country. This action further
di spl ayed the Marine concept of a "Force in Readiness.” On 23
Cct ober, 1983, a suicide truck bonb attack on the headquarters
buil ding killed 241 Americans and wounded 70 others. The | ast
Marine unit wthdrew in July of 1984.

t. 1983 - Follow ng assassination of the Prime Mnister and
the violent overthrow of the governnent of G enada, Marines
participated in Ugent Fury, a joint mlitary operation, in
response to a request for intervention from neighboring Caribbean
nations. The Marines' rapid response led to the securing of the
i sland and the safeguardi ng of hundreds of Anmerican citizens
[iving there.
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u. 1989 - In response to the increasing unrest in Panama
the President of the United States ordered a joint mlitary
operation, Just Cause, to overthrow the mlitary governnment of
Panama headed by General Manuel Noriega. United States forces,
i ncl udi ng Marines, acconplished this mssion and installed a
civilian governnment. This same governnent had been denied office
after free elections were illegally declared invalid by Noriega's
government. Ceneral Noriega, under indictnment in the United
States for drug trafficking and racketeering, was arrested and
sent to the United States for trial.

v. 1990 - Follow ng the invasion of Kuwait by Iraqi forces,
Operation Desert Shield was |aunched. This joint mlitary
operation was designed to hold the advance of Iraqi forces and to
position nultinational forces assenbled for possible offensive
operations to expel the invading force. This operation validated
the Marine Corps' Maritinme Propositioning Force (MPF) concept and
enacted the plan of tailoring units to acconplish a m ssion as
part of a Marine Air G ound Task Force (MAGTF).

w. 1991 - Operation Desert Storm was Launched after the
| ragi government refused to conply with United Nation's
resolutions. Marine aviation was heavily used when the air phase
commenced in January of 1991. Wen nmassive bonbing failed to
di sl odge Iraqgi forces, Marine ground forces swept into Kuwait and
i berated the country, causing severe danage to the Iraqi
mlitary capability.
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CUSTOVS, COURTESI ES AND TRADI TI ONS
Appendi x C

NOTEWORTHY | NDI VI DUALS | N MARI NE CORPS HI STORY

a. PRESLEY NEVILLE O BANNON. First Lieutenant O Bannon is
remenbered for heroismin the battle for the harbor fortress of
Derna (Tripoli) in the Mediterranean. O Bannon's Marines were
the first U S forces to hoist the flag over territory in the Add
Worl d. The "Manel uke" sword, carried by Marine officers today,
was presented to O Bannon in 1805.

b. ARCHI BALD HENDERSON. Brevet Brigadi er General
Ar chi bal d Henderson becane Commandant in 1820 and held this
command until his death in 1859, a period of 39 years. General
Henderson | ed the Corps through the Indian Wars, the War with
Mexi co, the "opening"” of China, and the disorder's in Central
Arerica. The "Grand O d Man of the Marine Corps,"” as he is often
cal l ed, introduced hi gher standards of personal appearance,
training, discipline, and strived to have the Mrine Corps known
as a professional mlitary force, capable of nore than just sea
and guard duti es.

c. JOHN H QU CK. Sergeant Major Quick is renmenbered for
his performance at Cuzco Wl |l (QGuantanano Bay, Cuba), where he
participated in an operation to seize an advanced base for the
Atlantic Fleet battalion of Marines. The Sergeant Major won the
Medal of Honor for semaphoring for an emergency lift of the naval
bombar dnent whil e under Spani sh and Anerican shellfire. The
| andi ng at Guant anano denonstrated the useful ness of marines as
assault troops. Wen enployed with the fleet, Marines gave added
strength for the capture and defense of advanced bases, becom ng
a primary mssion of the Marine Corps (1898).

d. DAN EL DALY. Sergeant Major Daly is recognized for
earning two Medals of Honor: (1) Chinese Boxer Rebellion and (2)
First Caco War in Haiti. Wen his unit had been pinned down and
their attack was stopped during the Battle of Bell eau Wod, then
Gunnery Sergeant Daly yelled to his nen, "Come on, you sons of a
b----- , do you want to |ive forever?"

e. SMEDLEY D. BUTLER. Major Ceneral Butler is recognized
for earning two Medals of Honor: (1) Veracruz and (2) First Caco
War in Haiti. By the end of 1916, the Marine Corps was
recogni zed as a national force in readiness and for |eadership
gai ned form continual conbat and expeditionary experience.
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f. JOHN AL LEJEUNE. Major Ceneral Lejeune served as 13th
Commandant of the Marine Corps, 1920-1929. Lejeune was the first
Marine officer ever to command an arny division in conbat, in
France during Wrld War | (1918).

g. LEWS B. ("CHESTY") PULLER Lieutenant General Puller
served in N caragua, through several periods of political unrest
and rebellious activity. Puller and a force of about 32 Mari nes
becanme fanobus for their ability to engage rebel groups and
bandits while scouring the jungles in a wide area of N caragua to
t he Honduran border. Puller becanme known as the "Tiger of the
Mount ai ns" (1930). The Marine Corps' mascot, an English bulldog
named "Chesty," is nanmed for this brave and fine Marine Corps
of ficer.

h. JOSEPH L. FOSS. Captain Foss was a Marine pil ot
instrunmental in taking, the Japanese airfield at Guadal canal.
For his participation, the Captain was awarded the Medal of
Honor. By the end of World War 11, Foss was the second-ranking
Marine ace, with 26 victories ("kills") to his credit (1942).

i. GREGORY R ("PAPPY") BOYI NGTON. Major Boyington is
recogni zed for his prowess in aerial dogfights. "Pappy"
commanded VMH 214, the Bl ack Sheep,"” during World War I1. By the
end of the War, the Major was recogni zed as the Marine Corps' top
ranking flying ace with 28 victories ("kills") (1945).

j]. ITRAH HAYES. The Fifth Anmphi bi ous Corps of Marines,
commanded by Maj or General Harry Schm dt, was assigned to take
Iwo Jima. Corporal Ira Hayes, a Pima Indian, was one of the
Marines imortalized in the now fanous photograph (not shown)
taken of the second flag raising on Mouunt Suribachi, shortly
after the Japanese stronghold was taken on 23 February, 1945.

k. OPHA MAE JOHNSON. Private Johnson becane the Marine
Corps' first enlisted woman on 13 August, 1918. Her enli stnent
was a reflection of the dramatic changes in the status of wonen
brought about by the entry of the United States into Wrld War |
Mari ne Reserve (F) was the official title by which the Mrine
Corps' first enlisted women were known. They were better known
as "skirt Marines" and "Marinettes."

. ANNIE L. GRRMES. QM Ginmes was the third bl ack worman
to become a Marine and the first black woman officer to retire
after her "full 20."

m  MARGARET A. BREWER. Brigadier General Brewer, then a
Col onel, served as the director of Wnen Marines (WM during the
period 1973-1977. She was the seventh and l|last director of W&k,
the only post-Wrld War woman to hold the position. Margaret
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Brewer becane the Marine Corps first woman general officer on 11
May 1978.

n. MOLLY MARINE. "Mdlly," a nonunment in New Oleans to
wonen who serve and have served as Marines, was dedi cated on the
Marine Corps birthday in 1943. The first statue of a woman in
uni form anywhere in the world was that of Joan D Arc, in full
arnor, in Oleans, France; it is only fitting that the first
statue of a woman in uniformin the United States reside in New
O | eans.
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CUSTOVS, COURTESI ES AND TRADI TI ONS
Appendi x D

SI GNI FI CANT BATTLES | N MARI NE CORPS HI STORY

a. The BATTLE OF BLADENSBURG |In August of 1814, 103 Mari nes
and 400 sailors nade a vain attenpt to block a force of 4,000
di sciplined British troops from advanci ng on Washi ngton. The
Mari nes stopped three headl ong charges before finally being
outfl anked and driven back. The British then noved down
Bl adensburg Road to WAshi ngton where they burned a nunber of
public buildings before retiring to their vessels in the
Chesapeake Bay.

b. The BATTLE OF NEW ORLEANS: In January of 1815, Marines
under the command of General Andrew Jackson Soundly defeated
British Forces that were attacking the city of New Ol eans. The
British | ost approximately 2,000 nen while Anerican | osses were
| ess than 100.

c. The BATTLE OF BELLEAU WOOD: Marines fought one of their
greatest battles in history at Bell eau Wod, France, during Wrld
War |I. Marines helped to crush a German of fensive at Bell eau
Wod that threatened Paris. |In honor of the Marines who fought
there, the French renanmed the area "the Wod of the Brigade of
Marines." German intelligence evaluated the Marines as "storm
troops" -- the highest rating on the eneny fighting scale. In
reference to the Marines ferocious fighting ability, German
troops called their new eneny "Teufel hunden" or "Devildogs," a
ni cknanme in which Marines share pride.

d. The BATTLE OF WAKE | SLAND: In 1941, followng the air
attack on Pearl Harbor, the Japanese struck Wake Island on 8
Decenber. Despite being heavily outnunbered, the Marines nounted
a courageous defense before finally falling on 23 Decenber. This
smal | force of Marines caused an extraordi nary nunber of Japanese
casual ties and damage to the invading force.

e. The BATTLE OF GUADALCANAL: On 7 August 1942, the 1st
Mari ne Division |anded on the beaches of Guadal canal in the
Sol onon | sl ands and | aunched the first United States | and
of fensive of World War I1. This battle narked the first conbat
test of the new anphi bi ous doctrine, and al so provided a cruci al
turning point of the war in the Pacific by providing a base to
| aunch further invasions of Japanese-held islands. Anphibious
| andi ngs foll owed on the renmai ning Sol onon | sl ands i ncl udi ng New
CGeorgia, Choiseul (Feint), and Bougainville.
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f. The BATTLE OF TARAWA: The Gl bert Islands were the first
in the line of advance for the offensive in Central Pacific. The
prinme objective was the Tarawa Atoll and Betio |sland which had
been fortified to the point that the Japanese commander
proclained that it would take a mllion Americans 100 years to
conquer it. On 20 Novenber 1943, Marines | anded and secured the
island within 76 hours, but paid a heavy price in doing so.
Because of an extended reef, landing craft could not cross it,
and Marines were offl oaded hundreds of yards fromthe beaches.
This led to heavy |loses fromdrowning as well as eneny fire.

g. The BATTLE OF THE MARI ANA | SLANDS: Due to the need for
airfields by the Air Force and advanced bases for the Navy, the
Mari nanas were invaded. This was acconplished by | andings on the
i sl ands of Sai pan, Guam and Tinian. During June and July of
1943, Lieutenant General Holland M Smth | ed a conbi ned invasion
force of Marines and soldiers that total ed over 136,000. This
was the greatest nunber of troops, up to that tine, to operate in
the field under Marine comand.

h. The BATTLE OF IWO JIMA: On 19 February 1945, Marines
| anded on Iwo Jima in what was the largest all-Marine battle in
history. It was also the bloodiest in Marine Corps history. The
Marine Corps suffered over 23,300 casualties. The capture of |Iwo
Jima greatly increased the air support and bonbi ng operations
agai nst the Japanese hone islands. O the savage battle, Adm ral
Chester W Nimtz said, "anong the Americans who served on |wo
| sl and, uncommon val or was a common virtue."

i. The BATTLE OF OKINAWA: In April of 1945, Marines and
sol diers | anded and secured the island of Okinawa. This marked
the last large action of Wrld War |l1. Due to the death of the
Arny commander, Major Ceneral Roy S. Geiger assuned conmand of
the 10th Arny and becane the only Marine officer ever to have
commanded a field Arny.

]. The BATTLE OF THE CHOSIN RESERVO R:  After pushing far
into North Korea during Novenber 1950, Marines were cut off after
t he Chi nese Communi st Forces entered the war. Despite facing a
10-division force sent to annihilate them Marines smashed seven
eneny divisions in their march fromthe Chosin Reservoir. The
maj or significance of this retrograde novenent was that Marines
brought out all operabl e equi prent, properly evacuated their
wounded and dead, and maintained tactical integrity.

k. The SECOND BATTLE OF KHE SANH:. | n January 1968, Marines
defended the firebase at Khe Sanh froman attack force of two
North Vi et nanmese Arnmy (NVA) divisions. Despite heavy
bonmbar dnent, the Marines held out for over two and a half nonths
before finally forcing the eneny forces to wthdraw
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|. The BATTLE OF HUE CITY: During the Vietnanese holiday of
Tet in January 1968, Conmuni st forces |aunched a surprise
of fensive by infiltrating |large nunbers of their troops into the
maj or popul ation centers of Hue City, South Vietnam A near
division-size unit of NVA troops occupied the city of Hue and the
Citadel. Marines fought in built-up areas for the first tine
since the Korean War foregoing the application of heavy arns to
mnimze civilian casualties. Fighting was house-to-house with
progress neasured in yards. the city was secured on 25 February
1968.

RESOURCES:

Mari ne Corps Museum Hi storical Panphlets
Mari ne Cor ps Manual
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UNI TED STATES MARI NE CORPS
Marine Corps University
User's Cuide to Marine Corps Val ues

DEFINITIONS: To ensure uniformty of understanding of the terns
t hat have special significance and/or neaning relative to the
Mari ne Corps Val ues Program and the provisions of this manual,
the follow ng definitions are provided. (Terns that have speci al
meani ng relative to specific chapters of this manual are defined
in those chapters.)

Action Steps. Task-oriented steps; nmanageable and |ogically
sequenced tasks; the effort required to achieve the objective.

Affirmative Action (AA). Mthods used to achieve the
objectives of the MIlitary Equal Opportunity (MEO program
Processes, activities, and systens designed to prevent, identify,
and elimnate unlawful discrimnatory treatnent as it affects the
recruitnment, training, assignnent, utilization, pronotion, and
retention of mlitary personnel.

Affirmative Action Plan (AAP). A managenent docunent con-
sisting of formalized affirmative actions that contain quantifi-
abl e goals and m | estones, utilized to create novenent towards
t he acconplishnment of equal opportunity program objectives.

Anal ysis of Variance. Sumrary of specific problenms encoun-
tered, actions taken during the reporting period to counter
probl ens, and additional resources needed for goal achievenent.

Bedr ock. Fundanental principles.

Bias. A nental leaning or inclination: partiality:
prej udi ce.

Character. Character is that set of peculiar qualities im
pressed by nature of habit on a person which distinguish himor
her from ot hers.

Character Developnent. |s the process of drawi ng out of or
i npressing a set of peculiar qualities on a person, which
di stingui sh himor her from others.

Commtnent. The spirit of determ nation and dedication
within menbers of a force of arnms that | eads to professionalism
and mastery of the art of war. It leads to the highest order of
discipline for unit and self; it is the ingredient that enables
24-hour a day dedication to the Corps and Country; pride; concern
for others; and an unrelenting determnation to achieve a
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standard of excellence in every endeavor. Conmmtnent is the
val ue that establishes the Marine as the warrior and citizen
others strive to enul ate

Confidence. A feeling of assurance; of self-assurance.

Cor nerstone. The indi spensabl e and fundanental basis.

Courage. The heart of our Marine Corps Core Val ues, courage
is the nental, noral, and physical strength ingrained in Marines
to carry themthrough the chall enges of conbat and the nmastery of
fear; to do what is right; to adhere to a higher standard of
personal conduct; to | ead by exanple, and to make tough deci sions
under stress and pressure. It is the inner strength that enables
a Marine to take that extra step

Discipline. Training expected to produce a specific type of
pattern of behavior; training that produces nental or noral
i nprovenent .

Di scrimnation. An act, policy or procedure that arbitrarily
deni es equal opportunity because of race, color, religion, sex,
age or national origin to an individual or group of individuals.

Ethics. A principle of right or good behavior. The rules
or standards of conduct governing the nenbers of a profession.

Equal Enpl oynent Opportunity (EEOQ) Program The conprehen-
sive programthrough which the Marine Corps inplenents its policy
to provide equal opportunity in enploynment for all qualified ci-
vilian personnel.

Equal Opportunity. The right of all persons to participate
in, and benefit from prograns and activities for which they are
qualified. These prograns and activities shall be free from so-
cial, personal, or institutional barriers that prevent people
fromrising to the highest |evel of responsibility possible.
Persons shall be evaluated on individual nerit, fitness, and ca-
pability, regardl ess of race, color, sex, national origin, or
religion.

Equal opportunity in Of-Base Housing. The portion of the
Mari ne Corps Equal Opportunity Programthat supports the Depart-
ment of Defense (DoD) and the Marine Corps goal to elimnate
di scrimnation against mlitary and DoD civilian personnel in
of f - base housi ng wor | dw de.

Equal Opportunity Program The cunul ative efforts and ac-
tions of Marines to achieve equal opportunity. These efforts
range from positive and planned actions to attain stated equal
opportunity objectives, goals and or mlestones outlined in a
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formalized Affirmative Action Plan to the integration of equal
opportunity considerations into the decision nmaki ng process of
managenent and command acti ons.

Et hnic G oup. A segnent of the popul ation that possesses
common characteristics and a cultural or natural heritage sig-
nificantly different fromthe general popul ation.

Human Rel ati ons. The social rel ations between human bei ngs;
a course, study or program designed to devel op better i nterper-
sonal and intergroup adjustnents.

Goal. The objective toward which an endeavor is directed.

Honor. The bedrock of our character. The quality that
guides Marines to exenplify the ultimate in ethical and noral
behavi or; never to lie, cheat, or steal; to abide by an
unconprom sing code of integrity; to respect human dignity; to
have concern and respect for each other. The quality of matur-
ity, dedication, trust, and dependability that conmts Marines to
act responsibly; to be accountable for actions; to fulfill obli-
gations; and to hold others accountable for their actions.

| ndi vi dual Actions. Voluntary efforts by Marines to apply
their | eadership training outside the classroom beyond what is
normal |y expected of their grades and duty assignnent.

Institutional Discrimnation. Policies, procedures and
practices which, intentionally or unintentionally, lead to dif-
ferent treatnment of selected identifiable groups, and which,

t hrough usage and custom have attained official or sem official
acceptance in the routine functioning of the
organi zation/institution.

Integrity. Firm adherence to a code or standard of val ues.

Judgnment. The capacity to make sound and reasonabl e deci -
sions; good sense.

Leadership. Capacity or ability to | ead.

Mari ne Character. The character of a Marine is unique anpong
the citizens of the world. Wat makes Marines different is a
speci fic conbination of comon buil di ng bl ocks, yet the
i ndi vi dual personality of each is preserved. Marine Character is
a blend of the natural qualities the individual possess that are
reinforced by the inculcation of a heritage and tradition-rich
set of val ues which have served Marines well for nore than 220
years.

Mentor. A wi se and trusted teacher or counsel or.
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M | estones. Measurenents of projected progress in terns of
quantifiable values or points in tinme when a task should be
acconpl i shed.

Mnority. A group differing fromthe predom nant section of
a larger group in one or nore characteristics, e.g. ethnic back-
ground, |anguage, culture or religion, and as a result often
subjected to differential treatnent. Race and ethnic codes of
all mnorities are published in the current edition of MCO
P1080. 20( JUMPS? MVBCODESMAN) .

M ssion. A conbat operation assigned to an individual or
unit.

Moral. O or concerned with the principles of right and
wong in relation to human action and character.

oj ecti ve. Defi nes the basic result desired.

Phi | osophy. A system of fundanental or notivating princi-
pl es: basis of action or belief.

Physical. O or relating to the body.

Prejudice. The holding of a judgnent or opinion w thout
regard to pertinent fact--typically expressed in suspicion, fear,
hostility, or intolerance of certain people, custons, and ideas.

Principles. A rule or standard of good behavi or; noral or
et hi cal standards, or judgnents as a whol e.

Proposed Corrective Action. Identifiable corrective plan
for the achi evenent of a goal

Quota. A proportional share; the highest nunber or propor-
tion of people, permtted adm ssion.

Race. A division of human beings identified by the posses-
sion of traits that are transm ssible by descent and that are
sufficient to characterized persons possessing these traits as a
di stinctive human genotype.

Religion. A personal set or institutionalized system of
attitudes, noral or ethical beliefs, and practices that are held
with the strength of traditional religious views, characterized
by ardor and faith, and generally evidenced through specific re-
| i gi ous observances.

Reprisal. Taking or threatening to take an unfavorable
personnel action or withholding or threatening to wthhold a
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favorabl e personnel action, or any other act of retaliation.
Against a mlitary nmenber for making or preparing a protected
conmmuni cati on

Sexual Harassnent. Influencing, offering to influence, or
t hreatening the career, pay, or job of another person in exchange
for sexual favors; or deliberate or repeated offensive coments,
gestures, or physical contact of sexual nature in a work or
wor k-rel ated environnent.

Whol e Mari ne Devel opnent Concept. The concept of
centralizing, consolidating, and coordinating the inplenmentation
of all those prograns, policies, directives, and initiatives that
affect the character devel opnment of the individual Marine.

Social. Living in an organi zed group.

Spiritual. O, relating to, consisting of, or having the
nature of spirit; of concern with or affecting the soul.

Trust. Total confidence in the integrity, ability, and good
character of another.

Val ues. Principles, standards, or qualities.

Violate. To break (the law) intentionally or unintention-
ally, to injure the person or property of.

Vision. The way in which one sees or conceives of
sonet hi ng.
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