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Chaopter 5
VIETNAM ADVISOR TRAINING METHODS AND RACKGROUNDS

The Military Advisor Debriefing Questionnaire and Supplement contained many
items developed for the purpose of cvaluating methods, techniques, courses, and backe
ground sources that clate to tmaining advisors for duity in bosiile cnviromnents, The
results are presente¢ in this chapter in terms of training methods. military mssistance
courses, collepe hockpround courses, and topics relating lo training in aavisery
procedures,

The advisors were usked fo evaluate importance to their jub cllfectiveness of oricnta-
tion and training in cach of 1R topivs, Table 30 presents these (opics in order of their
mean ratings.

Talzte 30
Importance to Job Effectiveness of Training Topics®

] Pescant

ftern Meaa 4 3 2 1
No, Frainiwg and Deivtiation Tomd N Rabwg Hugh Madcrate Shight None
238 Hostcountry culture, customs,

bhavior of hast-country

prople 590 36 592 232 6.8 0.9
247 The advisor as vicwed hy

couUntErparts 587 36 658 214 6.0 1.2
248 Reolationships between counter-

parts and their superiors 54 36 64.2 243 55 1.0
251 Host-country sflitary etganiza-

tion, operations, limitations,

e, BA8 K3 G2.7 %9 55 1.0
239 Host-country language 590 15 60.2 88 10.5 05
240 U5, objectives in host countiy 585 35 8B 6 315 81 09
2468 Delinition of role as an

advisor in host country 528G as 608 9.7 83 1.2
249 Hestcountry internal develop

-nent progeamns and advisor's

ot 587 35 has 28 15 0y
250 Hostcountry dttgmal defense

programs and advisors role 588 356 619 a3 58 1.0
235 Host-country government amd

laws 5930 L3 417 405 15.4 1.2
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Table 30 (Contimnued)

Importance to Job Effectiveness of Training Topics

Percent

{tem Mean 4 3 2 1
No, Training and Orientation Topic N Rating Hgh Moderate Steght None
242 MAP in the host country 582 3.3 48.3 36.4 134 1.9
236 Host-country history and

politics 687 3.2 394 431 15.9 1.7
238 Host-country geography 588 3.2 a1.3 35.7 20.2 2.7
237 Host-country eccnomy and

resources 590 3.1 33.2 47.0 17.3 26
241 U.S, civilian programs {AID,

USIS, Peace Corps, etc.) 584 3.1 37.5 32.2 19.5 58
243 Advising in a cross-cultural

work situation 583 3.0 314 421 221 4.8
245 Living conditions in host

country 589 30 353 34.3 27.7 2.7

‘ 244 Practical exercises in a cross
cultural work situation 583 28 259 8.8 285 6.9

A isted in order of the mean ratings.

HOST-COUNTRY MILITARY SYSTEM

' Among the items with the highest average ralings were two that dealt with the
host-country military system. More than 907 of the advisors said that training and
ciientation in host-country military organization, operations, and limitations were of
either High or Moderate importance to job effectiveness {Table 31, item 251). An almost
identical rating was given to the topic of relationships between counterparts and their
superiors (item 248),

Table 31
Host-Country Military System

Percent
Answering
Itern No, Imporiance to Jab Effectiveneys N High or Moderate
248 R ationships between counterparts and their superiors 584 93.5
251 Host country military organizatiun, operations,
hmitations, etc. : 588 93.6

7

T BN TR o A Tty oy Y R AR I T B T ey

;; YOO
3
.

FOR OFFICIAL USE OANLY

S g o




FOR OFFICIAL USE UNLY

The counterpart is often reported to be unable to act because of the constricting
influence of the hosl-country military organization, and the provedures that require
approval by superiors of many of tne decisions that counterparts make, This, even
though a counlerpart might agree with his advisor, often he cannot act upon advice
because of problems between bim and bis superior. The advisor also needs 1o know
whether there is friction ameng  Ticers and enlisted men,

ROLE OF THE ADVISOR

Four items concerning the role of the advisor also ranked high in mean rotings; more
than 90% of the advisors rated each of them either High or Moderate in importance
{Table 32, items 248, 247, 249, and 250). Some ecounterparts were said {o view advisors
strictly as a source of logistical support. 1t was suggested that unbiased evaluation of rach
advisor’s mission is needed. A senous effort o understand the counterpart was thought
to be essential in advisory work.

Tabie 32
Role of the Advisor

Pergont
Anmwenng
treen No, tropottance to Job Eifectiveness |1 High or Moderate

246 Definition of role s adveor in host country 584 905
247 The advisor as viewed by counterparis £87 828
249 Host.country inlernal development progrims and

wdvisor's role 587 29186
250 Host-country internal defense prograrns and

advisors” role 588 83.2

UNITED STATES PROGRAMS IN THE HOST COUNTRY

Three of the items in Table 30 periained to U.S. programs in the host country.
United States objectives received sither High or Moderate ratings from nine in ten of 1he
advisors {Table 33, itom 240). Over fourdifths mted the topic of MAP in the Post
counlry as being al least Modemtely important {item 2425, aad three-fourths of the
advisors gave at Joast Modorate ralings to tmining aad erieotation in US. civilian
programs such as AlD, UBIS, and the Peace Corps (item 241}
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Table 33
United States Programs in the Host Country
Pereent
Angivering
hem No, frnpertance 10 Job Electivenass N Hrgh or Moterite

240 United States objectives in host country 885 90.1
243 United States civilian programs {AID, USIS, :

Peace Corps, ete.} 584 7
242 MAP in the hiost coantey 582 83.7

ADAPTATION TO THE HOST COUNTRY

Several items that coneern adaptation to the host country received rmtings indicating
that they were at least moderately important to  job  effectiveness {Table 34,
iterns 243-245). The reasons for attributing High imporiance Lo the culture-related items
jon Table 30 are not immediately apparent. but they suggest that the concept of “eulture
ghock" might play a larger role in the success of many advisors than has hitherto been
believed to be the case.

Table 34

" Adaptation to the Host Gountry

Porcent
Anseeering
Item No, imporiance w Job Effectivences N High o Modevals
243 #dvidng in a crosscultural work situation 883 64 7
244 Practical exarcises inv a crosscultural work situdiion 583 547
245 Living conelitions in host country 89 89.6

AREA STUDY TOPICS

Area study topics also wore rated low in importance fo job effectiveness as training
and orientation topics, with one plausible exception: Host-country culture, customs,
behavior of host-couniry people (Table 35, items234.230). Nevertheless, uil items
received at least Moderate ratings from more than three fourths of their samples, Accept-
ance of the advisor by the host-country people is necessary in order {or the advisor (o be
effective. Therefore, an understanding of the hosicountry sociatfcultural environment is
essential in sdvisory positions, since lack of understanding of the counterpart’s customs
cen lead to serious mdvisory problems. One of the more important values of lanpuage
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training concerned rapport, Ability to speak the language was thought to get the advisor
“on the right side™ of his counterpart almost immediately,

Tabie 35

Area Swdy Topics

Percont
Answering
hiem No, Importance to Job Effecriveness N High ot Mogdarate

234 Host-country cultyre, customs, behavior of host-

country people 580 024
235 Host-country governmoent and faws 540 82.7
236 Host-eountry history and politics 587 825
237 Hostcountry economy and resournes 550 £0.2
238 Hostcountry geography 688 TG
239 Host-country languane 590 asg

VALUES OF TRAINING TO ADVISOR EFFECTIVENESSE

Three possible hindrances (o effectiveness as an advisor give an iden of the impor
tence of fraining to advisory duly periormance. Only small fractions of the advisors
found the lack of knnwledge about their tulies or about host-country military hardware
to be a Moderale or Scricgs hindrance (Table 36, items 90 and @), hut over oue-thinl
{35%} said they were hindered by insufficient training for advisory work (item 82}

Table 36
Advisory Training

Peroont
Hem T
No, Hingrance 10 Jobr Elfectiveness | | Hone ] Sisght ! Kdorate L Serous
#2  Insufficient training for advisory wark 481 293 354 2.0 133
80 nsufficient knowledge of obsolete and
foreign mititary hardware used by host
country military ' 470 55 28.1 1t LR
93 insufficient understanding of own advisory
Auties and responsibilities 485 ©BY 219 6.2 4.1
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EFFECTIVENESS OF TRAINING TECHNIQUES

The eight items listed in Table 37 concem evaluation of the effectivencss of trufning
technigques in preparing advizors to work in hastile environments, Nate that there is wide
veriation in the size of the samples (N 1133 1o 5191 which suggests that respondents to
one item are not necessarily cquivalent lo any ofher groun, in terms of Lheir atrlity to
badge the effeciiveness of ¥l the truiving courses, Sinee such eqiivalence might not
actually exist, conclusions about relative effectiveness of 1rining technigues should be
considersd tentative,

Table 537

Effectiveness of Training Techniques

Percent

fiem r
No, Eflectiveness of Training L | Useless  © Borely ‘{Modrrateiv l blghly
438 Realistic sinulatedd combat training 423 0.2 29 3z e ¢
439 Leadership reaction cowrse 347 110 185 355 352
440 Ranger training 133 128 &8 8.3 54.1
441 Sarvival wainiog 322 £3 143 375 429
442 Casw historiey 37 58 202 470 211
443 Lessons learned from experionees of

previous stvisors 519 1.7 10 384 43.0
444 Training the advisor a5 a guorsils in geder

1o teach him to think like the erwiny 214 R e] 17.2 it R 449
44% Practical exercises with builtin frostrations 305 1 15.7 354 384

Ranger training (itesn 440) was vonsidersdd Highly or Moderately effective by 8077 of
the responding advisors, and had the largest porcentage of Highly offective responses of
any item in the table, Some advisors believed that ranger iraining should be mandatory
for all advisors. More renger type of training for student advisers, who are to be assipned
to hostile environments, might profitably be integrated inta training progeams. Belore
: doing this, however, it should be determined why atmost 207 of the advisors who had
received ranger training felt it to be only Barely effective in preparing them Tor their jobs ;
under hostile conditions. ;

Survival training (item 441} is another technigque that a majority of ardvisers rate
highly; there were B0% who said this lechnique was either ilighly or Moderately effective,

The actual benefits that survival training provides for advisers in hostile environments ‘
should be identified. Survival training alse might profitably be incorporated inio the :
advisor training cuoriculum,

Lessons learned from previous advisors were vonsidered Highly or Moderately
effective as a training technique by 87.4% of the advisors; almost hall the tota] nunboer
of respondents (49%) said it was Highly effective {ifem 143}
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More emphasis should be placed on systerratic collection, presurvation, evaluation
and interpretation of advisors’ oxperienees. ’

(_Iase histories are akin to lessons learoed in thal both are derived from the
experiences of provious adwisors {item 442). Cose histories, however, received a much
lower pereentage of Highly effective responses than did lessons learned, Perhaps many
advisors consider lessons learned to be shart anecdotes, and believe case histories to be
unnecessarily detatled and lengthy.

Training the advisor as a guerrilla in order to teach him 1o think Hke the enemy
{item 444) was rated either Highly or Moderately offoctive by ahmost ihree-fourihs of the
resporclents, Almost hall (43%) the respondents said it wag Highly effoctive,

Realistic, simulated combat trining {item 138) and the lewdbership reaction course
{item 438} were rated either Highly or Moderately effcetive h, more than seven-tenths of
the advisors, and the distribution of their responses was simitar,

Practical exercises with Luilt-in frustrations were rated either Highly or Moderately
effective by 7477 of those who had had such training (item 415}, It i thought that many
advisors might be unahle to cope with [rustration and/or lack patience to cope with long
penods of relative inactivity. Clearly, a vertain amount of frustration is to be expecied in
an advisory job, and its sources should be identihed and used for training purpeses, The
degree to which advisors can be trained to cope with job-refated frustrations also needs
further investigation. Training situations that confront a student with innumerable preb-
lems while under siress might enhance his advisory potential,

IMPORTANCE OF ADVISORS BEHAVIORS IN
DEALING WITH COUNTERPARTS

Almost sl the advisors apparently felt thal gaiving full understanding of the
situation before advising Is imporiant to effectiveness, since almost 957 rated this iern as
being of either Great or Modernte importance {Table 38, iter 332). It also s ovident
from the same table that, in many situations, time for assessment is lmited; about 887
of the advisors ratad responding quickly ond decigively as heing of Greal or Moderale
imporfance (item 333}

There are certain factors that complicate and impede the process of assessment and
decision for advisors, Linguistic und cultural differences obviously are important, Not
being able to identily the encmy is a major concem. Probably the most important factor
is the necessily for the advisor {o understand the zituation as seen through the counter
part’s eyes as well as through his own, An advisor ean reach his decision only alter
careful consideration of how his counterpart will receive and understand his advice, the
counterpart’s ability and autherity to act upon advice, possible compromises with the
counterpart, and the eounterpart’s motivation to carry out the advice. Since the abiity 1o
gain fuil understanding of the situation assumes considerable importance in advisory duty,
further research should be dirceied ol identifying foctors that confuse and delay under-
standing. Then advisors should he trained to cope with such lactors. A large number of
advisors {(92%) soid that it is of eithet Great or Maoderate imporiance o make it elear
that you arc lhere to help, nol to mapect or evaduade fitem 3291, This resull indieales
that some counterparts are likely o misunderstand the function of the advisor, either
because of their own athitudes and experiences, or becanse of the advisor’s attitudes and
bohuvior toward his ccunterpart. Advisors should be warned aboutd the polentiad dangor
of appearing tu be one who inspects or evidaales,

The way an advisor [aces the dangers of a hostile envirooment will greaily inlluence
his effectiveness, It can be determined from Table 38 that 30! of the advisors said that
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Table 38

tmportance of Advisors” Behaviars In Dealing With Counterparts

Pergonr

f1em O ey o .
ha, Beh'awar s ' Nane Il wimi ) jﬁfdwai Liroat
327 Showing courage and ability under fire 585 6.5 6.3 8.2 530
328 Keeping physicaliy fit 583 38 2.2 an.3 az7
32¢  Showing that you ate there 10 fielp, not

o inspect or evaluate 6583 27 5.3 22.3 0.2
330 Proceeding slowly and dehiberataly 583 6.0 146 2.2 122
331 Being assErtive 572 75 303 42 6 19.9
332 Gaining full uaderstanding of the situation

before advising 584 09 45 214 733
J33 Responding quickly and decisively 585 1.7 106 323 554
334 Daoing your counterpart's job when he is

stow to respond or incormpetent 580 £76 R4 135 £6
335 Sharing the same dangers 5g4 a1 5.7 0.7 685

sharing the same dangers {as one's counterpart) is ol either Greut or Maderate imporiance
{item 335). Also, 87% gave the rame ratings to showing courage and ability under fire
{item 327). While an individual’s courage in the face of danger has always been crucial to
combat effectiveness, it seemed especially important fo the respondents that advwors
should demonstrate sueh qualities to their counterparis,

Keeping physically fit was rated either Great or Moderate in importance by 8497 of
responding advisors {item 328 There also were 797 who said thal proveeding slowly and
deliberately was of at Jeast Moderate importance {item 3340) and about 627 said the same
for being assertive (item 331},

Of &I the items lsted in Table 38, most advigsors gave the lowest ratings to doing the
counterpart’s jnh when he is :low fo respond or mwmpcior;t {item 331}, Fourfifths
rated it Small or None in irrpurtance, with almest half saying None. Noverthelegs, 207 of
the advisors said that taking over command under these circumstances was at least of
Moderate importance,

339. 1 had to take over command because my counterparl was
ineflective (N=490}

Always 0.2%
Yery Often a.4%
Often 1.054
Dccasionally 1.2%
Never 91.2%
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Chapter &
ADVISOR TRAINING COURSES

The sources of information that are of potential value For success as o military
advisor are many and varied, runging from highly specialized military courses sueh as
Psychological Operations {PSYOPS) to genoral rollege courses. such as International
Helations, Jusd how valuable any given course of study will be for any particular advisor
will, of course, be a Tunclion of the nalure of his duly sssipnment, and where # &5
located. In the hope that some order of value vould be placed on the many courses that
are relevant lo a military advisor’s duly, we asked our sample 1o ovaluate their expert
ences with such courses.

Since not s}l advisors took all eight of the militlary assistance courses that were Hsted
on the guestionnaire, nor all the college courses that were thought to be of potential
relevance to advisory duty, the number of cases available to evaluate the courses s highly
variable. Attempts (o interpret the results for any one or more of them should be made
with careful reference to the sample sizes. Comparisons between courses are Hkely {o be
in ervor, sinve the sampies are neither the same nor equivalent.

The final seetion of this chapter prosents the results of advisors” recommendations as
to the amount of emphasis thal should be placed on a selected list of advisory procedures
that are necded when dealing with a counterpart who does not accept xdvice,

VALUES OF MILITARY ASSISTANCE COURSES

Advisors were asked to evaluate military assistance courses in terms of helpfulness o
advisory efforts. The results’ are presented in Table 38,

Several factors must be taken into aceount wher analyzing responses concerning
military assistance courses. For example, selection eriteria may have screenwd advisors
from particular courses, The attractions that caused cerlain individuals to volunteer for,
or at least more readily accept, assignment Lo certain courses also must be considered.

Apparently only 194 of {he 605 advisors in the total sample had attended the
Military Assistance Training Advisor (MATA} course. Three-fourths of these rated the
course either Essential or Very helpful; one-third folt that the MATA course was Essential
(Tuble 39, item 183). Some advisors fell that the course was too much of a “eram”
session, oo general, and that too many subjects were taught in a superficial way. Thus,
although the content of the MATA course is gencrally judged to be valuable, more
intensive treatmoent of sclecled topics rmaght be necded in order to moke it comprehensive
with respect to actual advisory work,

Ower nine-tenths (91%) of the advisnrs whn had completed the Speeial Forces course
rated il as either Very nolpfud or Essential to their advisory efforts {ivem 1810, Further

UFive courses had been stteaded hy a doser ar fowor mspondests, il henwe were not considered
suitzhle for statisticel anadysia and are amitied from Fable 58 rie coues were MAQ Command and
BTAFF, 1BIL, SANZ, COIN, and FAST, '
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Table 33

Helpiuiness of Military Assistance-Related Courses to Advisory Efforts

Porgeng
Hem Very Samewhat i N;_-
No, | Coure 1 Easentigl Helplu! Huripful Value Diegr st
182 Military Assistance lnstitute h
] {MAl 17 3531 47.1 118 1241 5.9
} 183 Military Assistance Training
Advisor IMATA) 18 i35 407 27 2.1 1.0
185 Military Assistance Programmer
{MAP} 55 ag.1 0.0 2.1 0.0 1.8
190  Foreign Service Institute
{FSI+AREA® 45 511 26.7 13.3 8.7 2.2
157 Special Forces 2 41.2 5060 0.0 KA1 5.9
192 Special Warfare Counter
§ Insurgency (G} 37 460 4056 5.4 28 5a
195 Civi) Aftairs 86 378 33.2 227 LX) 1.5
196 Psychological Operations
PSYOPS) G3 302 331 20 16 az
N thiscontinued,

research could determine which Special Forces skills are most useful in various non.
Special Forces advisory johs.

A total of shout BT of the ndvisors who had completed the Special Warlare €1
{Counter Insurgency) course thought that it was either Very helpful or Essential to fheir
advisory efforts (item 192). The Military Assistance Programmer (M AP} course was rated
gither Very helpful or Essential by alrout 98% of the advisors who took it (item 185),

Training given at the Military Assistance Instiluie (MAD (now discontinued) was
: completed by & small number of advisors, most of whom (83%) rated it either Very
i, helpful or Essential (iterm 182). The results are difficult to interprel, however, not only
because of the small number of graduates but because fwo courses were canducied at
MAIL one for “plonners” and the other for “advisors.” The courses were similar except
for 17 hours of instruction related to the future speciatization of the students,

‘The Civil Affairs course was rated at least Very belplul by 71% of those wha
completed it (item 193). Since taking the eourse usually mernt a specialized assignrmont
in the civil affairs fiedd, the reasons wiry the remaining advisors raled the course no more

e b Mo G
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¥ than Somewhat holpful are worlthy of further investigation. A similar situation prevails

3;:; for the PSYOPS course (item 196}, In that case, 68% rated the course as al least Very
4o help{ul, bui an even larger portion than for the Civil Affairs found it no morce than

) Somewhat helpful.

i The Foreign Service Institule AREA coume (now disconiinued} apparently was

At highty valued by most advisors who ook it since 78% rated it as being atl least Very

3 helpful, and more than hail rated it as Escential {item 120).

.

&

A a5

L

8

o
.

FOR OFFICIAL USE ONLY

%y e T




VL A M

FOR OFFICIAL USE ONLY

VALUES OF COLLEGE COURSES

Certain college courses were hypothesized to be related to advisory duty assign-
ments; lypes of college courses Hsted in the Military Adviser Debrieling Questionnaire are
shown as Table 40, The mdvisors who served in hostile envirorments were asked to rato
e?;:h course on a fivepoint scale with respeet to how helpful cach was to their advisory
efforts.

Tahle 40

Helpfuiness of College Courses 1o Advisory Efforts

Porpoag

itern Viry SmmirwhaaT Of No 1!

No. Course . f Exsential Heipfut ‘.......Mtf‘H' ul j Value | Dewimemal
197 Sociology 185 108 4t.1 373 9.7 8.5
198 Sociat Psychology 180 145 400 KO 88 0.6
189 Personality 108 21.3 40.8 23.2 13.9 0.9
200 Erhnoiogy 33 21 15.2 27.3 42.4 30
201 Anthropology 53 13 15.1 359 %9 1.9
202 Personnel Administration 150 1.3 34.7 42.0 113 0.7
203  industrial Relations 92 5.4 27.2 358 309 1.1
204 Marketing op 2.1 16.3 27.6 52.1 1.0
206 Politicat $cience 182 16.2 358 375 g8 0%
207  Interaational Relations 160 206 45,6 238 8.4 0.6
208 History 276 16.0 355 i3.0 i5.2 04

Marketing and Industrial Relations, along with Anthropology and Ethnology.
produced the largest percentages of responses on ine Jow end ol the svale. Although
arthropological and ethnological information tends {0 be valued by most advisors
{Table 35, itern 234), the above results probably refleet the need for information related
to the specific culture Lo which they are assisned relher than lfor moere general
information.

International Relations received ratinpgs of either Bssential or Very helpful from over
fwo-thirds of the advisors who had taken such a course {Table 10, item 207V

Courses dealing with behavior also were rated high by upe majorities of the advisors
who had taken them. For example, courses in personality were rated at teast Very helplul
by 62% {item 199). Social psychology roccived similarly high ratings from 517
{item 198},

Courses in the social sciences received ratings of at teast Very helpful from half the
mspondents: 52% for political science (item 206}, 52% for soctology (item 197}, and 507
for history {item Z08).

Substantial numbers of advisors alse rated high the courses in personnel admitisira-
tion and the study of languages. There were 467% who sid thal personne]l adminisiralion
courses had been Very helpful, or betler, Lo their advisory offorts (item 202),
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As Table 10 shows, all the courses were Somewhat helpful, or beter, for large
proportions of those advisors responding. Detailed study s needed in order Lo asceriain
which information from cuch type of course is of potentinl vilue for all advisors. and
which is of value for only a selecled few,

TRAINING ON ADVISORY PROCEDURES

Table 41 presents the advisors” ratings of emphasis needed during training on various
actions that could be taken when a counterpart does nol accept advice. In making
comparizons among items in this section, it should be kept i mind that the procedures
are not mwutually exclusive, since some cun be undertalen simultaneously.

Unless the counterpart is made to understand the advice offercd him, use of other
procedures probably is irrelevant. Thus, alimost all (947 of the advisors said that at feast
Moderate emphasis should be placed on making sure the counterpart actually understands
the adviee (item 2591 Moreover, siightly over three fourths said the above procedure
should receive heavy emphasis in {raining. Similarly, there is little to be puined by
“pushing” advice tha' the counterpart is not authorized to act upon, There were 857 of
the advisors who sail that making sure that one’s counterpart is authorized to act on
advice should receive either Heavy or Moderate emphasis ¢item 262).

In the process of persuasion, the advisor must commumnicate in a meaninpgful way the
rationale behind his advice, Responses indicale that relatling the advice to improvement of
unit performance is one of the best ways {ilem 2583). Thus, almost vine of every len
advisors {89%) said such a procedure should receive rither Heavy or Moderate emphasis in
training. Giving the counterpart a study paper to jssist him in reviewing the subject, and
putting recommendatlions fo the counterpurl In wriling are methods of nsuring that the
counterpart has an accurate comprehension of the rationale behind the advice, as welt as
of the advice itself. There wore 57 and 51%1, respectively, of the advisors who said these
procedures should receive ot least Moderate training emphasis (ilems 260 and 2G1).

Appealing to the counierpart’s professional pride also was highly rated as a possible
comrse of action. Over three-fourths of the advisors said that it should receive cither
Heavy or Moderate training emphasis (itom 255). Appealing to a counterpart’s friendship
for the advisor was not as highly rated as the other procedures. (pinion was almost
equally divided hetween those advisors whe felt that appeals to friendship should receive
either Heavy or Maderate emphasis, and those who thought emphasis should be Slight or
None {item 252}, :

Two of the items described procedures invelving indirect pressure on the counter-
part. Asking a MAAG superor lo allempt to influence the counterpart informally was
rated either Heavy or Moderate in training cmphasis necded by §677 of the advisors
{item 254). {But a varialion of the above proccedure might he more appropriate, ie.,
asking a MAAG superior o attempt to influence the counterpart’s superior informally}
Less than half the advisors said that going through official rhanuels fo yel complinnee
should recewve cither Heavy or Moderate training emphasis Gtom 208),

Compromising on less than full acceptance of advice and dropping the advice until a
better oecasion arises (unless advice is exlreprcly important) received at teast Moderate
ratings from 66 and B8 respectively (items 206, 263

The procedure thal ranked the lowest ol those listed involves negotiating by using
materials or mssistanre in olther malier: for harazaining purposes (item 2571 Only 307 of
the advizors said that it should roeceive either Heavy or Moderate emphasis. However, 417
gaid it should receive no emphasis. Severnl commoents pertansing lo such  bargainimg

47
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Table 41

Advisory Procedures®

Pereget
It Mean 4 3 ;""““‘ 1
Ho. Training Emphasis Needed [ Raimglf Heavy tdoderate | Shgh None
i

258 Making sere courderpar actu

ally understands the advice 581 3.7 FER 18.7 4.7 16
262 Making sure counterpart is

authorized 10 3¢t on advice 578 3.5 630 226 10.2 472
253 Relsting advice to improvement

i unit performance 579 33 46.3 435 8.7 1.7
255  Appealing to counterpart’s

peofessionsl pride 578 KR ¥ 438 KrE 172.3 6.8
263 Dropping advice until a better

ooccasion arises {unless advice

s axtremely inportant) 581 29 331 344 N2 "2
256 Compromising on tess than full

acceptance of wdvice 584 2.8 221 438 259 8.2
260 Giving the counterpart @ study

paper to susist him i review 580 2.7 218 304 267 15.7
261 Putting your recomnmendations

1 counterpart in writing G582 28 260 28.4 86 1582
258 Gaing through official channels

to get compliance 5832 2.5 06 249 363 18.2
252 Appealing 1o counterpart’s

feiendship for advisor 586 2.4 17.2 308 208 220

254 Asking MAAG superior to
attempt to influgnce the
counterpart informally 580 2.3 133 238 407 223

257 WNegotiating by using materialy
or assislance in other
matyers for bargaining
PLTBOSES 580 2.0 162 202 280 40.7

RSt g a b

BWhen a pounisrpart Soes not scoept advioy,
Bisted in ordur of mean ratings,

procedures indicated that they can be detrimental te advisor-counterpart rapport, and
should Le used only as a last rosort, i at all.

The variability of the distributions of respenses ta each ilem in Table 41 serves to
underscore the facl that there i no common agreement among experienced advisors
concerning the “hest™ advisory procedures. What appears o be noeded now is exnloration
of the meanings of the differences among the procedures. For example, it was saad that

48

Y

FOR OFFICIAL USE ORNLY




T S TN e R A g, S e

Gt o

N g

it

sy

W

'_.
o
30

m:i:,m'i

FOR OFFICIAL USE OKLY

the importance of only making recommendations and suggestions o counlerparts was
exaggerated in the MATA course, and thal the tendency to avaid offending hosis was
carried o an extremc. I was commented that counterparts knew of the advisors’ creed
of non-asseriton and sometimes took advantage of it

Some advisors, at least, helibve thal more can be accomplished by direct advice that
is accompanied by pressure, provided the advice is sound. Some advisors say (hat they
were repeatedly told that, because of the Vielnamese culture and customs, divect advive
would not be readily sccopted and would hinder advisory efforts. it was noted that, sinee
the eounterpart must understand the advisor’s techniques, and he must also be absolutely
free 1o accept or reject the advice offered, making acceptance of mdvice the ¢riterion of
advisory success can lead to deceit and “game plaving™ by both the advisor and his

counterpart.

49
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Chapter 7
COUNTERPARTS CHARACTERISTICS

The advisors were asked to indicate how often thev observed certain behaviors that
could apply to their counterparts, The Military Adviser Deinn Png Questionnaire con-
tained a list of 37 descriptive staterments ol such behav'ors. During praliminary studies
that led to the developiment of the questionnaire, advisas reported that these behaviors
had been displayed by their counterparts,

During the developmeni of the Supplement o the guestionnaire {Military Advisors
in Hostile Environments), additional preliminary studics indicated that certain hohavios
relating to combat sifuations also had been observed by advisees in such siluations,
C asequently, nine additional itoms were developed to cover combal relevant counterpart
behaviors. The complete results for the advisors” obsenvations of counterpart behaviors are
presented in Table 42. The combat relevant items are al the end of the list.

The items in Table 42 were divided into desirable and undesirahle counterparnt
behaviors for purposes of discussion and compatison, Each type of behavior is treated
separately in the remaining portion of this chapler, in vonjunction with information
acquired about counterparts’ relationships with (heir advisors.

ADVISOR-COUNTERPART RELATIONSHIPS

On the whole, most edvisors reporied thet they have favorable personal relationships
wiln their counterparts. Only sbaut 4% teported cither impersonal or unfriondly
relationships {item 271}

271.  How would you describe the personal refationship between you
and your counterport (N=h57)7

Very close 25.7%
Close 40.4%
Friendly acquaintance 29.8%
Imgpersonal 3.4%
Unfriendly 0.77%

Insofar as personal relalionships develop ageined a backgrownd of job-related
sttitudes and feelings, it B signilicont that nine out of ten advisors ssid that their
counterparts viewed the Military Assiastance Propvam {3AP) as being in the best interest
of their country {itemn 274, below), But one well may wonder wiat causes almast % to
disagree that the Military Assistance Program s in the best intercst ef South Vielnam,

274,  Boes your counferpart view MAL as oring i the host interest
of his country {N=538y?

Yes, O91.3% Nea, ¥

Friendly personal relationstuns, snd & peneradiy favorable view toward MAP probably
contributed to the readiness of most counlerparts lo accep] advice and conperate with

50
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Table 42

Freguency of Counterpart Behaviors

Prrppnt
fim
o, Behavior N | very Den Oien lOms:aaazq] Mirwer
275 Coeoperstes with his advisor R74 £0.0 20.4 0.6 0.0
280 Tries to understand advice and the reason
for it 574 414 24 8.1 2.1
284 Tries to nswer his advisor’s questions 573 669 218 110 0.4
285  Accepts new concepts and procedures 573 278 38.2 31.4 2.6
288 Provides aceurate information 8/3 385 398 20.3 1.4
289 Assists advisor in his relationships wilh
other ccumerparts 562 55.3 25.0 140 4.1
280 Not available to advizor when needed 540 3% a3 53.3 339
291 Ignores suspense dates 021 4.8 11,7 50.1 3.6
792 Refars most of his decistons {0 hissuperiors 5680 179 185 45.0 17,7
203 Circumvents advisor’s efforts to improve
host-country mifitary 540 10 8.5 bt 378
284  Tries 10 get advisor 1o make his decisions
{or kim 565 4.3 5.7 338 56.3
206 Acts gontrary to advice of recommendations 566 53 a9 639 208
297 Delays implementing advice unnecessarily 560 6.1 12.2 49 327
300 ignores proper MAP procedures §12 a7 115 83.9 31.%
303  Acts impersonat and “strictly official™ with
advisor 564 4.6 57 353 54.4
305 Agppests to resent advice 566 5.0 64 47.4 41.4
307 Asks for favors that sdvisor cannot
legitimately provide 572 177 143 46.5 2.5
: 300 Provides timely infarmation 510 382 388 216 a5
; 310 Tries to get advisor to do his recueisitioning
; for him 558 2086 40.3 40.3 22.1
i 313 Aoppeared 10 suffer from combat fatigue 530 1.4 1.8 215 5.3
214 Went to pieces during a Tight 521 20 1.0 86 B88.5
318 Threatened non-cooperation to get more
supplies and/for air support 545 4.2 10 25 674
] their cdvisors. A total of 77% of the mlvisors said that their counterparts often aceepted
their advice on combat matters (item 311).
¢
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341.  When under fire, my counterpart aceepted my adviee oo comb
matters (N=B05):

Alwavs 10.3%
Very often KR
Often 26,97
Oceastonalty 20.0%
Never 3.2

The relationships between advisors and their counterparts were examined more
closely by asking advisors how froguently certain counlerpart behaviors were obsonved,
Desirable counterpart hehaviors are presentest in Table 13,

Table 43

Desirable Counterpari Behaviors

' Prrecemt
i Answereng
| Newer gt Only
e Na. ! Behawor N Ceeasiomally
215 Cooperates with his athisor 578 08
280 Tries to undersiand advice and the reason Tor 574 .2
284 Tries to answer hes advisor's guestions 573 114
285 Agcepts new goncepts and procedures 5713 338
2ba Prosvides acourate infommation 573 21.7
289 Assists advitor in his reiationships with other
cornarparts 582 18.7
309 Provides timely informaton 570 5.1

One-third of the advisors said that their counlerparts Occasionally or Never aceepted
new concepts and procedures (Hem 2851, Aceeplance of a new idea is dependent, in part
at least, on a counterparl’s undevstanding of the reasons {or it. Advisors reported {hat
most of the time counterparts trisd to understand advice and the reasons for it, but
one-fifth said their counterparts did this only Oceasionally or Never (item 2803,

Three items in Table 43 concern ipformation fumished to the advisor by the
counterpart. To the guestion of how frequently the counlerpart provided accurate
information, over onc-fifth of the advisors answered only Qccasionslly or Never
{ilem 288}, Over onefourth said the counterpart pwovided timely information only
Occasionally or Never (flon 308). Apparcofly, howover, whoen advisors questioned their
counterparis, the desired information usi lily was oldained, stnee only ahoul one out of
ten sdvisors said their counterparts only Cecasionally or Never fried 1o amnswer their
guestions {item 284},

Table 43 shows thai about 10% of the advisors siid that their counlerparts eithsr
Never or only Occasionally «oopéerated with them {iicm 273). Almost one-fifth said that
their countorparls either Never or only Oceasionally assisied them in their relationships
with other counterparts {item 289),

52
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Tsibie 44 presenlsi the undesirable behavior of counterparts. Almost one-quarter of
the adwse:;s (23.5%) said that their counterparts Often or Very ofion circumvent advisors’
efforts to improve the host-country military {Hem 2933,

Tablc 44

Undesirable Counterpart Behaviors

Percent
Answering
ftem No. Behovior N \f{::;”gft:;n
260 Not available to adfvisar when needed 540 128
291 ignores suspense dates 52% 16.3
42 Refery most of his decisions to his superiors 560 374
283 Circumvents advisor's efforis to improve host-
country military 540 235
254 TFries to get advisor to make his decisions tor tum 565 0o
288 Acts contrary 1o advice or recomnendations 56% 152
ba: X Delays implementing advice unnecessarily LE0 8.2
300 fgnores MAP procedures 512 15,2
303 Acts impersonal and “strictly official” with evisor 564 10.3
305 Appears 1o resenst advice 558 114
307 Asks for tavars that advisor canrot legitimaiely provide 572 320
no Tries 10 get wivisor to do his requisitioning for him 3214 608
313 Appeared to suffer from combat tatigae 539 33
314 Went to pieces during 2 fight 521 30
318 Threatened non-cooperation toget mare supplies
. andfor air support 045 11.2

Five other itoms in Table 44 also described behaviors invelving noncooperation or
resistance to advisory eiforts (items 290, 296, 297, 303 and 305} Percentages of advisors
answering either Often or Very often ranged from 10.3 to 18.37. Ther¢ were 16.3 and
15.2%, respectively, who said that their counterparts ignored suspense dates and ignored
MAP procedures st Jeast Often (items 291 and 300).

Almost orethind of the advisors said that their counterparts either Often or Very
Often asked for favors that advisors could nol legitimately provide {item 307). Several
advisors reportcd Hhiat their counternarts treatod scceptance of advice as a personal favor
to the advisor, one that obliged the advisor to do a favor in refurn,

It is penerally concedea that for an advisorcounierpart relationship to function
effectively substantial amounts of mutual respeci. and trust are necessary. The content of
the foregoing section on counterpart behaviors suggests that minorities of advisors
{usually Jess than one-hird) had problemss that involved establishing and manlaining 2
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mia}ianship of mutual trust and respect with their counterparts. The questionnaire asked
advisors to indicate how well the following item deseribed their counterparts,
321,  Did not trust his adviser (N=5T79):

Very Wel! Muaderately Well Poorly Netat Al
22.5% 23.3% 14.7% 39.6%

Thus, 46% said that their counterparis could he described as not frusiing their advisors
either Very well or Moderalely well,

THE COUNTERPART IN HIS MILITARY SYSTEM

The advisor.couaterpart relationship is the contact point hetween two military
systems. While In theory the advisor and his counterpart share common objectives, in
practice they may not. Sometimes they do not even share a cammon understanding of
thelr objectives. Among the factors thal interfere with their mutual understanding are
cultural and political influences, diffeconces botween their respective military systems, and
their dissimilar personalities. '

In order to be successful, an advisor 1 ust appreoch and understand his counterpart,
both a8 an individual and as an element of 5 military system. The folfowing talles and
discussions concern specific characteristics of cox. wits and particular problem areas of

advisor-counterpart relations, Advisors” commert. » ~eented that clearly show the
importance of the interaction belwron the o= st | " rountry mililary system.

Almost half the advisors ngreed that conditions i - 7 wst-country milifary
system either moderately or seniously limit an advisor’s elisclys .

99, Conditions inherent in host country military svsten,. 1. = &
Hindrance to Effeotiveness,

None Shight Modorate Serious
11.5% 36.6% 25. 1% 20,27

Table 45 shows that one such condition, the slow response of the host count.r
system, was either a Great or Moderate hindrance for almost two-thinds of the advisors
{itern 428).

Table 45
Advisors’ Effectiveness Related to Counterparts -

Poronng

jrem
No, Hindering Conditions N Nor I Staght ] Modcrate L Great
424  Lack of experience compared 1o that of

counterpart §27 385 3688 182 55
477 Counterpart’s tack of aegressiveness 541 38 300 26 168
A28 Sicw response of hostcountry systom 551 89 65 352 284
A7 Not being coltocated with counterpart 444 469 308 ise 86

432 Gralt and corruption 856 4.8 i35 26.3 B4
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Among the undesirable counterpart behaviors listed in lable 14 by far the most
frequent concerned counterparts who tried 1o get advisors to do their requisitioning for
them. Over 60°% of the advisers obsenved this behavior either Often or Very often
(ifem 310). Numcrous commenis were mude concerning the tendency of vourderports to
become dependent upon advisors for material sapport. In offect, they achnowledees the
inferiorily of the host countiny’s supply system,

Some counterparls beeame so dependent upon Americon support that  they
threatenred noncooperation in order (o get more supplics and’or air support (Table 44,
item 318). There were 11% of the advisors who sneountered this behavior at least Oflon.

Over 37% of the advisors said their counlerparts Often or Very oflen reforred most
of their decisions te host-country superiors {iem 29%), Several commenis referred (o
inability of counterparts io make decisions, Some advisors sadd # was because of the
hocst-couniry system, which does not encourage initiative—especially at lower levels of
command. Another problem in decisionamaking, pessibly a resull of this sysiem, was
described in Table 44, item 2913 107 of the advisors sand thal the counterpart tried (o
get his advisor to muke his decisions for him. Some counterparts were said 1o be under
orders to keep their superiors informed of advicors’ recommendations,

The advisors were gsked o indicate how well the fallowing dem deseribed their
counterparis.

3256,  Motivated more by political self-inlerest than by military cone
siderations (N=582)%

Very Well Moderataly Well Poorly Nolat Al
11.4% 22.5% 21.8% 44.3%

Thus, over onc-lhird of the advisors were skeptical about the jrofessional dedication of
their counterparts. The counterpart’s cconomic solf-interesl camsd serious problems in
some casce. For example, grafl and corruption were rafed as cither u Greal or a Moderate
hindrance by 52% of the advisors {Table 45, item 132).

Table 45, item 424 indicutes that 24% of the advisors reporled that lack of
cxperience compared to that of their counterparts was either a Greal or Meodermte
hindrance to their advisory effectiveness. Thus, some vounterparts were more experienced
than iheir adyvisors in some ways. Almo.t three-fourths of the advisors indicated that their
counterparts had the maost experienee undoer fire {Table 46 item 326),

Table 46

ome .

Counterpart Descriptions

comAL L

‘ Tescent
Tramy Moderately
No, How Well 15 Counterpary Deseribad N Very Well Wi Poorty How al A
322 Relugtant to take risks in trying out a new
method of operation 578 639 350 27.0 N2
323 Aogressive; offensively oriented 581 32.4 375 20.7 a5 .
¥4 MNotinahuny o pursue the war 523 11.2 314 21.8 287
326 More experienced under fire than his
advisor 578 423 304 109 164
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In Table 45, counterparts’ luek of aggressiveness (item 4271 wis rated as at least a
Moderate hindrance to their effvclivencss by 387 of the advisurs. However, only 347
said thal a description of (hiedr counterparis as aggressive of offensively oriented would it
Poorly or Not i all (‘Pable 406, item 323},

Net being localed with une’s counterpart was considered cither a Great or Moderate
hindrance by 22% of the advisors {Tablc 15, item 4281 Almost hall, howeer, said that
this was no hindrance. Bome advisors pereeived possiliie detrimtentad offects in colloction
in that it could create an atmosphere of distrust, or cause vounterparts to rely too much
on advisors 1o do their jobs for them,
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Chapter 8
COUNTERPARTS DUTY PERFORMANCES

In addition to the observations of counterparts’ behaviors reported in the preveding
chapter, advisors also were asked shout their counterparis’ daty performance. Table 47
lists the complete data lor the duly performances presented by the questioonaire, It ean
be scen that duty performance statements, like behavior statements, carry cither desdrgble
or undesirable connotations. Consequently, 1 the discussions that follow, statements
again have been elassificd according to their desirable or undesirable connotation. Thex
are presented in separate summary tahles,

In the previous chapter, it beeame ovident that advicors gencrafly raded their
interpersonal refations with their toonterparts quite highly., Smmilarly, in the present
chapter, #{ will be scen that, in general. the advisor rabings of thelr countemarts’
prolessional competence are also high.

Table 47
Frequency of Counterparts’ Duty Performances

b4 Percoes
Trern
Ho, Duty Perfocmance N | Very Often SHren ]Qamswnauy Nver
276 Emphasizes the impot tanze of making pians 573 386 374 208 33
277 "Follows-through™ on his orders to
subordinaies 571 441 329 203 26
278 Demonstrates iniliative ond drive in hiswesk 575 534 238 208 18
. 279 Tries to improve his professional competence 568 429 325 218 28
. : 2BY  Supporis hogt-country civic aclion programs 558 450 32.f 19.9 25
* 282 Establishes tuitable task priorities 866 318 385 240 2.7
’ 283 Plans lugical courses of action 567 434 335 208 23
¥ 286 Exercises careful controf over utitization
: and scenunting lor moncy, supplies,
7 materigls, #1c, 544 348 3tA 8 L
5 287 inwsts on proper maintenance procedures 653 22.4 318 s 8.9
if 295 Allaws improved procedurss 1o Yback-
4 slide" to okd, ineflicient ways 5832 77 13.4 53.2 258
ii 208 Does not follow-up on requisitions 527 129 1.7 468 22.6
: i 294 Mistreats or neglects waifare of host-
. : country military personnct 548 3.1 8.9 34.0 570
I
E ‘. flontinued} -
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Table 47 (Contimeed)

Freguency of Counterparts” Duty Performances

Fotcoeny
Frern T
Nao, Dury Performance M| Very Mien Often éﬁcms‘ossailyg MNpver
i i

301 Seeks to replace equipment instead of

mainairmng it prope:fy 586 i34 18.7 39.9 8.4
302  Has Intde maotivation fo conduct raining 548 10.4 153 37.8 36.7
304 Hides suppties belore inspections in the

hope of getting more 530 8.5 12.1 37.2 42.3
306 Withholds equipenent ard supplics needed

for training 550 38 107 320 535
308 Maintains good disgiptine 569 51.5 287 168 28
311 Adheres 1o high standards of training 583 25.4 30.0 35.0 9.1
212 Unduly Emited bis actions to avoid

caspatties 537 179 18.7 43.0 238
35 G bmitted accurate strength reports 5414 1] 179 14.2 6.8
316 Subritted exaggerated reports of combat

actions 534 14.6 105 38.6 6.3
317 Exercised proper control over supplios 558 504 213 218 59
319 Went into the field with his troops 554 64.7 is.5 164 34
320 Hesitated to employ avadatrde weapons and

cquipment for tear of 1eeing 1hem 538 1.6 i3 2735 578

GENERAL EFFICIENCY

Desirable performance behaviors are listed in Table 48 and undesirable behaviors in
Table 4%, It is immediately apparent from the summed responses in these iables that
counlerparis usvally performed their duties satisiactoriy most of the time. Possible
exceplions include flem 287, in Table 48, where 167 said Uthat counterparts “Insist on
proper maintenance procedures” only Qeeasionatly or Never, Also. item 311 (Talle 18)
shows that 44% said that their counterpart “adheres to hogh standurds of trining™ no
more than Qccasionally,

When asked to compare the professions] performanee of their counterparts with
other host-country personnel of the same ranks, almost three-fonrths of the advisors said
that, their counlemarts were either Superior 9r Somewhat betier thay average, and only a
few gave ratings of Below average (Tahle 50, item 272

When the advisors compared the professioend perlormance of their eounterparts to
those of U.S. personnel, however, counternarts were mated semewhat Jower than when
their countrymen were the stundard for compurison. Whereas only about 657 of the
advisors had previously mted their eovsarparts below average compared to Vietnamese,
over onethird of the counterparis were raled that low when U8, persannel were used as

2 3
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. Tabie 48

v u e -

Dasirable Counterpart Quty Performance Behaviors

Pascont
Furssevciang
Ry e Cinly

Jtem No, Behawor L] Oceasongliy
216 Emphasizes the importance of making plans 573 4.1
227 Follows theough on orders 1o subardinates 5N 228
278 Demonstrates initiative in his work 575 228
279 Tries to improve his pratessional compelence 869 46
3 Supports host country aivip action progeams 558 224
282 Estabiishes suitable task priotities 566 6.7
283 Plans logicat courses of action 567 31
286 Exercises carefut control over utilization and
accounting for money, supplas, materials, ete. 544 aas
287 insisis on proper mamtenange procedures 553 4538
\ 308 Maintains good disciphne 569 188
; 3t Adberes to high standards of training §63 441
1% Subrnittest socurate strength reports 54t 210
37 Exercised proper control over supplies 558 278
319 Went irto the field with his froops 554 16585

the standard. Nevertheless, almost two-thirds of the vourmterparts were said to e
performing ot teasl as well as the average U.B. soldicr of the same rank (item 2774

SUPPLY AND MAINTENANCE

e,

A group of seven items m the questionnaire represent counterparts’ performances of
{ duties related to supply and maintenance. Failure of a countespart o exercise proper
K control over supplies, money, and materials can result i inefficicney and wasle, and can
lead to graft and corruption. This can cause g scrious loss of combat effectivencss,
Table 48 shows that one-thind of the advisors said that their eount wparts cither Never o
. only Occasionally exercised careful control over utilization and aceounting for money,
supplies, and materials (item 286); over onc-fourth gave these responses for excreising
proper control over supplics (item 317},
Over 45% of the advisors said their countemparts insisted on proper maintenange

=

%; procedures no more than Occasienatly {item 287). Almost one-third said that their
@ counterparts Often sought to replace equipment instead of maintaindng it properly, and

1 & that tiseir counterparts did not follow-up on requisitions (Table 48, items 301 and 2985
;‘E’ Table 49 also shows that biding supplics before inspections in the hope of getting
¥ moye was observed Often or Very often by ahout one-filth of the advisors ¢item 3010). A
f total of about 15% noted that their eounterparts Often or Very ofton withheld
£
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Tabte 48

Undesirable Counterpart Duty Performance Behaviors

Percant
Answrang
OHirn of
item No. Bebavior N Very Ollen
205 Ajtows improved procedures to "back-slide™ 1o old
inefhicient ways 862 21
298 Does not follow-up on requisitions 527 306
299 Mistreats os neglects weliate ol host country
militacy personnel 5ag 80
o Senks 1o replace equipment instead of maintaining
it properiy 56 3y
302 Has littie motivation to condugt training 548 5.7
304 Hides supplies before inspections in the hope of
gefting more L 2086
306 Withholds equipment and supplies nesded for training 560 145
2 Unduly limited his actions to avoid casuslties 537 336
ne Submitied exaggerated reports of combat actions 534 B
320 Hasitated ta employ availahle weapons snd equiprognt
for fear of Fosing them 538 4.8
Table 50
Evaluations of Counterparts’ Professional Performance
I Farount
Aboul
Somewhat | the Same Beiow
Item Mo, Professionat Porformance H Super i Hetter tAversgel Average
Compared to the average
performance of.
212 Host-Country ulticers
(NCOs} of the same rank 568 a8E 347 23 5g .
73 .5, ofticers INCOs) of the
saivea rank 568 0.7 149 391 B4
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equipment and supplies nerded for training  {item 3065 One passible  explanation
mentioned by the respondents is that hiding sapphies before ar inspection » one method
of mearding, and hoarding might b uecessitated by inadequinciss in the Vielnamese
supply systern. In certain eases., ARVN Tables of Organization and HEquipment sav not
authorize enough equipment and supplies for the assigned mission of the it ’

TROOP DEVELOPMENT, COMMAND, AND CONTROL

Nine statements in the questionnaire deserihe duty performances that roneemn troop
command and control. For example, one symptom of problems in the ARVY stpply
system is the besitancy of some counterparts to employ aviulable weapons and equipment
for fear of losing them {Table 49, item 3200,

Of great importance from the standpeint of development of troops s the
performance of counterparts with respect to ARVN tmoop truining. One-fourth of the
advisors noted that ther counterparts Often bad litlle motnation to conduct training
{Table 48. #tem 302§, Over 441% said that their counterparts adhered to high standards of
training no more than Oecasionally (Table 48, item 211).

Table 48, iteme 277 concerns following throupgh on orders to subordinates. There
appears to be a need for improvement on the part of aver 207 of the counterparis, since
many of their advisors said that counterparts follow throuw+ on sueh orders only
Occationally or Never. One problem in dealing with counterparis conecens their tendeney
{0 allow improved procedures 1o “back-slide” to old incfficient wavs (Table 40,
itern 295). Over 20% of the advisors said that their counierparis Often were guilty of
such ineffective performance. With respect to eontrel of troops in general, advisors give a
similar picture of their counterparis’ performances. Abont 1970 said that counterparis
smaintained good discipline only Ocrasionally, or even Never (Table 48, item 308)

Command and conirul of combat aperations were touched on by wmeans of scveral
items in the yuestionnaire; the resuits are in Table 49, Over ane-third of the advisors
noted thal their counterparts unduly limited thelr actions in order Lo avoid cosualtios
{item 312). There are, of course, different standards involved in making sueh a judgmens.
What is appropriately called undue limiiation of combat action by American standards
might not be appropriate from the viewpoint of the South Vietnamese, sinee our affinent
replacement system must be contrasted with their relatively Bmited resources, Also, from
the standpeint of appropriate tacties for the South Vietnamese, there s an apparent
difference of opinion among advisors. Thus, not all ndvicors agree with teaching the
South Vietnamese the LS. tactic of disengaging, pulling back, and introducing artiliery
and air uitacks,

Some advisors commented thut under the conditions of warfare in South Vietnam,
ARVN units should retain the offensive in order to redttee casunlties, beetuse the enemy
ustally had an advantage of weaponty, streagth and terrain, When not on the offensive,
they claim, their counterparts lost freedom of action, and reecived casualties from
mortars and encireling enemy  reinforeements. Thus, some advisors recommended
emphasis on mohility.

Some advisors {25%) noted that their counlerparts often submitted exagperated
reports of combat actions, possibly as a resull of the ahove (Table 0, item 216), Most
counterparts, however, submilled accurate sirenzih reports {Table A8, Hem 3155 bt it
wag commented thal AWOLs usually were reporiad on the low side. Fricadly and enemy
casualty reports appear to preseni the greatest problems for advisers, About 2007 of the

LA
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advisurs said that they had counterparts who went into the field with their {roops either
Qceasionally or Nover {item 319).

Almost three-quarters of <he advisors indicated that their counterparts bad more
expericnee under fire than they did themselves (Tahle 46, item 3261 Over 697 of the
advisors thought that their counterparis could be described af loast Moderately well as
"Aggressive; offensively oriented™ (item 323). On the other hand, many counterparis
apparently were viewed by advisors as “Nol in a hurry to pursue the wars™ since 437
were said lo be thus described al least Moderately well {item 324}, In part. the lstier
observation might have been derived [rom ihe advisors’ perception of eount-rparts as
“heluctant to fake risks in trying oul a now method of operation.” There were 127 who
said that their counterparts were well described by such a statement {item 322),

PLANNING

Table 47 contains a group of iems that relate to planning and problem-solving,
Apparcently most of the counterparts {over three-fourthsy were pereeived as heing able 1o
take initiatve even though some advisors say that the ARVN military system does not
encourage initiative,

About 20% of the counterparts were said to demonstrate initiative in their work no
more than Occasionally (item 2783 About the same poreentage wetre said to emphasize
planning {itern 276}, plan logical courses of action (ilem 283), and establish suitable task
priorities (item 282) no more than Occastonally,

Ivolved in planning activities are nation building and setf-improvement efforts. Ovoer
T5% of the counterparts were said to iry to improve their professional compelence, and
to support the host country’s civie action programs (Table A8, items 279 and 2819,
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Chapter &
IMPROVING ARVN

The queslionnaire asked advisors to indicate the degree of emphasis their successors
should place on exch of 38 fopics coneerned with improvement of SRV, The results are
presented in Table 51, All the topics listed were rated by kwge majorities of the advisors
to be worthy of at least Moderate emphasis by their successors. Thore are 15 items in
Table 81 thal were rated as needing Heavy emphasis by abouf 37 or more of the
edvisors in cach sample of respondents.

Table 81

improvement of the Host-Country Military

Prrorni
m Mean 4 3 2 ]
He, Evapbass Merded N flaung® | Heawy Modoraie Slmht None
e JRDRS SUUPITRRTORI R . ——
148 Mativation of bost-country
military to serve their country 5665 34 634 209 104 £3
151  Technical/professional compe-
tence of host-country NCOs 573 34 551 203 13F 24
153 Host-country militery framing
programs, methods, and
evatuation techniques 555 34 51.7 3658 1o 08
125 Effsctive use of host country
staff personne] 533 33 %1.0 nz 128 45
. 126 Etiminstion of unnecessary
! delzys 548 33 52,6 27.9 146 49
i 128 Promotion in bost-country .
s military on basis of merit 530 33 54.3 247 132 7.7
o Y36 Management procedures and
¢ techniques 549 33 425 330 0.6 4.0
i 132 Internal development programs 633 3.3 467 35,6 13.7 3.0
“ 133 Suff coordination and
% cOOperation 845 3.3 50.1 e ReJ 12.7 4.4
{ 115 Acceprance of responsibility
R by subordinates 553 33 54.0 242 149 7.0
i 137 Elfective expenditure of
3 supplics &54 33 540 288 117 7.4
13 Mainenanoe and tepair of
equipment 862 33 84 .4 26.2 153 43

R P




FOR OFFICIAL USE OMLY

Tabix 81 {Fontinued]
improvement af the Host-Country Military

‘i Preceny
e Maan H 4 I 3 2 E H
Ny, Emphases Needr N i Bag® Heavy LModwate Slighe None
46 Requisition and distribution
methods 551 33 546 26.9 14.2 4.4
147  Internal Jefense programs 5465 33 498 31.7 4.1 44
152 Host-country military standerds
of exceltence ard values 571 33 aBs 364 138 1.2
158 Troop morale 573 33 51.7 3086 14.5 33
128 Operational performanee 5608 32 A0 325 15.2 54
131 Inventories and inventorying 505 3.2 4737 273 124 7.5
142 Delegat'on of authority to
subordinates 560 32 48.8 295 157 8.0
145 Decision making and its
encouragemens 566 32 497 306 138 8.0
, Y56 Technical/professions! compe-
é tence of host-couniry officers 551 32 479 i K 153 5.3
v 138 Commwnications upward through
; the chain of command 563 3.t 453 300 156 9.1
140  Aceeptance of change and
: innovation 556 3.1 419 342 $9.3 4.7
{ 143 Walire of hostcountry truops 560 3.1 41.8 3.4 17.2 57
. 144 Coordination ameng units within
same command 564 3 426 264 714 2.7
t 148  Staff functioning lestimates,
| planning, ete } 532 31 g B4 178 4.7
i 154 inspection of facilities 563 2.1 40.9 362 210 30
| 156 Distribution of trainees, training
squipment, and facilities 533 Al 38.3 325 8.8 55
$27 Command direction/fsupervision 53§ an 3\s 363 218 84
134 Compliance with orders 546 30 418 251 0.2 125
141 Cooperation ainong the
separats setvioes 499 30 389 287 219 n.e
155 Discipline 568 30 3.4 251 250 85
136 Record keeping 551 29 349 200 238 124
157 BRoduciion of unmecessary paper
wovk 549 29 277 295 224 0.6
158 Updating hostcountry military
regiations G505 2.3 243 37.4 2385 97
124 Cooperation with MAAG effort 496 4 323 3t e 20 139
Bf st In ovler of the mean 1atng,
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MATERIALS CONTHROL

It appears evident Trom e rvesults presonted in Table 52 thal there was z
widespread need to improve the material control anid managenwnt procedures of ARVN.
Inventory, supply, and maintenmee were idicated as needing improvement emphasis by
three-fourths or more of the advisars to whoem such matters applied (Table 52, iteins 101,
137, 139, 146). Effcctive expeadilure of <upplies, mantenance and ropair of equipment,
and requisition and distriludion methods were scen 1o require heavy emphasis by more
than hall the responding advisors (Table 51, ifems 137, 159, and 116),

Take B2

Materials Control

E ! Paecene

! Answrring

i Heawy o1

freen No, Improvement Smprhass Needer] N { Mawterate

- H J—— -

131 inventories and inventorying 505 5.0
13?7 Efective expenditure of supplies 554 Bog
139 Maintenance and repair of equipnent 562 g6
148 Reguisilion and distribution method 551 Bt5
154 fnspection of facilities 5683 5.1

TRAINING AND PERSONNEL STAMDARDS

With respect to personnel and training standards, Table 53 supgests that improve-
ment of the technical and professional competence of Victnamese NCOs probably was as
pressing a problem as improvement of the officer corps, AMmost 80 of the advisors
percejved need for at least Moderate cemphosis on improving the lechnical amd
professional competence of ARVN officors (item 150), and B4%0 where NCOs were
concerned {item 151). It was noted that company grade officers rarely were lactically

¢ proficient and knowledgeable about conventional fire and manetvers, Excessive reliance
g ont and confrol of gunships, and siringent control of subordinales, wore said to be
H weaknesses of regimen(al commanders, Encouraping the host couniry to seud its “boest”
: troops o school {rather than the persona! choices of commanders) was said to e a
K possible meuns of improving the proficiency of the junior officer vorps. In general,
A wesknesses were said Lo be in leadership, initiative, and adaptability,

g Table 53 conlains two items that deal specifically with {raining managenment, Mmest
90% of the advisors said that at least Moderate smphasis should be pot on the
# improvement of ARVN military tmining programs, methods, and cvaluation techniques
2 {item 153} The dislribution of trainces, training equipment, and facilities also was sakl Lo
¥ need improvement by over threofourths of the advisors (item 1563, Bul, whetens over
i hall the advisors recommonded Heavy emphasis on (raining and professional compelonve,
i; only 18% {felt distribution of trinces and eruipment required this degree of emphasis
i (Table 51}

3:3
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Table 53

Training and Persarnel Standards

Feoent
Argnering
Hegvy or
fteres Mo, bmprovernent Emphase Nesded N MNedeoate
150 Technical/protessiong! competence of host-country
oificers 551 705
15¢ Technical/peotessional competence of host-country
NCOs 570 ga4
153 Hostcountry militery training programs, methods ard
evaluation techniues 585 BB.2
156 Distribution of wainess, taining squipment, and
facilities 533 758

INTERNAL DEFENSE AND DEVELOPMENT

Over four{ifths of the advisors noted that both internal defense and inlernal
development programs needed al Jeast Moderate improvement emphasis  (Table 54,
items 132 and 147Y; almost hall the respondents said thal the ewphasis should be Heavy
{Table 51). One of the biggest prohlems was application s the fundamentals of defease,
including integration of fire swupport. It was commented that ARVN had no appreciation
for field fortifications, fire plans, or dizpersion. Night ambush  factics constantly
emphasized through the advisor chain went unheedod,

Table 54

internal Defense and Development

For oy
Arsooiing
Heavy or
Item No. Enpeoverncel Emphasie Nenged N Moderate
132 Imternal develppement prograres 523 813
147 interaal defense programs 546 815

MILITARY PERSCMNEL

The various problems concerning host<country military personnel in general that
were included in the questionnaire are listed i Table 50, Althouph alinost two-thieds of
the advisors reported a weed o empiasize improvement of diseipline (item 155}, aboat
four-fifths indicated that the other probems represented B the lable (promotion, welaany,
motivation, and morale} required at least Moderate emphiasis on improvement (oms 129,

1]
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Table 65

Host-Country Military Parsonnel

' Porcent

Aswering

i Hegwy of

ttem No, honpeoveenent Emphases Needed N ; Moderare
128 Promotion in host-country military on basis of mesit 530 3.0
143 Welfare of hostcountry troops RG0 12

148 Mativation of host.country military {0 scrve thew

country 566 843
155 Discipline 568 685
158 Traop morale 573 82.3

143, 148, 159). The situation with respeet fo motivition fo serve seemed fo be
particularly pressing, since over 6077 said Lthat the emphasis on improvement of such
motivation should be Heavy (Table 51, em 148). The lutter problem probably is due.
least in pari, Lo overtooking the weliare nnd needs of ARVN troops at all levels,

ADMINISTRATIVE MANAGEMENT

Administrative managemoent problems of ARVN wore neted hy over four-fifths of
the respondeuts, They recommended that ot least Moderate emphasis be plaecd mn
improving management procedures and technigues, and also on elimintion of unpeces
sary delays {Table 56, ilems 126 and 130) About two-thirds of the rospondents also
recommended at least Moderate emphasis on Iniproving records keeping, and reduction of
unnecessary paperwork (items 136, 1575

CHAIN-OE-COMMAND PROBLEMS

Table 57 lHsts chainol-command problens that need, emphasic it order 1o atiain
improvement of ARVN. Personnel control problems {envouragement of devision making,
delegation of authority, and acceplance of responsifslily) were cited as in need of
atiention by aboul four-fifths of the advisors (items 133, 112, and 145). Similarly, aboul
three-fourihs noted thal at least Moderate emphasis i needed on improvement of
communications spward through the chain of commund (item 138), About two-thirus
saw & necd for improving compliance with order {itom 134).

With respeet to command direckion and supervision in particulae (Table 5%,
item 127}, there were over twodhirds of the sample who reeommended improvement,
The ARVN miitary system was ssid to be extremels stifiing to young officers. For
example, rarely were company commandors pives yensonable Intitude to fupetion, make
decisions, or perform important fasks Jeading ‘o the decelopment of lendership andd
tactical proficiency. Aloofiaess of senior conunanders, or their ek of personal mtvrmt in
subordinates, were pointed out as critical shorteoniings,
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Fable 58

Administrative Managerment

Pregent

Answering

Heavy or

2 No, tmiprovement Emphans Noeged N Moxietatn
126 Elmination of wnnccessary delays 848 E0S
130 Managemsnt proceduses and tachniques 549 855
136 Reeords keeping 551 639
157 Reduction ol unnecessary paperwverh 549 570

Table 57
Chain-of-Command Froblems
Pascont

Ansewering

Heawy or

Item No. tiaprovemest Emphase Needed N j Mot ate
127 Command directian/supervision 539 698
134 Compliance with orders 546 669
135 Acceptance of responsibility by subordinate 558 782
138 Communications upeard through the chain of command £63 75.3
142 Delegation of suthority o subordinae 5% 78.3
148 Decision naking and its encouragement 568 80.3

ARVK was said to need to decentralize authority nnd rosponsihilities, and
particularly, {o delegale enough authority to junior officers and NCOs. NCOs, apparently,
were not used ag effectively as they should be. As an example of a problem in delegation
of putharity, it was noted that occasionally an operation was hampered becauze orders
for the installation of communications equipment had to be formally transmitted to the
action officer in the fiekl befure the action was started,

Another inherent prublem condition that was specifically nentioned eoncemed the
state of morsle among the sokdiers, Although cfforts were made to improve the well-being
of the ARVH soldiers and their families, [t was said that generally the command structure
showed only passive interest in morale-penarating activities.

STAFF EFFECTIVENESS

Problems involving stafl cffectivencss of ARVN were sud to need emphasis on
imjrovement by about fourfifths of the respundents: use of salf personnel, operationsl
performance, stafl coordination ond couperation, staff estimating and planming. and
military standards of cxvelence and values,
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Aboul three-fourihs of the wlvisers noted that coordimition wmong units and alon
among the separate serviees peeded Moderate to Heavy cmphasis in order 1o muprove
them {Table 58, tems 141 and 1434

The magnitudes of the assessments in Table 55 sucsest that virtudly all stafl officer
functions needed improvement m both regualer and mitita forees ond s both dare und
small uniis. Examination of ‘Table 31 alo shows that abowr hall  the  advieors
recommended  heavy  emphasis o improving staf’ sd opentional  performasinee
{items 125, 128, 1343 and 1535

Tubis £8

Staff Effectivoness

1
H Prroent
§ Ananerimg
! RHeoawy or
Brem No. Isnproietment Eaophasis Meogied t N Maodergie
125 Eftective use of hostcountry stafl persannst 539 82.7
128 Operational performance H60 785
133 Staff coordination and coaperation £a5 az 0
141 Cooperation among the stparals sorvices 493 87 6
144 Logrdination among units within samea command 561 71.0
145 Staft functionivg {estanates, planming, o) 832 179
152 Hostcountry mikitary standards of excetivnce and
values 574 849
158 Updating host-country military requlations 805 6.7

Conceraing coordination amonyg unils in particular, i was sdd that units had (o go
to regimenial Jovel for permission fo suppert vach other durng ersiy contact, Jtowas
reported, for example, that ou af Jeast vie ocrasion an RE company made contact with
an ARVN unit operating in the ILF wnit’s assigne ] arca of pperations, which resolied in
casualties on both sides. On other oeeasions, T could nol get fire support from then
own units when in contact with the encmy

About iwo-thirds of the respondents belioved that up-dating of ARVN resulations
needed at least Moderate emphasis {Table 58, itetn 138), It was commentoed that one
reason why counlerparls act comaary to adviee aboul combal nperations is because their
regulations do not read the same as U8, regulations,

MOTIVATION TRAINING
A mean of 9% was reported as braining e spems e oy information and

education” in ARVN units'. Such a small amounst of fime g0 1 on these salgeets can he

Hiem 364 . fhe Questionnaire.
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relaied to the training emphasis needed on getling the Vietnamese interested in their own
government and defense (Table 21, items 381, 382). Responses 10 these items indieated that
motivation of the hostwountry people was a problem—but very ftthe was being done.
Vietnamese soldicrs appeared to be very mueh i need of politiecal indoctrination in order 1o
become firm believers in what they are fighting for, and te overcome their fear of the
enemy. The host-vountry system apparently neceds to increase emphasis on such training,
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4 Chapter 10

JOB SATISFACTICN

LIKING ADVISORY DUTY

Degrees of satisfaction with advisory assipnments were exprossed by the sample on a
five-point scale, as follows:

35, How well did you like your advisory assigchment {5 = SE3)?

Liked it verv much {64.459)
Liked it somewhat (21477
Neither liked nor disliked # { 5.4
Disliked it somewhat { 5.1*9
. Disliked it very much { 3.7

Thus, about 86% had at least 3 minimally favorable attifude {Liked it somewhat) toward
their advisory assignmoents, and relatively Jew actively distiked the duly.

There were 57% of the advisors who cited excessive periods of inactivily as a
hindrance to their effectiveness {Table 19, ifem B8y Some advisors said that they had
spent much of their time on a Vistnamess Tirebase, or engaged with the Viethamese in
what was termed “search and avoid” eperations. The comments of the advisors ndicated
that they believed that after one year an advisor can effeclively handle much more
responsibility than a newly assigned advisor, and that i incentlives were provided many
might be willing to spend longer tours of duly in mssifmments in hostile environmoents.

‘ . Almost three-fourths of the sample would prefer 1o zerve as advisors if they were
3 . again ordered to MAAG duty as seen hy their responses 1o item 27, The remaining 26%
would prefer either a nonadvisory assignment within the MAAG, or would have no

1 ] preference.
3 :
¥ 27, Ifyou were to be ordered to another tour of MAAG duty at
R some later date would you (N = 56617
i Prefer to serve again as an advisor? {1120
i . Have no preference? {10,177)
Prefer a non-advisory assignment within
; the MAAG? (15.7%}
b

ot

The generally favorable attitudes held by the respondents toward duty s advisors in
hostile environmentls also can bn evalualed in term. of the fact that more tnan 907
agreed that their tours were both interesting and challemging (Table 59, items 60 and §2).
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Tatile 53
Attiiudes About Advisory Jobs

i ForLeny
Hem Ne. Prrsgral Atttuges i W Jr Agren: E Dyt
My job ss 2 Mitinary Advisor:
60 it Interesting to me. 5390 93.2 68
61 Gives me a eeling o1 roal accomphshment. L5 7.3 22.7
62 is a professiongt chatlonge. 89 90.7 93
63 Requires compromise of my professional standards, 588 442 558
64 Hequires compromise of my personsd staadards. 2558 40.8 503
65 Calls for excessive participatian in social activities, 587 178 g2.1
67 Provides little to show Tor my efforts, 5B 352 648

12

SUITABILITY OF ASSIGNMENT

Job satisfaction is a function of the suitability of the job fo the copabifities of the
job holder, The relationship for advisors was explored with the following question:

28, How frequently does being a military advisor give you an oppor-
tunity Lo do things on the job that you feel you can do best
{N = 591y?

0.25 purcent of the time i3«
26-50 percent of the time {1817
51-75 percent of the time (3697
76100 percent of the time {31.37%)

Thus, abou? twothirds of the sumple believed that they wete doing things that they
could do best more than half of their duty time. There were 43% who agreed tha! they
gained valuable pewsonal expericnce by “Waorking ot » higher level Gan { could in a U5,
unit” (Ttens 40, N = 581},

IMPORTANCE OF ADVISCRY DUTY

Another facet of job satisfaction is the degree of value that the advisor places on his
assignment. As secn in itemn 34, helow, over fourfifthe of the responding mlvisors who
served in hostile environments considered their assignments to be at feast Modertely
immortant {o the MAY.

34. How impnrtant to MA¥ de you comider your advisory a.sign-
ment to he (N = G887

Highly Moderalely Shightly Not Important
54.9% 32.0% 9.7 347
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COMMUNICATIONS WITH OTHER ADVISORS

Among the fundamental requirements for success and satisfaction s o military
advisce is good communications with fellow advisors. in order to ensure adequate
coordiiation. With respect (o insufficieal contacts with other advisors, only 177 of the
respondenis indivated thatl this was either 2 Moderate or a Serious hindrance to their
effectivencss as advisors. The distribution of respunses is given in Table 19, item 07,
Militzry communications famlitics were said to he inodequate (Table 13 item B3)Y, which
might partially explain insufficiency of centacis with other advisors. The solated
locations of many advisors’ duty assignments was another possible influence on job
satisfaction in general,

Although most advisors in hostile environments appear to have had adequate oppor
tunities to meet other Americans sociaily, over 25% did not.

119, 1 did not have sufficient oppotinnty 1o meet other Amencans
socin.y (N = B 18y

Agree  (28.87¢) Disagree {71.277)

PROFESSIONAL AND PERSONAL STANDARDS

Although the majority of advisors disyrreed with statemenis that said that their jobs
as military advisors required compromise of thelr professional and personal standards,
there were substantial numbers {over two-Nilths) who agrend {Table 39, items 63 and 64)
If an advisor takes his counterpart's point of vew, he sometimes finds himsell in a
conflict concerning ceriain 118, actions, Also, if an advisor compromises his standards, his
eounterpart might use this as leverage against the advisor.

MISSION ACCOMPLISHMENT

A large majority {over three-fourths) of the respondents agreed that the advisory
assignment gave them a feeling of real acconplistanent {Table 59, Hem 615,

It should be noted, however, that weli over a ihint of the somjpile agreed that the iob
of military advisor provided little (o show lor 1their efforts {Table 39, e @74 i spite
of generally feeling satisfied with their tours, there were some advisers who noted a need
for greater support in tenus of both military and civie action materials,

The sbove indications of job satisfuction smong advisors who served in hostile
environments, however, are tempered by the Bwl that 20 contended that limited [reedom
to make their own devisions was al feast a Moderate hindrance to their effectiveness
{Table 19, item 94). The lmitation on opportunities to take the inttiative ond make
decisions spparently climinated an important source of job matisfaction for a suhstantial
portion of the sample.

More than fourfifths of the respondents indicated that shortages of host counlry
funds or equipment hindered their offectiveness to some degree (Table 19, item 8%, More
than 40% of the respondents cited shortages for advisors of instroctional material, and
inndequnte mipplies, equipment and transporlation as at least Moderste hindranees to
their effectiveness (ilems 85 95,107 4310

There were 46% of the advisars whe atiribuled at least Moderate hindrances Lo their
effectiveness o conditions inhereat in the host-country military system (Table 19, item 99,
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ADAPTATION TO SOUTH VIETNAM

Table 60 shows that most advisors belicved that adapling 1o the eavitenmont of
Vietnam was relatively easy {Hem 1165 and that it was relatwely cusy o become frichdly
with the people there (item 113). But almost onethird did not agree that the
host-country people welcomed them (Hem 1219,

Over two-thirds of the respondents sald tlat their jobs required some expetience
incountry before starting to work {ifem 7. Lack of teansportation titem 1233 was a
serious personal problem for JUV%2 of the advisors. A majoniy noted thelt of personal
possessions (itery 111 Limited recreational opportunities, and epvitommenial conditions
that made Americans il (itoms 119 and 113} were ated by substantial minenties, In spite
of the many undesimble characteristios of iheir advisory situations, however, a large
majority of the respondents agreed that another towr of duty m South Vietnam would be
accepiable to them (itern 117).

Table G0

Adaptation to the Host Country

;! Parcen
. S
frem No. Candmen influencmn Adaptation N Agee | Duogiee
70 My job requires some experience in the host country

before starting to work. 588 65.1 310
108 My pay and gltowances adequately meet my living

eXpRNISeS. 587 838 162
1o | enjoy many locat bost cnuntry Tocds 582 §5.7 443
114 Parsonal possessions frequently are stolen 88% 8u.7 383
113 {1 is relatively easy 10 becorme friendly with the

hostcountry people, 505 805 19.5
114 Recreationsl aportunities are adequate, ) 52 486 51.4
115 Environmental conditions cma2 connderahle iflnoss

BNy Americans., 584 454 64 5
116 Adapting to the enviranment of the host country s

reiatively easy. 558 694 06
"7 Another tour of duty in the same host country

woukd be acceptable to me. K86 620 381
21 Host-oountry people appesr 1o welcome Americans, 571 70.2 8.8
123 Lack of adeguate fransportation is 3 seticus

pevional probiem, 546 338 801

With respect to advisors’ general living citcupstances, o subslintial minority (iwo in
five} did not agree thal their housing condition: weir satisfloctory. In the hostcountiy
environment,

109. Housing vonditions arc satisfactory:

Agree {(55.7%) Disagree ¢4 3%

74
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CROSS-CULTURAL EXPERIENCES

Very high percentages of the responedents agreed that they gained valuable personal

experiences in their tours as militory advisers. The kinds of experiences gained are listed
in Table 61.

Tatrle 61

Values of Cross-Cultural Experiences to Military Advisors

Percent
frares No. Persoral Experience N Agres J Dhisaatres
As o military advisor, | gainxd vatuable personal
experignce through:

ae Working with peaple of a different cuftare. 542 97,1 24
» Working with a foreian military organization. 542 882 1.8
K:: Learning 10 exercise patience and tact with host.

country nationals. 592 946 54
3 Solving problerss in ambiguous situations, 590 785 2148
4} Helping a host-country umt improve performance, 584 888 1.2
42 Gaining cultural swareness of mysel! os an Amarican, 551 $i6 18.5
A3 Learning to respect culturgl values other than my own. 591 848 5.3

PSYCHOLOGICAL CONSIDERATIONS

Psychological stress resulting from threats of enemy action probably is felt to some
degree by every individual in a hostile environment, but niost advisors consider it no
more ithan a Slignt hindrance to their offectivencss. Table 62 presents a set of items that
concern the types of combat stross thatl advisors experience. Less than one-thinrd said that
being under constant Twrest of attack was either 3 Great or  Moderate
hindrance {item 423). Only 177 gave these ratings to heighteoned fear of death or ijury
at buoth the beginning and end of tour (item 434} About 207¢ said that severe stress from
prolonged threats of enemy attacks, mines, and hoobytraps was at least a Moderate
hindrance {itern 437). Nevertheless, it is potewarthy that epemy mines and boobytraps
recerived one of the highest mean rmatings as a subject on which tUmsining emphasis is
needed (Table 11, item 409).

While pressures of combat complicate the task of evalunting and malyzing a
situation, most sdvisors feit that such pressures did nof presest any great difficullies
Cnly 25% satd that the difficulty of conducting a calm assessment of enemy actions was
more than 3 Slight hindrance (Table 62, item 433),

Just about one-fourth of the adveisors reported that Jack of knowledge of the combat
situstion wnz cither 8 Great or Moderate hindrance to effectiveness (itom 4303, Lack of
specific knowledge that emables one fo ideniily (he enemy is evidently a3 more serious
problem, Over hall said that not being able o identify the enemy s cither 3 Great or
Moderate nindrance fitem 420).

FOR OFFICIAL USE ONLY




FOR OFFICIAL USE ONLY

Talie 62
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Combat Stress

t Purgent
N

frem No, Hindrance 10 Etiootonnis None f Slught 1 Mogdorate (3reat

t

| 425 Not being able to ientify the 2namy 558 14.6 292 274 288

423 Being under constant threat of attack 557 235 45.3 216 a7
' 430 Lack of knowledye of the combat
' situation 512 34.4 40.0 1492 6.5
433 Dilticulty of canducting a calm
assessment ol enemy actions 20 3 43.2 204 £3
434 Heighstened fear of death or iajury a1
both the beginning and end of taur 534 48.2 351 2.9 6.8
435 Frustration from not heing abie 1o take
, direct aggressive aclion 565 138 328 12 2.1
437 Severe stress from profong: I threats of
enemy attacks, mines, and boobytraps 542 400 389 146 55

Frustration from not heing ahle to take direct aggressive actions was sither a Great or
Moderale hindrance for 537% of the advisors {itemn £35). The necessity for working
through a cousnterpart who may be lacking in agiressiveness and thrrough a loss responsive
host-country system {Table 43, items 427 and 42%) can present problems for advisors
trained in an achicvement-orionled system that places a high value on direel, aggressive
action. Often, # was commoented, an advisor must wail joue periesds to gof things
accomplished, and then he must forego awards, 1 owas satd that counterparts should
receive recognition in order lo provide cncouragement for sccomplishment of {atore
tasks. Some sdvisors were said to have failed to understand their role in the success or
failure of their counlerparts, .
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Chapter 11

ADVISOR PERSONNEIL MANAGEMENT

THE VALUE OF PRIOR EXPERIENCES

The importance of previous experichee a8 an advisor (o advisory eflectivencss is
generally recognized. A very large majority of the advisors agreed that recurrent assignment
of capable advisors is desirable in the interests of MAFP cffeelivencss (Table 63, item -9}, Bt
some do not think that it is to their tndividual advantage, since over one-fourth agreed that
thelr advisory experience was only Somewhat valuable in enlarging their competoner
(Table 64, item 73}, Aboul two-thirds of the responding wdvisors agreed that a speeial career
pattern for military advisors is needed for advisors who are not in the Military Assistance
Officer Program {(MAOP} {Table 63, itemy 18},

Many advisors atiribute value to prior advisory exrerience, ¢ither in CONUS USAR.
LISNG assignments, or any advisory tour, Repeat advisory tours in the same country serve to
capitalize on the best training and experience available, It was pointed out by some
respondentis, however, thatl advisory duty was valued well below duly with U8, units by
many advisors,

Gaining the experience of serving as a military advisor apparently caused a reassessment
of the value of advisory daty to military careers. Comparing ratings of value before and after
such experience shows an upward shift of percentages in the highest rating calegorics
{Table 64, items 71 and 72). Ten percent of the advisors shifted their satings upward from
thie Somewhat valuable category to Very vahmble or Extremely valaable, after guining
experience as an advisor,

Some sdvisors commented that for an advisor in a eombat zone, prior exporience under
fire with an American unit is of great value, Personnel who are draws from the support
branches (e.g., Air Defense Artillery and Quartermaster personnel) and assigmed to infantry

and artillery advisory duties were said to lack the knowledge that is necessary o serve inan
effective manner,

Table 63
Advisors’ Career Probiems
Pergren
{torn:
Ho, Adwsor Ariauon L] Agree l Daagree
48 A special career pattern for milltary mivisors is necded {excluding
MAOP, 531 638 365
49 Recurrent assignment of capable advisory is dusirable in the mieresty
al MAP effectiveness. 5as 818 18.3

86 My job sssignmant as a mifitary sdvisor caused me 1o fall behued
in my mdlitary ocoutational eciaity, 590 noe 659.0
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Tuble G4

Values of MAAG Advisory Assignments

Perorat
frem Extrrmely Very Somewhat O1 Re
N, Ewvahuation of Asugnment N Valuabie Valualite Valuatite Vaiue Dezrumenzat

71 Belore being ordered to MAAG
duty, how valuable th your
miitary career o.d you think
it wongled be? -88 2G.4 250 371 141 34

2 Now how valuable 1o your
military career do you
think your MAAG
assignment will be? &85 234 31.3 258 147 1.8

73  How valuable has your advisory
experience been to you in
enlarging your professional
competence? 509 39 335 20.4 6.3 0.9

INFLUENCES OF HIGHER HEADQUARTERS

The problems of a vonsiderable pumber of advisors in hostile environments were said
to be compounded by higher MAAG personnel, who fail to understand the nature of the
problerns, A substantial nunber of advisors (157} indicaled {hat hindrances dervived from
the above source were at least Moderate. The complete results are as follows,

105. Insufficient understanding of advisors” problems at higher
MAAG levels (N = 5391

i

: Hindrance o effectiveness,
None Slight Moderate Serious
22.5% 32.5% 25.6% 19.5%

Examples mentioned concemed certain demands from hipner headguarters for infor-
mation, and relurtance of the headquarters to believe what was reported from the fieid, It
was recognized by some advisors that governmental policies obarved by both countries
operated agabist completely solving such probdems. Buy, it was commented, if MAAG
support and command porsonne had gone to the lield to see what was going on, substantial

E improvements might have been possible,

ADVISOR EFFECTIVENESS

Table 68 shows that recognition and evaluition of advisers® offectiveness is seen as o
- probiem arca by a large majority of the samyple. About 9970 agroed thal greater recognition
of advisors’ initiative and extra efforts is needed (Hem 831, Almost threefourths of the
advisors recognized that satisinetory crileria for olyective evaluation of their duty per-
formances are lacking {item 56},
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Tahle 65

Advisor Performance Evaluation

‘i Percent
htem
No, Advizor Attitude N Agree Disayrae
B3 Grzater recognition of adwisors’ initiative and extra efforts is needed, 591 885 "ns
64 Adviscr effectivensss evaluations by superiors ofton are based an
insulficient observation, 540 78.8 212
56 Satisfactrry criteria for the objective evaluation of advizor perform-
ance are lacking, 588 0.9 281

Commenits sugyest that it is difficult to establish objective criteria, because there are so
many variables that come into play that can be bevond the advisor’s centrol, But a super-
visor who is trained and experienced as an obsecver of advisors” perforances might be able
to make fairly sccurale observations, provided the advisor is piven realistic objectives by
which his progress could be judged, and sulficienl time is allowed to evaluate his tangible
sccomplishments, Although it is acknowledped to be difficult to evaluate a good advisor, it
was sai¢ to be fairly essy to detect a poor one,

In the light of the above discussion of advisor evaluation, il is not surprising to find
that almost four-fifths of the sample agreed that advisors® effscliveness evaluations were
based upon insuflicient observations by superiors {item 54). Advisors’ comments point oul a
number of reazsons why so many agreed with this statement. In some instances, ratings were
apparently made by officers who were primarily invelved in administration and/or internal
operationt, It was said that suclh ralers did not fully appreciate the local problem of getting
a foreign force to act, knew little about requirements and conditions of advisory duly, or
were unaware of host country necds and program results,

Advisors” comments indicale coneern aboul equilable disuribution of awards and
decorations f{or service under fire, To some advisors, it appeared that personnel located in
arcas whete hostile fire was rare were more apt te e decorated when it occurred, than
personnel located in areas of frequent hostie fire. Whereas some advisors think that “the
men: in the rear™ get all of the awards ad decorations, others are concerned that if addi.
tional recognition is given it might become known as “ticket punching,” Jeading people ‘o
hecome too interested in symbols of recognilion (or recognition’s sake.

Opinion was almost evenly divided as to the relative career value of combat experience
a5 an sdvisor or combat experience with a LS, unit. There were 47% who agreed that
experience under fire as an advisor does nol help a military cureer as riuch as combst

expericnce with a U8 unit {item 365}, Almost two-thirds (63%) agreed that command time
as an advisor of a host-country combat unit does not help one’s carcer as mueh as command
time with a L8, combat unit {item 364),

SCREENING CANDIDATES FOR ADVISORY DUTY

The responses tabmlated in Table 66 indicate thot many advisors reported a need o
improve the screening of eandidales for asigniment to advisory duty, Moare than 90% agreed
that grester care is needed in screening candidates for professional compelence {item 44}

»
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Table 86

Ardvisor Screening

H H
Iteo f i-m o ?Lj:fft
Na., e &:ﬁv-sor ﬁemo%’ o N ‘ Az;ru’ i f}.ﬁ;?vxw
A4 Grester care is needed in screening for profescional competence, 592 903 496
4% Many advisors lack tact and patience in deating with host-country
perspnnel, 531 88.2 118
48  Advisors csould be screendd for high personal stahifity. 583 94.4 LG
A7  Qnaly thowe individuals who are willing should be assigned as athnisors, 581 7e4 20.7
51 Pre<eployment medica! screening of advisors is satisfactory, 598 738 26.5
74 ¥requested fvoiunteered fort MAAG duby, 807 243 Fi %4
7% P wasotfercd MAAG and accepted, 4932 144 g8
76 | was ordered to MAAG duty and was satisfiedh. 521% 841 9
77 lwas ordered to MAAG duty, but would have preferred a differeas
assignment 500 228 112
B 1 requested {volunteered forl advisory duty, 6531 Z29.0 Fa Iy
78 | waos offered advisory duty and aceepied. 513 19.7 80.3
80 I was ordered 10 2dvisary duty and was satisfied. 540 B2E 37,2
81 Fwaz ordered 10 advisory duty, but would have preferred a non.
sdvisory job. 518 183 807

The Jatter result supports the belicf that the mest competent personnel are nod necessurily
assigned as advisors in Vietnam,

Table 66 shows that more than 70% of the advisors apparently did noet explicitly
request cither MAAG duty {item 74) <. advisory duty {item 78). There were only 297 of
the regpondents who explicitly roequested advisory duty, cither before reaching their MAAG,
or sfterward {item 78). Ovor 35% of the advisors woere not satisfied with advisary duty
{item 80). Only small minorities said that they were offered advisory duty assignments
{itern 79},

Fourfifths of the samnple agreed that candidates for adyisor training should he chosen
only from among those who are willing to be assimned as advisors {item 17). Problems
appear to result from assigning personncl as advisors who dislike the host-country people,
For exampie, it was commented that some NCOs who were assigne os advisors in Vietnam
had previously served with .S, units there and had developed disdike and distrust for the
Vietnamese as a result of incidents that eceurred during combat zetions. Although it might
be possible simply to limit screening to first-tour personnwl, thereby climinating those whe
had served with U.S. units in Vietnam, it would be more efficient to ¢* ninate only those
who possess the prejudices concermed. In addition. ihere are apparently some advisors who
can't get along with any people who are dillerent [rom iaennelves. They seom to think that
they are beller than non-Americans and, it was said, it doesn’t take thom long to corvey
their attitudes to their counlerparis. Ancther reason Tor assipning only those who desire to
be advisors {s that there is mote than enough to do in handling counterpart prolilems,
without heving the added burden of motlivating advisory staflf pemsonnel. A {regorent
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comment was thal personnel should be given the option to refuse specific advisory duty
assignments. Advisors who serve reluetantly can eause problems for other advisors,

it is imporlant that military personnel being assigned 16 advisory duty be thoroughly
screened on factors such as professional competence and attitudes toward the host country.
Missions ¢an be accomplished better with fewer people if only the most qualificd and most
mature personnel are senl bo advsory duty. Shwe an advisor must be technically and
tactically proficient, osiy the most professional volunteers shiould be assigned to this daly.
With this caliber advisor, a host eountry would be assured of the besl possibie advice,

It was commenied frequently thai those assigned as advisors should net have reached
F their last tour of duty before retiremient. An important step would be to have the varecr
’ branches assign only their best soldiers as {icld advisors. This would make advisory nssign-
ments a slatus symbol, and create a desire to demonstrate abiiity to serve as an advisor,
% us, for advisory duty, the Army should sclect promotable officers who will provide
#, gressiveness and new ideas,

The ahility to get along with people and to umderstand (heir problems is eritival to the
advisory role, Many instances have been reported of advisors being transferred because they
could not get along with the Vietnamese. Screening for high personal stability was recom-
mended by aimost all advisors; 94% of the respondenis recopuizead Lhat it was needed
{Table 66, item 46).

There ako are conditions in Vietnam situations that place great psvchological stress on
some advisors. For example, it was commenied that some advisors are affecied by being
confined to a small compound. In other cases, comments indicate, some advisors are
unwilling to compromise military professional principles, if military considerations are over-
ridden by international and internal political situations.

A common belicf—expressed by 9% of the sample of advisors—is that many advisors
lacked tact and patience in dealing with Victnamese personne! (item 45). Tact and patience
are thought by many to be a sort of touchstone, possession of which virtually automatically
produces success as an Advisor,

The following narrative summary of advisors' comments gives the eswnee of toeir
belief about advisor screening. Persenncl being screened for edvisory duty should be
checked to see that they really do meet all of the required qualifications, including
necessary  personal charscteristics. The advisor should have a desire to serve, and a
willingness to try to succecd in his advisory mission. He should be free from strong
; prejudices or xenuphobia. He must be Jong on patience and fact, and adaptable to ways of

thinking other than our own, He must accept and understand the host-country culture, and
if necessary, be willing to live their way, Thus, an advisor must be willing to try to under-
siand the culture and tradilions of the people lie advises. It also was said that an advisor
rnust have patience, sense of humor, general knowledge of the host country, broad military
knowledge, and outstanding feadership abilities,

e

e PR 0 W Bk, i oo P

1 There appear to be many advisory assignments that require advisors to he trained
seross branches in order to perform most effectively, For example, the advizor niight need
E 1o know Jogistics and maintenance of weapons used by his host-ccuntry unit, in addition to

his branch specialty. A good advisor alse should have knowledge of personnel management.

One firding that is related to screening of advisors for assignments in Vietnam is that
over one-fourth of the m<ioudents disagreed that predeployment medieal sereening of
advisors is satisfactory {Table 66, item 51} The problem seems to involve evaluation of
pre-exsting mediea! conditions {eg., wmalaria) that can couse personal and connnand
protiems. Even when physical medical problems are handlea cffectively, many advisors
recommended screening for montal stabilily, Hexibility, aleoholism, and attitudes that could
be indicators of psychiatric conditions.
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Advisors should be in good physical condition and capable of undertaking assignmentis
involving manual effort, In some instances, it was reporled, Mubile Advisory Teans {MAT)
could not take their medics on operations beeause of their poor physical condition (eaused
from being over-age, as well as other roasuns).

TOUR LENGTH

The shortness of Vietnam aészisory Urs was seen as al least a Moduorate hindraace Lo
effectiveness as an advisor by 317% of the respondents. The results are shawn below,
100, Shortness of advisors’ tour of duty (N = 5214}

Hindraree to effoctiveniss.

Berious Maoderate Slight None
12.6% I8.3% 24 5% 3434

Very short tours were seen as complicating the sdvisery situation for som> advisors, because
cotunterparts had many advisors in short periods of time, The six-month alternation of field
advizory personnel and division staff personnel was considered by some advisors 1o be a
waste of expericnce, and of rapport that {akes much time to establish, I was said that the
frequent rotation of advisors influcticed many changes in village-hamiet defense plans at
MAC, Vistnam level. Some advisurs said that they would kave been willing to serve longer, if
there had been a system of two or three short leaves Lo visil their families.

The advisore wore asked for thelr recommendations as o lenpth of tour in their
advisory jobs, under two conditions: {a}if they were accompanied by their families, and
{b) unaccompanied. The results are in Table 67, item 8. A large majority appear to agree
with the policy of a onewyear unaccorupanied tour in hostile environments. Nevertheless,
over onefourth of the advisors seid that the tour length for their advisory jobs si.ould have
been at lenst 18 months, Alse, 14% recommended tours shorter than one year, Some very
effective Mobile Advisory Team missions have been performed in periods as short as three
months. Those who recommended tours longer than one year undoubledly recopnized that
by the time most advisors really learn their jobs their tours are nearly half over, Tours of
two years, with 30 days of leave at the halfvway mark, also were menticned. Coupled with
crientation sessions in Washington, such a leave policy could contribute to the senior
advisor's ability to keep current on LS. objectives and othor matters,

Table 67
Recommended Months Per Tour

Numbﬂ ol Months {%}

Teem Farmily s e
No, | Accoespenioven N | D1 I 1713 I 15-16 I la lz42c] 2&301 35—[ —[.——
s Accompenied 4899 268 141 - 133 312 14 Ny 04

85  Unsccompanied BH7 138 603 04 203 48 02 64 - -
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Chapter 12

FAILITARY ASSISTANCE GROUP MANAGEMENT

CONFLICTING CRDERS

The adviors were asked (o rate a number of problems that could i Iraced to

management practices of the MAAG, by using the rating seale shown in Talile ©5, Conflicts

: between advisors® orders from the MAAG and their counterparts’ orders from AEVN head-

i quarters were cilod as 2 feast Modemte hindrances 1o advisory effoctiveness by 7% of
those who exprricnced such problems {itom 94y,

% Table 68
3 MAAG Administrative Problems
Pecpent
from ’ ’
, Mo, Mindrance 1 Effectivanes: N | Mene | sion [ moserore | Sarious
BA Insufficent infermation about MAASF
{Mission, MiGps) policies, plans and
; obiectives 483 391 nz 16.8 12.4
s 87 Conflict between meeting MAAG requsire.
é ments and maintaining good advisor

countorpart relations h2? 337 ZB.3 239 131

96 Conflicts batween advisors arders from
MAAG (L lission, MilGps) and count

parts’ orders frows host-country mil tary 550 17.8 353 6.7 20.2
101  Frequsnt changes m MAAG policies 495  B3s 31y 8.3 85
102 Lack of coordinstinn between MAAG angd '

other U5, sgencies “ 4958 379 k1R 173 133
104 insufficient support froem higher MAAG oo

{Mission, MiGpns) leveis 519 347 kE PN 183 150

In part, the conflicts derived fron: an apparent Iack of understending at higher
. - L&, command levels that advisors did not command troops, aad therefore could not order
the Vi:tnumese to do things that were required hy U8 headguarters. In addition, highes
- U8, command levels apparently sonwetimes failed To use the ARVN chain of command,
which would Iml to tel wunterparu whal was fa be dene, '

M\IIMRY SUPFQBT k!\iD COORDINATION

(he of i.ha hmt mhlems eacaunicied by advisors was laf.’k of logistical and mmhat_
s ;w:;;purt. About omthird of those who rponded indicated that they had experienced
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insulTicient suppord from higher MAAG Yevels, and that this conslituted at least & Modentte
hindrance 1o therr advisory effectiveness {Table 63, itom 1041 Other Moderate to Scrious
hindrances atiribuiable (o MAAG conditions were said {by 2%'7) 0 be due to having
insufficicnt informution aboul MAAG policivs, plans, and abjectives (item 81). About 317
cited lack of coordination hetween MAAG and other UH apencios 58 al least 2 Moderate
hindrance (item 102} Particelar emphasis was peeded on coordination and cooperation
between MAAG stalf elements and U8, agencies in the Republic of Vietnam.,

Frequent changes of MAAG policies do not appear 4 have been involved Lo any greast
degree, since only 15% thought thai frequent policy changes were efiber Moderate or
Serious hindrances Lo their effectivencss (ilem 101),

MAAG requirements can inlerfore with good advisor-counternart relations to af feast 2
moderate degree, according to 37 of the respondenis (itein 871 Some advisors commented
too many reports {and demands for information that did not exist) were reguired from
higher 1.8, cchelons. A bLasic cause of advisor-counterpart conflicls noled by some advisors
was that MAAG plans and policies were imposedt an counterpirts Urough MAAG channels,

ADVISORS' ASSIGNMENTS

Stabitily ol assignments was discussed in Chapter 11, Another area concerning MAAG
management thalt was covered in the cuestiennaftre was Duly Assignment 'roblems
{Table 65). Aboul three-fourihs af the respondents agreed {hat assipnment of advisors Lo
principal duties for which they were nol gualified hurt the program {ilems 57). For example,
there was almost unanimous agreement (9177} that langunge-qualiflicd personnel should be
usedt more effectively (item 524

Table 68

Duty Assignment Problems

} Percent
Tt No. Probiam , ) b3 Agree 1 Dhsagrere -

52 Language qualitied personnel should L2 used more

eftectively. £50 910 40
&7 Assignment of advisors to principal duties for which

they were not professionnlly/1echnigaily guatbified

has hurt the program, . 586 M5 rLR
6 Joh could be gone by someane less gqualified than | am, ha? 19.3 80.8
69 Job eoult be done By someone of lower rank than niipe, 589 299 7ot

Soveral cases were reporied of advisors who Dad insdeguate capabilily as regards
professional schooling. One example of the prohiem concerius young, inexperienced officers
(01 and 02). Because of their inexperience and lack of knowledge of slafl and tactical
operntions, they were of little value to experienced ARVN captsins el imajors to whom
they were agsigned as advisors,

A disparity between the rank of the advisor and the rank of the counterpart frequontiy
was noted by advisors ax a detriment Lo the cfleetiveness of the relationship, Advisors also
said that thoy were sometimes sssigned areas of responsibility thatl woere too high for their

84
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levels of training and experience, Vietnamese officers generally distiked laking advice from
an NCQ or an officer of lower rank. It was commented that in this situation, the junior
American Infantry officer generally depended upon his experienced NCOs for technical and
tactical advice {especially concerning heavy weapons), and relayed it to his Vietnamese
counterpart.

About 30% of the respondents agreed that their jobs could have been done hy an
advisor of lower rank than theirs (itern 693, and about one-fifih indicated that their advisory
jobs could have been handled by someonc less qualified (ifems 88). It was noted that
HgMAC, Vietnam and cach intermediate headguarters {ook the people they wanied before
making advisory assignments. Some advisors commented thai, for this reason, many per-
sonnel trained by Military Assistance Training Advisors (MATA) never reached the field, 1t
was said that the ratio of field advisors to HgMAC, Vietnam stafl should have been reversed;
but the nature of such a ratio necds lurther study,

One inguiry included in the questionnaire concemed the appropriateness of MAAG
duty assignments with respect to advisors’ MOS qualifications. When asked to “‘describe
briefly any sericus inconsistencies Lietween your job as a military advisor and your
qualifications based on MOSB, experience, and training,” about 15% of the respondents
indicated job-relatud inconsistencies {item 26). A more dircel question asked about
suitability of assignment yielded similar results.

659, My job assignment as a military advisor js well-suited to my
ahbilities {N = 588).

Agree {84.7%} Disagroe {15.3%)

The appronriatencss of duty assignments also can be estimated from the advisors®
jedgments of the amount of time thel thev performed duties that they can do best {zee
itern 28, p, 72), Ower iwo-thirds of the advisors heid that they were using their skills
appropriately more than half of the lime that they were on advisery duty.

Table 70 shows that about one-filth of the advisors indicated that at least Moderate
hindrances to effectiveness resulted from other MAAG assignment problems, such as being
assigned extra nonadvisory duties {item 51), needing skills that were outside of one’s MOS
{item 92), and being required to brief and escort visitors {item 103). A minorily ol the
sample (18%) claimed that frequent changes in their advisory assignments were at least
Moderate hindrances fo their effectiveness (ilem 98).

Teble 70
MAAG Personnel Management Problems

Pergent

frem .

Mo, Hindranee 1o Effectiveness N None l Slight 1 Maderate } SBarious
81  Additional nonadvisary duties 439 5186 219 12.0 8.8
92 Skilts requived autside of my MOS 1B 45.1 30.9 15.3 1.2
a8 Frequent changes in my advisory duty

assignments 415 733 135 8.2 5.1

103 Brieting andd escorting visitors 493 488 30 140 &1

g5
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