1.  INTRODUCTION
“There is nothing training cannot do. Nothing is above its reach. It can turn bad morals to good; it can destroy bad principles and recreate good ones; it can lift men to angelship”.  

Mark Twain 

1.1 Background

The British Army is currently deployed on two medium sized operations and is experiencing a great deal of ‘overstretch’ with commitments in Iraq and Afghanistan.  The Observer (2006) has been among many papers that have reported that the: 

‘…Army is enduring its busiest period of operations since the end of the Second World War’.  

The scale of these deployments has meant vast amounts of public money is being spent both in sustaining the troops and in ensuring the kit and equipment is up to the task. The Times Online (2008) reported that:

‘….as of late 2007, the UK had spent an estimated £7 billion in direct operating expenditures in Iraq and Afghanistan (76 per cent of it in Iraq). This includes money from a supplemental “special reserve”, plus additional spending from the Ministry of Defence’.  

To further add to this situation the Government is under constant pressure to pull out from one or both theatres or reduce the amount of troops that are currently based there.  This means that the Government must constantly justify the situation and assure the public that the forces are making a difference and performing a worthy role.  

1.2
 Intensity

Tempo and budgets aside, The Armed Forces have found themselves in an operational environment where the intensity of the fighting has not been experienced since the Falklands conflict and at its busiest in 40 years (Army.mod.uk, 2008).  This has lead to a rapid change in tactics, need for equipment and modus operandi – the British Army is experiencing great change.  With the intensity that is being experienced by all ranks, training has never been more important.  With many parts of the Army having to conduct back to back tours to meet the demand, all personnel within the Army are guaranteed operational experience, thus all personnel must be trained to equally high standards.  The emphasis on the quality of the training and the standards of those ‘passing out’ is always under scrutiny. 

1.3  Royal Logistic Corps (RLC)

The RLC was founded in April 1993 and it has five primary functions which are supply, distribution, catering, movement and postal support.  Its motto is: 
‘We Sustain’ and its role is to ‘……provide essential logistic support and services to ensure the British Army can function effectively and efficiently, wherever it is in the world’.  Army.mod.co.uk, (2008).  Its mission is to ‘Enable, Deliver and Sustain logistic support for operations’ (RLC, 2008) and it is manned currently by 16,000 soldiers and officers – the largest single organisation within the Army.  RLC soldiers can be found anywhere in the battlefield providing integral logistical support to operations but have an equally important real-time tasking in peacetime.  The two roles that make up the majority of the RLC and thus Troop Commander’s first postings are Supply and Transport.  The other roles are Movement, Pioneer (artisan), Postal and Maritime and are more diverse and specialist, though some Troop Commanders will still get posted to these types of units.    

1.4  RLC Troop Commanders Course (TCC)

Having commissioned, RLC troop commanders will receive 16 weeks of training in logistics covering the following areas:

· Knowledge of RLC and Combat Service Support (CSS) core functions

· Knowledge of the RLC Regiments and their functions

· Knowledge of Logistic Operations

· Knowledge of Logistic planning tools

· Current RLC doctrine

· Communications

· Driving

The training is split into three phases:


Phase 1 – Introduction to CSS and the RLC (inclusive of supply training)


Phase 2 – Driving and Communications

Phase 3 – Tactical Exercises Without Troops (TEWTs), The Estimate Process and Orders, and Logistical Operations.

Phase 1 is five weeks and is conducted at Deepcut, Surrey at the Defence Logistics and Supply School (DLSS)  Phase 2 is three weeks and is conducted at the Defence School of Transport in Leconfield.  The final phase is eight weeks and is conducted back in Deepcut (Source: Colbourne M, 2008).
1.5  Importance of Training

The effectiveness of the Army is reliant on an efficient supply chain and RLC Troop Commanders are very much at the ‘coal face’ within the chain itself.  The training they receive is thus of upmost importance both in the quality and content.  This paper sets out to analyse how well the RLC TCC prepares young troop commanders for the initial appointment.  With the current operational climate as it is, it is vitally important that the Army ensures those enabling and sustaining these operations are suitably trained for that purpose.

1.6  Hypothesis

The following hypothesis is thus proposed:

‘The Royal Logistic Corps Troop Commanders’ Course does not adequately prepare newly commissioned Officers for their initial appointment at regimental duty’.

1.7  Conduct of Research

In order to test the hypothesis it is proposed that the methods detailed below will be used:

1.7.1 First a literary review of the subject of training.

1.7.2 A survey of young Officers in their initial appointment.

1.7.3   A survey of line managers.

1.7.4   Analysis of the survey.

1.8   Results

The results of the research will be presented to the Head Quarters of the Directorate of the Royal Logistic Corps and the Defence Logistics Supply School.  It will also be presented to the Director of the Royal Logistic Corps who has been made aware that this study is taking place.  It is hoped that it may provide the evidence for implementing change to the Troop Commanders Course or provoke further research into the topic.

2.  LITERATURE REVIEW

2.1   Introduction

The Oxford English Dictionary defines training as to: 

‘teach…a person…a particular skill…through regular practice and instruction’ 









(AskOxford.com, 2008).

Training is important in any organisation for a number of reasons.  It is first vital to ensure that personnel are correctly trained in order to perform their work correctly and up to the standard required.  It should also go hand in hand with any changes to procedures or methods or developments; particularly in technology.  Training can be generic, for example training on how to be a manager will be general training or specific to the task like training how to use the chip fryer in MacDonald’s.  The first type is about providing personnel with the knowledge and tools and them being able to apply them to any number of situations.  Specific training in the example given above would be learning something like how to use a piece of equipment.

Research carried out by the University of Portsmouth for the Chartered Institute of Personnel Development (CIPD) looked into the value of learning (Personnel Today, 2008).  They detailed four different ways in which training can benefit an organisation:

· Organisational Agility

· Reduced Labour Costs

· Increased Productivity 

· The development of the organisations culture

The research argued that by ensuring that its personnel had the correct skills they required they were better able to adapt to new situations and develop different practices to combat the changes.  This seems logical as training often gives people increased confidence in themselves and thus feel as though they have the tools skills to make the changes themselves.  The training they received would also have kept them up to date with current business practices and possibly how other companies combat change.

The reduced labour costs would be hard to measure but better trained staff are more likely to conduct their job in a more effective manner than any staff that had not been given the correct training.  So logically a factory with trained staff should employ less personnel than one that did not train its staff.  This is closely linked to the third point of increased productivity.  Trained staff performing their role more effectively would logically have an increased output and quality of output as well.  Efficiency is something all organisations strive for, increased efficiency within the Armed Forces is a serious business as inefficiency can mean a lost battle or a lost life.  From a logistics point of view the more efficient the military supply chain the better the performance of the Battle Groups.

Finally, effective training can lead to an organisation developing its own culture and ethos as opposed to having it dictated to by management; this intangible product is inherently difficult to measure.  Trained workforces would probably be more motivated and certainly better educated and thus the positive effect on the product would also effect the organisations ‘feel’ or ethos.

2.2 Training for Trainings Sake

The above research does not really highlight anything groundbreaking and it is easy to see why companies invest so much money in training.  Martyn Sloman (Personnel Today, 2008) who is an adviser, learning, training and development, at CIPD warns against doing training for the sake of it.  He argues that training is often given ‘regardless of needs and appropriateness’ and more based on which department shouts the loudest.  When this occurs, staff become tired of relentless training and lose the whole point of training in the first place.  Training must always be ‘fit for purpose’ and the person who receives it and the organisation see benefit from it.  Another point which will be considered further on in this text is meeting the needs of the individual.  These needs must be met alongside those of the organisation.  

2.3 Logistics Training

Getting the right training and ensuring staff are correctly qualified is recognised as key to a business performing well.  Sarana in CILT’s Focus magazine looked at the problems logistic companies were having at recruiting people with the relevant qualifications.  The problem was not a shortfall of applicants – many of whom were from within the company – it was that they did not have the qualifications that were required.

A similar point is made in an article in the June 2006 Focus magazine in an article that talked about Continuing Personal Development (CPD), Chris Loder talked about specific training.  He said that ‘the development of tomorrow’s management had been blinkered by training that was too specific to individual train operating companies and that new talent should choose to zigzag between task and people management’ (Focus, 2006).  What he is talking about is the difference between training in order to perform a specific job and more generic training that a manager might find useful as a starting point.  If you only teach one particular way of doing a job as opposed to principles or theory then you are teaching people that there is only ‘one way’ of doing things.

2.4 Motivation, Needs and Expectation

Motivation can be defined as the:

‘Degree to which the human wants and chooses to engage in certain specified behaviour’









Mitchell (1982).

 In assessing whether a course has been successful or effective, other than the course content, it is important to look at the human factor.  If the person receiving the training does not perceive it as relevant or it is not what they want to do this might influence their opinion.

Maslow’s Hierarchy of Needs (Figure 1.1) suggests 5 levels of needs that once one level has been achieved the next is sort after.  Each level is in itself separate but individuals may be operating at more than one level at any given time. 

Figure 2.1 Maslow’s Hierarchy of Needs
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(www.timlebon.com, 2006).

What this does show is that the needs of an employee are many and different from one individual to another, there is no one-fix suits all scenario.  Training fits into the top two levels, esteem and self-actualisation.  Esteem is about how a person feels about themselves – self-respect, achievement, attention, recognition and reputation (Abraham-Maslow.com, 2007).   Studying on a particular course or attaining a qualification could help achieve this level.  The highest level is described as ‘peak experiences, which are energized moments of profound happiness and harmony’, (Abraham-Maslow.com, 2007).  It should also be noted that Maslow believed that very few people ever reached this level.

We can assume that the vast majority of the people living in the UK certainly have the first two levels and probably the third.  This would certainly be true for the Officers on the TCC.  Having just commissioned they will have probably reached the forth level as this is a huge achievement and one they will have been working towards for at least a year.  For many it is a goal they will have sought for many years.  This means that any subsequent course or achievement is going to have to be significant if it is to have value or worth to them.  This point is worth bearing in mind when considering how they value the TCC.  Maslow talks about ‘reaching’ the highest level and therefore remaining there.  It is possible that on achieving a particular goal a person jumps into this level for only a brief moment or a short period of time.  When a young Officer who had been aiming towards commissioning all of their life reaches that moment then they could self-actualise for a moment – or until the next challenge is placed before them.  This example could be applied to many people in their lives e.g. getting a new job, having children, buying a house etc.  The moment self-actualisation is reached you go back to one of the lower levels.
Another topic to consider is whether or not the students on the course are ‘engaged’.  There are three different types of employee which are detailed as follows:

1.  Engaged – An engaged employee is somebody who has a strong sense of link or association with their work.  They are passionate about what they do and thus push an organisation forward.  

2. Not-Engaged – these types of employees are the sort who might be described as ‘9 to 5ers’.  They come into work do the job and usually the minimum required.

3. Actively Disengaged – This is the sort of employee who is not only dissatisfied with their work and the organisation, they actively promote this opinion to other workers.  

(gmj.gallup.com, 2006).

This work was largely brought into the public domain following a gallup survey of 1000 US employees and was conducted between Oct 2000 – Oct 2002.  The survey found that 29% of workers were engaged, 56% not engaged and 15% actively disengaged.  How engaged or not the Officers on the TCC are may well impact into the amount of effort they put in to the course and thus the benefit they get out of it.  This may influence their perception of how valuable the course was when reflecting upon it.  It is worth bearing in mind that the students have already been in intensive training for one year prior to the start of the course.  This was not measured as part of this dissertation as it would have required another questionnaire in itself to work out if they were engaged or not.  It was felt that this would have been too much for the initial research but may be a consideration for if further research was carried out as a result of the results from this survey.
2.5 Course Design and Development

The RLC TCC is designed by instructors within DLSS with input from the Head Quarters of the Directorate of the RLC .  The remit is very much governed by what various experts within the Corps feel the course needs to include.  This includes personalities like the Director of the RLC, Commanding Officers of regiments and the Command Wing within DLSS itself.  The course itself is subject to continual improvement and assessment of how well each lesson is completed.  This is carried out internally to DLSS but externally to the Command Wing who instruct on the course.  The personnel involved are civilian assessor employed by the School.  Where the instructors note a gap in the training this is passed up the chain of command for review.  There is however no formal system of reviewing whether or not the content of the course is still relevant or valid for the current climate.  The assessors only look at whether the lessons were delivered well and was enough time allocated to them.  

In industry there are a number of ways to look at improvement; Breakthrough and Continuous development are the two main methods, though many new models combine the two together like Six Sigma for example.  Kaizen is a Japanese phrase and whilst the literal translation is difficult it means ‘long-term betterment’.  It essentially preaches continual improvement in all aspects of an employee’s life and was adopted by Toyota and a number of Japanese companies (Vitalo, 2008).  Breakthrough improvement looks for ‘major improvements in key business areas’, (Crom, 2008).  Continuous improvements are numerous, small improvements often at the suggestion of the employees.  
The PDCA cycle (figure 2.2) does not look at continuous or breakthrough development but identifies actions and stages within a process that could be used when reviewing the TCC.  This model would ensure that the process was cyclical  and not a one off task.

Figure 2.2 PDCA Cycle
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(Arveson, 1998).

This concept was first introduced by Walter Shewhart in the 1930’s but gained further notice in Demings work in the 1950’s (www.balancedscorecard.org, 1998).   It essentially is to be used as a tool or process to be followed in order to improve either a process or system (www.dartmouth.edu, 2008).  The idea is that once the cycle has been completed it continues thus, continual development.

This idea could be used as a means of continually assessing the relevance of the course to current operations.  Currently only the quality of the lessons and their delivery are assessed not how relevant they are.
2.6 Summary

The RLC TCC is designed to propel the young Officers into their first appointment and they do not receive any further logistics training for at least two years.  It has to cover a very wide area; the RLC being a really large Corps with a number of different tasks, technical areas and ways of operating.  The course design itself has remained largely unchanged in the main since its conception after the amalgamation of the forming Corps in April 1993.    Any research conducted must seek to clarify whether Officers within the RLC believe it is still effective and if not what areas in particular are weak.  Since the TCC has two customers, the students themselves and their superiors, it would make sense to canvas both the students and those who assess their performance in their first appointment – their line managers. 

3.  METHODOLOGY

3.1  Introduction

This chapter looks at which research tools were used, the advantages for and against, other factors that influenced the choice and why the chosen method was selected.  It then discusses how the research was conducted and the results collected.  The problem is selecting the best research method for assessing whether or not the RLC TCC has adequately prepared the newly commissioned Officers for their initial appointment.  The method selected must be able to deliver reliability and validity.  Reliability is the ‘degree to which the tool is measuring something, but good reliability does not mean that the tool is measuring what it is supposed to measure’, (Lanoe, 2002).  Validity ‘is concerned with whether the tool measures what it is supposed to measure’, (Lanoe, ibid).  The results are all going to be opinion based and the issue is how to most accurately record those opinions and in the most efficient and economical manner.

3.2  Research Tools

There are a number of ways to collect information; questionnaires, interviews, focus group interviews, observations and experiments are some.  Since the aim is to collect opinions then questionnaires and interviews are the most applicable to this kind of research.

3.2.1  Questionnaires.  One of the main advantages of questionnaires is the amount of people that can be questioned at the same time.  Questionnaires can be sent out to a great number of people.  Equally the responses can be received back at the same time.  The anonymity of a questionnaire can appeal if the subject matter is sensitive or the people being questioned do not wish their opinions to be publicly known.  Due to the design of the questionnaires the results are also easier to interpret and analyse the results.  This also aides the speed with which research can be conducted.  The last advantage is that of reach, you can send questionnaires around the world where visiting would take time.  Disadvantages are the amount of time required in order to design the questionnaire itself.  Questionnaires do not always make it easy for personal opinions to be expressed outside the parameters of the responses.  Some people do not take the time to complete the questionnaire properly leading to inaccurate data.  Some people do not always give honest answers, but the answer they think they should give.  Once the questionnaire is received it will be difficult to query any answers that are ambiguous, (Lanoe, 2002).  The key points to choosing questionnaires is to ensure time is spent in the initial design of the questionnaire and to test it first by means of a pilot survey.  Of significant advantage is the amount of people that can be canvassed at the same time.  This would allow for a greater number of people to be questioned which should make the results more representative and valid.  This would be a significant advantage when questioning Troop Commanders as would the ability to reach them anywhere in the world.  A number of Troop Commanders will be serving all around the UK, Germany and deployed in Afghanistan and Iraq.

3.2.2  Interviews.  Interviews can be formalised where specific questions are asked and general topics broached and responses written up.  The advantages are that the interviewee can clarify a question at the time and equally the interviewer can do the same with the answer received.  It may be easier for the interviewee to convey specific opinions.  Where an interviewee raises a topic of interest, this avenue can be pursued by the interviewer.  Interviews can give both parties greater flexibility, (Lanoe, 2002).  In receiving the results, an interview ensures the answers are received at that moment in time as opposed to waiting for the responses in the post.  Probably the main disadvantage is the time it takes to conduct each interview which must be done one at a time.  Other disadvantages are that any interviewer should have the relevant experience of conducting this type of research.  The Interviewee may not like the interviewer and thus not respond well, and vice versa.  Because the interview is being conducted person to person the risk is that the responses might be those that the interviewee feels they should be saying.  The interviewer can influence the interview itself with their own bias.  It may be more difficult to record the responses and also the interviews themselves will not be done anonymously, (Lanoe, 2002).  A key disadvantage to this method for this study is the time it would take to individually interview the Troop Commanders, one by one.  This disadvantage can be rectified by using the method below.
3.2.3  Focus Group Interviews.  An advantage to this method would be the amount of people that can be interviewed at one time.  The disadvantage is a strong individual could influence other people’s opinions.   
3.3  Quantitative and Qualitative Research

Lanoe’s ‘Reading Research’, (2002), describes quantitative research as being ‘concerned with collecting and analysing data that focuses on numbers and frequencies’, the University of the West of England website (2007) defines it as ‘concerned with numbers and measurement, rather than words’.  In contrast, qualitative research is described as ‘mainly descriptive and involves the collection and analysis of data concerned with meanings, attitudes and beliefs (Lanoe, 2002).  It is used ‘to gain [an] insight into people's attitudes, behaviours, value systems, concerns, motivations, aspirations, culture or lifestyles’ (QSR International Pty Ltd, 2007).  In essence quantitative is figures based and qualitative is words and opinions.  However in order to analyse qualitative statements in a questionnaire they are usually given a value which can be counted quantitatively e.g.

e.g. Question 1.  A cup of tea best typifies an English drink?
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The above questions is qualitative but the information is collected in a quantitative form.  ‘Anything that is qualitative can be assigned meaningful numerical values’, (Trochim, 2006).  Most questionnaire’s however use a mix of both quantitative and qualitative data.

3.3.1  This particular mix would suit this study well as it seeks to answer the question of whether or not the training prepared them well for their initial appointment.  In its simplest terms a ‘yes’ or ‘no’ answer.  This study would seek to know where exactly the course was failing in particular.

3.4  Other Factors and Constraints

There are a number of other factors which will influence which research methods are chosen.

3.4.1  Time.  There is limited time for this research to be conducted due to the deadline of the dissertation and also outside work pressures.  The time of those being questioned is also relevant.  The research will be using people within field units.  As has already been mentioned the Army is overstretched at present and it is felt greatest in the field deployable units.  Those involved in providing data will have little time to answer lengthy or in depth questions.  

3.4.2  Human Resources.  This is limited to a one man team.  Thus with the wide displacement of all the selected personnel it would be impossible to cover ground within the time required.

3.4.3  Money.  There is no budget available to support this research so any methods selected are required to be as inexpensive as possible.  Ideally at no cost at all.

3.4.4 Ethics.  In order to ensure that the responses are valid then those surveyed must be assured of their anonymity.  They may fear that if they are too outspoken then their opinions might be passed on to senior Officers with obvious comebacks.  

3.4.5  Outside Factors.  This research must be conducted alongside coping with a full time job within the British Army.  So any research method chosen must be relatively simple and easy to analyse.

 3.5  Having reviewed the above information, time, human resources and geography are the biggest factors influencing the selection of research method.  A method that can reach the entire sample immediately, inexpensively will be the best for this study.  A questionnaire that has both quantitative and qualitative questions and takes no more than 10-15 minutes to complete would be most likely to get answered, be a more accurate reflection and the responses received within the time constraints. 

3.6  Sampling

Sampling is ‘the process of selecting units (e.g. people, organizations) from a population of interest so that by studying the sample we may fairly generalize our results back to the population from which they were chosen’, (Trochim, 2006).  In assessing the effectiveness of the RLC TCC it is important to select the people who are most likely to give the most valid response.  As has already been mentioned in para 2.7 not only should those young Officers who have been on the course be questioned but so should those who assess their subsequent performance in that initial appointment.  

3.7  There are three RLC TCC’s per year each of which will have between 20-30 young Officers on.  Because minor changes are made to the course at the end of each one it is only intended to question those troop commander’s who have completed the course within the last year.    With most young Officers completing the standard two year posting, this survey would reach 50% of the young Officer population who are currently in their initial posting.  By only selecting those who have completed the course within the last year, it ensures firstly that their memories are fresh enough to remember the course modules and also that they have not become so used to the job that they forget how well or not the course prepared them in the first instance.  In selecting this time frame the size of the sample is also set.  This specific sampling method will yield a sample size of 75 responses, though not all will be able be reached if they are on operational tours abroad.  Even if only 50% of responses are received this will still represent 25% of the total young Officer population who are in their initial posting.  This is a good percentage from which to draw reasonable conclusions.

3.8  To act as a balance to the troop commander’s responses it was felt necessary to also question those Officers who observe and assess their performance – their line managers.  In order to get a spread of opinion it was decided to question Squadron Captains and Officer Commanding a Squadron (Major) both of whom will have three troop commanders within the Squadron.  It will also attempt to get a number of Commanding Officers of Regiments to respond as well.  This will be limited to 20 questionnaires which is a fair percentage of the amount of troop commanders questioned.
3.9  Conduct of the Research 

The easiest and fastest method to reach the selected sample is via email and usually get a better response rate that postal survey’s (Brindle, Douglas, Teijlingen, Hundley, 2005).  Most of the Army’s Officers have a terminal and an email account.  A list of nominal roles from previous courses can be gained from the staff on the RLC TCC and then the young Officers’ Adjutant’s can be contacted and asked to disperse the questionnaires to the relevant personnel; and ensure they reach the deadline.  Adjutant’s are the Commanding Officer of a Regiment’s personal assistant and also the most senior Captain in the Regiment who is responsible for discipline.

3.10  Due to the busy nature of the line managers it was felt best to send questionnaires to those line managers that were known personally.  This increased the chances of the questionnaire being completed and returned as there would be a sense of loyalty and favour.  The same method of emailing will be used though they will be sent directly to the respondents and not via the adjutant.  Bias is a concern here as whilst the adjutants will not be influencing their results they will have put pressure on them to complete it.  It is worth noting that all replies came direct from the Troop Commanders themselves and not via their adjutants.  Also it was clearly stated at the top of all questionnaires that their responses would be kept private from their employers. 

3.11  Questionnaire Design

The design of the questionnaire was essentially based around the time it would take to complete it.  The idea also is to ‘Keep It Simple Stupid’ (Creative Research Systems Ltd, 2007).  So the questionnaire must be simple, easy to understand and to complete.  The questionnaire must have a logical sequence, flow and have a simple layout (Burgess, 2001).  The first few questions will need to record who the person is, their military background and experience which might later be used to interpret their results.  Then the question of how effective they thought the course was can be asked in a number of different ways as well as outright in order to corroborate the results.  The questions asked were decided by brainstorming the sorts of information that would be required to help answer the question and then these split into ‘must have’ and ‘nice to have’ brackets.  The design of the pilot questionnaire can be seen at appendix 1.  14 people were sent questionnaires for the pilot survey however only 5 replied.  The pilot was conducted in a training Regiment and was not used in the final survey.  5 responses was less than the amount canvassed but it was predicted that some would not reply.  The results gave a good indication of which questions needed to be expanded upon or made clearer.  The results from the survey and comments can be found at appendix 2.  The findings were:

3.11.1  In the pilot survey questions 3 and 4 – previous military experience and time spent at RMAS – had no obvious correlation between previous experience and finding the course relevant or not.  It was decided to keep the question in case this changed as the sample size expanded.

3.11.2  On some questions people had added comments so this was amended for the final questionnaire to allow for this.

3.11.3  This willingness to give extra information suggested that the troop commander’s were not concerned with giving their opinion which should strengthen the validity of the results.

3.11.4  Some of the questions (Q.12) only required one response but people ticked a number of boxes.  The wording was changed to ensure people only selected one answer.

3.11.5  Most people disagreed that the TCC had prepared them well but then seemingly contracted contradicted themselves by saying in the next question that it was useful (Q.13 and 14).  It was decided to add additional questions that would break the course down into its three phases to see if the dissatisfaction was with one particular area, (See questions 15-17 in Amended TC Questionnaire at appendix 3).  These were designed using a Likert scale to allow for ease of understanding and interpretation (Gifted.uconn.edu, 2008 and Social Research Methods, 2006).

3.11.6  The people surveyed only took between 5-10 minutes to complete the questionnaire when asked.  This is just the right amount of time and was detailed in the emails sent out, thus hoping to encourage people to do it there and then and not put it off at all, thus speeding up the response time as well.

3.12  The Line managers survey was not piloted as the questions were either the same or very similar.  An example of this questionnaire can be found at appendix 4.

3.13  Summary

The pilot survey appeared successful as there were no additional comments or complaints from those questioned so the conclusion was that it was an unambiguous format that was easy to understand.  Some amendments were made to give greater detail to the answers.  The questionnaire did not take people long to complete and the responses were received within in a matter of days.  This appears to have worked well and produced the desired results.  The addition of the Line Managers questionnaire will work as a balance to the answers from the young Officers.

4.  ANALYSIS

4.1  Introduction

The results detailed in this chapter were gathered from the two questionnaires – the Troop Commanders Questionnaire and the Line Managers Questionnaire. Issues surrounding the collection of the results are discussed and the success or otherwise of the methods used.  The questions are then displayed and interpreted in turn.  For ease of discussion and display some of them have been grouped together.  The results from each questionnaire can be found in appendices 5 and 6 respectively.

4.1.1  Presentation of Results

The reason for displaying results in table or graphic form is to make the results easier to read and interpret by those who read them.  Tables have been used to display those results which were discussed in the body of the text but not expanded on in any way.  Typically these were concerned with background information on the respondent and some general areas.  Pie charts are good at displaying proportional information especially when the information is from a larger survey.  Bar charts also can display the relationship between one category and another but can be better for smaller surveys where using a pie chart would not display how few people were actually surveyed.  The advantage of all these methods is that they are simple, uncomplicated and the vast majority of people can look at them and interpret them immediately.
4.2  The Troop Commanders Questionnaire.  This received 52 responses out of 75 which is 69% of the total and therefore 35% of the young Officers currently in their initial posting.  The majority of those Troop Commanders who did not return the questionnaire were away on operations.  This does not detract from the number of responses received from those who were on operational tours.  Only 1 question within 1 questionnaire was not answered correctly.  With 52 questionnaires completed each consisting of 17 questions giving a total of 884 questions asked only 0.001% could not be used towards the results; this is a negligible amount.  The questions asked can be split into 3 groups:

Q.1-8
Background.  These all appertain towards the respondents background; how long they have been serving, their experience, and current role etc.

Q. 9-14
Value of course.  These ask the basic questions of was the course relevant, useful and how hard have they found the job.

Q. 15-17
Value of Phases.  This group breaks the course down into its three phases to see if one phase scores lower than the rest

4.3  The Line Managers Questionnaire.  This was answered by 14 out of 20 which is 70% of those questioned – disappointingly none of the responses were from the Commanding Officers (rank of lieutenant Colonel).  This is probably understandable with the nature of their jobs.

4.4  Responses.  In terms of responses received the method of emailing was very successful in terms of the proportion received.  The responses themselves were sent out throughout  the first week of May 08 and the last response was received on 29 Jul 08 thus a 3 month period.  This was longer than expected and mainly due to difficulty in getting Troop Commanders to respond.  A number of reminders were sent to them initially then via their adjutants – which produced a more rapid response, usually with an apology.  Where work time allowed, phone calls were made to respondents asking them to complete them as soon as possible.  The time it took to receive all the results led to a significant delay in the analysis of the results and subsequent work.  The results from the Line Managers Questionnaire were received within a three week period.  All results have been presented in tables as percentages.  Those questions that were of particular importance have been displayed as either a pie or bar chart.

4.5  The Results – Troop Commanders Questionnaire (Q.1-8)

These questions sort to establish the respondents background, how much experience they have had and what role they were currently in.  
4.6  Over two-thirds questioned had had more than 6 months experience and just under one-third have between 3-6 months experience in their initial appointment.  The remaining 5% were 3 people who had not completed 3 months in appointment.  On further examination they had graduated from the TCC at the end of April 08.  Thus at the time of completing the questionnaire they would have had between 2-3 months in post.  For this reason they were included in the research.  

4.7  Only 13% had attended military sponsored colleges and universities and 20% had previous military experience ranging from Regular Army as a Non-Commissioned Officer, Territorial Army (TA), Officer Training Corps (OTC) whilst at university and cadets as a child.  Thus the vast majority – 80% of the sample had no previous military experience.  OTC does not give Officers a huge amount of experience and are usually only a few steps ahead of those that have none.  It does give the person an understanding of the military and familiarity within a military environment.  It also is a good recruiting tool for those at University who might not ordinarily have considered the military.   
4.8  67% of respondents were currently involved in 2 of the main logistic functions of Supply and Transport (84% including more specialist roles such as movement and pioneer tasks), leaving only 16% employed in other more diverse areas that were mentioned in para. 1.3. This last point is important to note as the majority of the TCC concentrates on the RLC’s main functions not its specialist roles.

4.9  46% were either currently on or had been on an operation tour.  This is a good result as nearly half will have performed their initial appointment on operations which means they have practised their role for real.  This would add further weight to the validity of the results.  This is because a peace/barrack time (with the exception of deploying on exercises) is a different role to that when deployed and it is the performance when deployed which is most valid.  Whilst the opinions of those Troop Commanders that have completed and not completed an operational tour are both valid, ultimately the training they receive is focussed on ensuring they can do their jobs in the deployed role and less so that of the peacetime one.
4.10  The Results – Troop Commanders Questionnaire (Q. 9-14)

This group of questions asked how relevant and useful they found the RLC TCC and how hard the found the job has been to complete.  The results can be seen in full at appendix 5.
The results showed that 48% said the TCC was not relevant to their initial job.  The fact that half say yes and half say no shows that there is a significant proportion of Troop Commanders that did not find it relevant but not necessarily enough to support the hypothesis.
Figure 4.1 ‘Have you found that the TCC has prepared you well for your first appointment?’
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Figure 4.1 shows whether or not Troop Commanders agreed that the TCC had prepared them well for their first appointment.  48% disagreed with the statement that the course had prepared them well and 21% had disagreed or strongly disagreed – arguably showing the greatest amount of dissatisfaction.  Again these percentages are not strong enough to support the hypothesis though do suggest that greater research be done in to why so many are dissatisfied.  
Figure 4.2 ‘Looking back have you found the modules on the TCC useful?’


The above figure shows who found the modules on the TCC useful.  65% found it useful.  This figure is in contrast to the above two questions where 48% found the course not relevant to their job and had not prepared them well.  When the question is worded slightly differently more of the Troop Commanders have said they have found some of the modules useful than when asked was the TCC relevant and had it prepared them well.  This could be down to the wording of ‘usefulness’ as opposed to relvancy and preparedness and the strength these words carry.     
4.11  The Results – Troop Commanders Questionnaire (Q. 15-17)

These questions sort to find if there were parts of the course that people found more or less useful than others.  The results can be seen in full at appendix 5.

Figure 4.3 Was Phase 1 beneficial in your first appointment?
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With phase 1 of the TCC figure 4.3 displays that 50% did not find the course beneficial (disagreed) to their first appointment.  The fact that half did not find the Phase 1 relevant is very close to those produced earlier on in this chapter which found that 48% did not find the training relevant or prepared them well.

Figure 4.4  Was Phase 2 beneficial in your first appointment?
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Phase 2 of the course shows different results from Phase 1.  Here only 33% thought it was not beneficial (disagreed), so 67% thought it was suggesting that phase 2 was of more benefit overall.

Figure 4.5  Was Phase 3 beneficial in your first appointment? [image: image5.png]Strongly St_rongly
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The results from phase 3 of the course of similar to phase 2.  38% said they did not find phase 3 beneficial (disagreed) meaning that 62% did find it useful.   

4.12.  Correlation of Usefulness Versus Time Served

4.12.1 Phase 1.  The question of the usefulness of Phase 1 of the TCC was asked against the results of those who had completed greater than 6 months in their appointment and those who had completed less than 6 months.  Chi-square analysis was then conducted to test the following hypothesis:

H1:  There is no difference of opinion between those that have served longer than 6 months and those that have less than 6months in post.

and

H1a:   There is a difference of opinion between those that have served longer than 6 months and those that have less than 6 months in post.

The following results (Figure 4.6) were found from the Chi-square test (( = 0.18, df = 1, p = 0.0803):

Figure 4.6.  Chi-Square Test: Q1/Q15 Time Served Vs Usefulness of Phase 1
	Observed data
	
	
	
	
	

	
	
	Q15
	
	
	
	

	
	
	Useful
	not useful
	
	
	

	Q1
	>6mths
	14
	20
	34
	
	

	
	<6 mths
	12
	6
	18
	
	

	
	
	26
	26
	52
	
	

	
	
	
	
	
	
	

	Expected data
	
	
	
	for Yates' correction

	
	
	17.00
	17.00
	
	3.00
	6.25

	
	
	9.00
	9.00
	
	
	

	
	
	
	
	
	
	

	Chi-square cell values
	
	
	
	

	
	
	0.03
	0.03
	
	
	

	
	
	0.06
	0.06
	
	
	

	
	
	
	
	
	
	

	
	
	chi-square =
	0.18
	
	

	
	
	p =
	
	0.080300
	Accept Ho
	


This hypothesis is accepted as there is no evidence to reject the null hypothesis

4.12.2  Phase 2.  The following results asked the same question as para 4.12.1 but referred to phase 2 of the TCC.  Chi-square was conducted with the following hypothesis:

H2:  There is no difference of opinion between those that have served longer than 6 months and those that have less than 6months in post.

and

H2a:   There is a difference of opinion between those that have served longer than 6 months and those that have less than 6months in post.

The following results (Figure 4.7) were found from the Chi-square test (( = 0.21, df = 1, p = 0.1886):
Figure 4.7 Chi-Square Test:  Q1/Q16 Time Served Vs Usefulness of Phase 2
	Observed data
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	Useful
	not useful
	
	
	

	Q1
	>6mths
	25
	9
	34
	
	

	
	<6 mths
	10
	8
	18
	
	

	
	
	35
	17
	52
	
	

	
	
	
	
	
	
	

	Expected data
	
	
	
	for Yates' correction

	
	
	22.88
	11.12
	
	2.12
	2.61

	
	
	12.12
	5.88
	
	
	

	
	
	
	
	
	
	

	Chi-square cell values
	
	
	
	

	
	
	0.02
	0.05
	
	
	

	
	
	0.04
	0.09
	
	
	

	
	
	
	
	
	
	

	
	
	chi-square =
	0.21
	
	

	
	
	p =
	
	0.188679
	Accept Ho
	


This hypothesis is accepted as there is no evidence to reject the null hypothesis.

4.12.3  Phase 3.  The following results asked the same question as para 4.12.1 and 4.12.2 but referred to phase 3 of the TCC.  Chi-square was conducted with the following hypothesis:

H2:  There is no difference of opinion between those that have served longer than 6 months and those that have less than 6months in post.

and

H2a:   There is a difference of opinion between those that have served longer than 6 months and those that have less than 6months in post.

The following results (Figure 4.8) were found from the Chi-square test (( = 0.19, df = 1, p = 0.0798):
Figure 4.8  Chi-Square Test: Q1/Q17 Time Served Vs Usefulness of Phase 3
	Observed data
	
	
	
	
	

	
	
	Q17
	
	
	
	

	
	
	Useful
	not useful
	
	
	

	Q1
	Yes
	18
	16
	34
	
	

	
	No
	14
	4
	18
	
	

	
	
	32
	20
	52
	
	

	
	
	
	
	
	
	

	Expected data
	
	
	
	for Yates' correction

	
	
	20.92
	13.08
	
	2.92
	5.87

	
	
	11.08
	6.92
	
	
	

	
	
	
	
	
	
	

	Chi-square cell values
	
	
	
	

	
	
	0.03
	0.04
	
	
	

	
	
	0.05
	0.08
	
	
	

	
	
	
	
	
	
	

	
	
	chi-square =
	0.19
	
	

	
	
	p =
	
	0.079881
	Accept Ho


This hypothesis is accepted as there is no evidence to reject the null hypothesis.  However, because one of the results in the 2x2 box (25%) is less than 5 Chi-square is not valid so Fisher’s Exact Test (Figure 4.9) was also conducted with the following results:

Figure 4.9 Fisher’s Exact Test: Q1/Q17 Time Served Vs Usefulness of Phase 3
	18
	16
	34

	14
	4
	18

	32
	20
	52

	
	
	

	1-Tail p = 0.0715931
	

	2-Tail p = 0.133458
	


This produces very close results to the Chi-squared results and there is no evidence to reject the null hypothesis as it is not statistically significant at the 0.05 level.
4.12.4  Usefulness Overall.  The question was then asked non-specific to any of the three phases and also compared with time served.  Chi-squared analysis was also conducted on the following hypothesis:

H3:  There is no difference of opinion regarding usefulness of the course overall between those that have served longer than 6 months and those that have less than 6months in post.

and

H3a:   There is a difference of opinion regarding usefulness of the course overall between those that have served longer than 6 months and those that have less than 6months in post.

The following results were found (Figure 4.10) from the Chi-square test (( = 0.20, df = 1, p = 0.4507):

Figure 4.10  Chi-Square Test: Q1/Q14 Time Served Vs Usefulness Overall
	Observed data
	
	
	
	
	

	
	
	Q14
	
	
	
	

	
	
	Useful
	not useful
	
	
	

	Q1
	>6mths
	13
	21
	34
	
	

	
	<6 mths
	5
	13
	18
	
	

	
	
	18
	34
	52
	
	

	
	
	
	
	
	
	

	Expected data
	
	
	
	for Yates' correction

	
	
	11.77
	22.23
	
	1.23
	0.53

	
	
	6.23
	11.77
	
	
	

	
	
	
	
	
	
	

	Chi-square cell values
	
	
	
	

	
	
	0.05
	0.02
	
	
	

	
	
	0.09
	0.05
	
	
	

	
	
	
	
	
	
	

	
	
	chi-square =
	0.20
	
	

	
	
	p =
	
	0.450788
	Accept Ho


The hypothesis is accepted as there is no evidence to reject the null hypothesis
4.13  Correlation of Preparedness Vs Operational Experience
4.13.1  Preparedness.  This question asked how well the TCC prepared them and compared the results against those who had been on an operational tour and those who had not.  Chi-squared analysis was conducted to test the following hypothesis:
H5.  There is no difference in opinion on how well the TCC has prepared them for their first appointment between those that have been on operational tour and those that have not.


and
H5a.  There is a difference in opinion on how well the TCC has prepared them for their first appointment between those that have been on operational tour and those that have not.
The following results (Figure 4.11)  were found from the Chi-square test (( = 0.17, df = 1, p = 0.0129):

Figure 4.11  Chi-Square Test:  Q8/Q13 Operational Experience Vs Preparedness
	Observed data
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	Q8
	Yes
	19
	9
	28
	
	

	
	No
	8
	16
	24
	
	

	
	
	27
	25
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	for Yates' correction


	
	
	14.54
	13.46
	
	4.46
	15.69
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	11.54
	
	
	

	
	
	
	
	
	
	

	Chi-square cell values
	
	
	
	

	
	
	0.04
	0.04
	
	
	

	
	
	0.04
	0.05
	
	
	

	
	
	
	
	
	
	

	
	
	chi-square =
	0.17
	
	

	
	
	p =
	
	0.012991
	Reject Ho
	


The result is statistically significant and the null hypothesis was rejected.  
4.13.2  Benefit of TCC Versus Operational Experience
These results were exactly the same when the question of the benefit of Phases 1, 2 and 3 where compared with those with operational experience and those without. Consequently a Chi Square test (Figure 4.12) was only conducted on one of the questions and the following results were found:

The following results (Figure 4.12)  were found from the Chi-square test (( = 0.17, df = 1, p = 0.0129):

Figure 4.12 Chi-Square Test: Q8/15 Operational Experience Vs Usefulness of Phase 1
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	No
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	14.54
	13.46
	
	4.46
	15.69
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	0.04
	
	
	

	
	
	0.04
	0.05
	
	
	

	
	
	
	
	
	
	

	
	
	chi-square =
	0.17
	
	

	
	
	p =
	
	0.012991
	Reject Ho
	


4.13.3  Significance

The comparison with those with operational experience and those without shows that there is noticeable difference in which group found the course more useful.  20 (71%) of those with operational experience found the course useful and 8 (29%) did not compared with 14 (58%) of those without operational experience that said they found it useful and 10 (42%) did not.  This suggests that the course is significantly found more useful by those who have been on operational tours.  It also indicates that the TCC is more geared up for preparing Troop Commanders for operational tours than it is normal peacetime.

4.14  Figure 4.13 shows what branch or trade the Troop Commanders that were surveyed are employed across the RLC.  It is noted that 67% are from the Supply and Transport role which makes up the large majority of the RLC.

Figure 4.13
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4.15  Figure 4.14 displays the results of the question of the usefulness of the TCC when broken down into the different roles within the RLC.  There is no trend as such though 100% of those in the Pioneer role found the course useful.  With the Pioneers being outside the mainstream roles this suggests that the TCC was useful to non-mainstream Troop Commanders.
4.14  Bar chart showing the usefulness of the TCC according to which role the Troop Commanders are currently employed. 
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4.16  Summary of Troop Commanders Questionnaire
Overall, 48% of Troop Commanders in their initial appointment did not find the training relevant to their job and also the same percentage did not believe it prepared them well for it (in varying degrees of disagreement).  But this differed from only 35% who had not found the modules on the course useful.  When the young Officers where asked the same question but for the three different phases, 50 % did not find phase 1 beneficial (varying degrees), which supports the first statistic but only 33% did not find phase 2 beneficial and 38% did not find phase 3 beneficial.  A point to note is that 54% of the Troop Commanders questioned said that their Senior Non-Commissioned Officers (SNCO’s), who were not surveyed, assisted them most in completing their job.  This category of management were not surveyed and might have had a different opinion on the hypothesis.  This is a possible area for future research.  Most significantly the results from usefulness of the TCC when compared with operational or non-operational experience were noteworthy.  These suggested that those Troop Commanders with operational experience found the TCC more useful than those who had no operational experience.  This could suggest that the TCC is designed more heavily for operational experience than for its peace time role.  It also suggests that the course is not well suited for those Troop Commanders who are employed in a unit within a peacetime role.
4.17  Line Managers Questionnaire.  The results from the Line Managers Questionnaire can be seen it full at appendix 6.  Questions 1-5 of this questionnaire sort details of the respondents background.  This questionnaire was answered 14 of the 20 canvassed which were 6 x Officer Commanding Squadrons (Majors), 1 x Regimental Captain and 7 x Squadron Captains.  Of these 14, 9 had deployed on operations in their current role and thus witnessed the performance of Troop Commanders doing their job in a testing environment.  Of the 15 questions asked 13 were answered by 100% of the line managers.  Question 8 was only answered by 10 respondents and question 9 by 10 respondents also but they did not complete the answer.  Questions 8 and 9 listed the modules taught on the TCC and then question 8 asked them to rank which areas the Troop Commanders were weakest at and question 9 to rank those modules which should be focussed on more heavily.  Most of the line managers having answered question 8 then only ranked their ‘top 2/3/4/5’ most important modules as opposed to listing the complete 8 in order.  This does not effect the result these questions have produced as these were questions which could point to areas for future study as opposed to effect testing the hypothesis.

4.18  The Results – The Line Managers Questionnaire

In answering whether the line managers thought the TCC had prepared the young Officers well for their first appointment; 2 disagreed, 4 slightly disagreed and 3 slightly agreed, 4 mostly agreed and 1 strongly agreed as displayed on figure 4.15 below.  So 57 % were content with the TCC.  Of those 6 that disagreed it is worthy of note that all 6 were from some of the more diverse parts of the RLC which as already stated does not get focused on by the TCC – this is therefore a predictable response.  So of those main parts of the RLC 100% of the line managers agreed with the statement which differs completely from the results produced from the Troop Commanders.  The results from the 6 have not been omitted as hypothesis is interested in the TCC’s ability to prepare Officers for appointments in the whole of the RLC.

Figure 4.15  ‘The Troop Commanders Course has prepared those subalterns in your Regiment well for their first appointment’.
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4.19  Only 3 of the 14 line managers felt they spent too much time developing their Troop Commanders knowledge as displayed in figure 4.16 below.  Again 2/3 were from specialist parts of the Corps (Pioneer).  This shows that the vast majority of line managers are content with the amount of time they spend developing Troop Commanders and that the TCC is not failing too drastically.

Figure 4.16  ‘How much time do you or your staff have to spend developing the Troop Commanders knowledge in order for them to complete their job?’
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4.20  The information displayed in figure 4.17, 8 out of 14 line managers were happy with the relevancy of the training to the initial appointment.  Again, 5/6 ‘No’s’ were from line managers within specialist units.  If we were to exclude these results then 8 of the 9 regular unit line managers felt that the TCC provided training relevant to the job.  At the 
time of selecting the samples of line manager it would have been better to select more line managers from regular (main function) RLC units.  Having not done so this does not invalidate the results but highlights as the TCC is aware of this shortfall.  What it does show is that the TCC does not cater very well for the specialist and diverse units within the RLC.
Figure 4.17 Relevancy of Training to Initial Appointment
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4.21  When line managers were asked whether they believed the TCC had prepared their Troop Commanders well, 10 out of the 14 (71%) felt it had, the results of which are displayed on figure 4.18 below.  All of the 4 that said it had not prepared them were from specialist units (3 Pioneers and 1 Postal).  This again shows that most line managers were happy and that again, the TCC was failing those who were in specialists roles.  

Figure 4.18  ‘Have you (Line Managers) found that the Troop Commanders course has prepared your Troop Commanders well for their first appointment?’
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4.22  By comparison to the above, in question 14, line managers were asked if they felt the TCC needed to change to reflect current operations.  12 out of 14 felt some alteration was required (full results displayed in appendix 6).

4.23  Summary of Line Managers Questionnaire

The results from the line managers questionnaire were that 6/14 (43%) did not feel that the TCC had prepared their young Officers well for their first appointment.  However when the same question was asked in a very slightly different way later on in the same questionnaire then only 4 out of 14 (29%) said the TCC had not prepared them well.  In the first question 100% of those line managers who were main stream RLC were content with the TCC.  Only 3 out of 14 felt that they had to spend too much time developing the young Officers.  Though all but 2 of the 14 felt that the TCC needed to change to some degree.

4.24  Questions Not Analysed

There are a number of questions that have been asked in both questionnaires that have not been analysed in this study (questions 4, 5, 7, 10 and 11).  This is because having been asked they proved to not directly assist in the testing of the hypothesis or they would have required more in depth research in order to validate the results found.  Question 12 looked at which personnel assisted them most in their job of which a high proportion selected SNCO’s.  In itself this question was not used to support the hypothesis but is significant enough to consider if further research was conducted.  The opinions of the SNCO’s on this matter might throw a different light on the matter and either support of not those results found by both the Troop Commanders and the Line Managers.  

5.  CONCLUSION AND RECOMMENDATIONS

5.1  This study has looked into why training is so important and why especially it is important to the British Army.  The Army is heavily committed to two major operations abroad in Iraq and Afghanistan and is set to remain there for sometime.  With an organisation that is so active it is vital that its workforce is well trained.  A better trained workforce will reap the Army rewards with increased agility, efficiency, effectiveness and help foster the professional culture further still.  In an organisation where lives are often at stake this is very much a matter to take seriously.  There are examples of were inefficiency has indirectly lead to causalities or deaths.

5.2  The TCC is the RLC’s first opportunity to ensure that young Officers’ are given the knowledge required and the means with which to carry this forward into all of their respective areas of employment.  At this junior level they will have only a small impact within the RLC but the tone is often set by the quality of training they receive and its relevance. 
5.3  The study of 52 Troop Commanders found that half of them were dissatisfied with the training they received on the TCC.  48% felt it was not relevant to their job and 48% felt it had not prepared them well enough; though 65% of them felt some of the modules were ‘useful’.  Phase 1 of the TCC was were the greatest concern was with 50% believing it was not beneficial and 33% and 38% with phases 2 and 3 respectively.  This percentage is significant when it is taken into account that approximately one-third of the total amount of young Officers in their first appointment were surveyed.  Of greater significance is that those Troop Commanders with operational experience found the course noticeably more useful than those without operational experience.  This suggests that the TCC is designed well for those who deploy on operations but less so for those who are involved with the peace time role.  

5.4  Only 6 of the 14 Line Managers (43%) believed the TCC had not prepared their young Officers well.  This reduced to 4 out of 14 (29%) when the same question was asked later in the questionnaire.  Either figure is not one that can be ignored though only 14 managers were surveyed.  If further action was to be taken from this particular survey a more in depth survey with a wider scope would be required.   This is particularly the case when considering those specialist and diverse units that exist within the RLC.  This should also be taken in to account when undertaking further research.   Equally 54% of Troop Commanders detailed that is was SNCO’s who assisted them most at work.  This is a significant group of personnel that were not surveyed and should be considered in future research.
5.5  This study was designed to determine how effective the RLC TCC was and the following hypothesis was proposed:
‘The Royal Logistic Corps Troop Commanders’ Course does not adequately prepare newly commissioned Officers for their initial appointment at regimental duty’.

This hypothesis has been rejected on the basis that there is no empirical proof to support it; the weight of those respondents who were dissatisfied with the TCC was not great enough.  The results did show a significant amount of dissatisfaction, especially in the groups who have not had operational experience and those who are employed in the non-mainstream and specialist areas within the RLC.  It is in these areas that the TCC might not be preparing Troop Commanders well for and thus is an area which should be considered for future research.

5.6  A wider survey of ALL the Troop Commanders would have added further weight to the result and guaranteed a higher amount of returned questionnaires.  Equally, small focus groups could have delved further into the issue as to where the problem lies and why.  The drawbacks of the line managers research was the amount surveyed, who was surveyed (high proportion of specialist and diverse units) which has impacted on the weight of the results.  The amount of specialist line managers surveyed has skewed the results somewhat but not invalidated them completely.  The hypothesis did not distinguish between which RLC young Officers and their appointments the TCC must prepare; it was ALL RLC young Officers and their appointments.  Never the less the amount of specialist line managers surveyed should have been representative of the Corps as a whole.  To give a more rounded result a number of Troop SNCO’s could also have been surveyed to see if their opinion reflected the results found.  This is due to the figure given by Troop Commanders on who assisted them most at work.

5.7   This research will have added to internal invalidations that are conducted and to the general opinion that the TCC is not providing what it needs to.  It should act as a spring board to a full study of both RLC personnel’s opinions – far and wide – and of the training requirement for a young Officer embarking on a career in the RLC.  The implications of the study will depend on the value and importance that those who read it place upon it.  It will be presented to the Commandant at the Defence Logistics and Supply School at Deepcut and the Headquarters of the Directorate of the Royal Logistic Corps.  It will also be presented to the Director of the Royal Logistic Corps who is aware that this study is taking place.  At the very least it should provoke interest and further research.

5.8  The study itself has led to a much greater understanding of why training is important and the positive effect it can have.  It has also highlighted the importance of relevant training and the negative effect that irrelevant or inappropriate training can have on organisations.  It has shown that the level of dissatisfaction about the TCC is felt greatest by the Troop Commanders and less so by their line managers.  The research process has demonstrated the importance of careful selection of the sample prior to the research being conducted.  This was demonstrated with the selection of the line managers. 

5.9  Recommendations

5.9.1  A further study into why some Troop Commanders feel that they are not adequately prepared for their initial appointments.  In particular the areas they feel that should be included.  

5.9.2  A wider and more representative study of the opinions of Line Managers.

5.9.3  A study of the opinions of Troop Senior Non-Commissioned Officers on the issue.

5.9.4  A review of the course following the above research that encompasses the diversity of the Corps and all its specialist tasks.  Especially that of the concentration on Operations Vs Peace time.

5.9.5  A programmed regular review of the TCC, its content and effectiveness.   
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