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CHAPTER I - INTRODUCTION

Among the stated objectives in the human capital annex to the U. S. Air Force’s
strategic master plan is the need to retain ready, resilient Airmen and families (U.S. Air
Force, 2015). The negative impact of sexual misconduct on human capital includes
lower job satisfaction in the military and increased medical problems for veteran
survivors of unwanted sexual contact (Antecol & Cobb-Clark, 2001). One way to work
toward this objective is to reduce incidences of sexual assault, sexual harassment, and
unprofessional relationships in the military. However, in recent history, the Air Force has
not consistently embodied this goal in practice. In his closing remarks to the Air Force’s
Sexual Assault Prevention and Response (SAPR) Summit, in January 2015, the U.S.
Secretary of Defense made the following statement:

The military has been forthcoming in acknowledging sexual assault is a problem;

but, acknowledgment is not a fix. This is a problem that resides in our

community; and it will be fixed in our community. Rarely do you fix a problem
with a single solution; rather, it’s an evolution of small actions. This is personally

important to me and to us. (C. T. Hagel, personal communication, January 13,

2015)

The outcome of the 2015 Air Force SAPR Summit was a call for a new approach
to teaching sexual assault prevention throughout the Air Force. The director of the Air
Force Sexual Assault Prevention Office, Major General G. M. Grosso, recommends a
new approach to SAPR training that turns the focus from awareness to action and from
identifying negative behaviors the Air Force hopes to extinguish to emphasizing
behaviors the Air Force wishes to reinforce. Additionally, several focus groups in the
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summit recommend fostering a culture of dignity and respect (G. M. Grosso, personal
communication, 2015).

This chapter introduces the research and its significance in protecting human
capital from damage by sexual assaults, sexual harassment, and unprofessional
relationships in the Air Force. The following sections identify the problem, research
question, theoretical framework, purpose, research objectives, and significance of the
proposed study. The background begins with a description of the recent history of sexual
assault in the Air Force (U.S. Department of Defense, 2013a).

Background

In 2012 the Congressional Digest reported on a Pentagon survey concerning
sexual assaults in the military. The survey determined 26,000 troops were sexually
assaulted in the period from October 2011 through September 2012, an increase of 40%
over the previous 2 years (“Sexual Assault in the Military” 2013). Again in 2013, the
U.S. Department of Defense (DoD) reported a 50% increase in sexual assault reports
between October 2011 and September 2013. The DoD suggests the increase in reports is
a response to increased levels of confidence in the military’s reporting systems (U.S.
Department of Defense, 2013a).

In 2012, the Air Force’s Air Education and Training Command (AETC) was
rocked by scandal when the media uncovered a rash of sexual assault, sexual harassment,
and inappropriate relationships between staff and trainees in Basic Military Training
(BMT; Forsyth, 2012). In response to congressional pressure, the Air Force Chief of
Staff appointed Major General Margret Woodward to conduct an investigation into BMT
misconduct (AETC, 2012). The investigation resulted in 42 recommendations to change
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the culture of BMT with the goal of reducing sexual assault and misconduct (AETC,
2012).

Second Air Force is the echelon of command between AETC and the training
wings. In addition to BMT, Second Air Force has operational oversight of technical
training at four major training bases; Goodfellow, Keesler, Lackland, and Sheppard Air
Force Bases (Mengeling, Booth, Torner, & Sadler, 2014). The Woodward investigation
resulted in the Second Air Force commander adapting many of the 42 recommendations
Major General Woodward proposed (AETC, 2012). The recommendations for BMT
included implementing a random training-climate survey and an end-of-course survey to
detect misconduct. The Second Air Force commander directed a similar set of surveys to
detect misconduct as well as student-on-student assaults (L. A. Patrick, personal
communication, 2013). Training evaluators assigned within each of the six technical
training groups administered the training-climate survey. Unit commanders review
training-climate survey results and associated comments to assist detection and
deterrence efforts.

At the same time, Major General Woodward’s investigation was underway; the
DoD Sexual Assault Prevention and Reporting Office directed the branches of the
military to provide SAPR training to new recruits (U.S. Department of Defense, 2013b).
In response, the Air Force established an Integrated Product Team to review the SAPR
curriculum for pre-command enlisted training. The recommendation was not to use a
standardized curriculum, but instead allow each initial skills training site to develop
curriculum based on varying training times and differing student demographics (U.S.
Department of Defense, 2013a). AETC conducted this training in two phases. The
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command integrated the first phase into BMT and provided the second phase when
students arrive at their first technical school.

In light of the issues uncovered in BMT, the Second Air Force commander
established a working group to conduct a similar review of the technical training climate
(Clark, Foltz, & Williams, 2013). The working group produced an internal report that
revealed student-on-student sexual assault and harassment was a more pressing issue than
faculty-on-student sexual misconduct at Air Force technical training locations (Clark et
al., 2013). Based on recommendations in the Student-on-Student Sexual Assault
Working Group report (Clark et al., 2013), the Second Air Force commander directed
SAPR offices to discuss real-world scenarios in addition to the second phase of
awareness training (L. A. Patrick, personal communication, 2012). In August 2012,
additional scenarios were developed and implemented to meet the commanders’ desire to
take action to deter sexual assaults. In October 2014, the Second Air Force commander
directed a review of the second phase of sexual assault prevention and reporting training
(M. A. Brown, personal communication, 2014).

In January 2015, the Air Force Sexual Assault Prevention and Reporting Office
hosted the first-ever SAPR Summit to address sexual assault prevention strategies
(Secretary of the Air Force Public Affairs Command Information, 2015). Experts in
sexual assault prevention spoke on diverse topics related to sexual assault prevention;
including, coaching, mentoring, marketing, alcohol involvement, bystander intervention,
and obtaining consent. Focus groups of attendees at the summit presented

recommendations to change the approach to sexual assault prevention training.



The predominant theme of the SAPR summit was the need to move beyond
awareness training. Participants recommended changing attitudes, upholding values and
developing character among Air Force members (Secretary of the Air Force Public
Affairs Command Information, 2015). The recommendations of the focus groups align
with change leadership recommendations, suggesting lasting change is not possible
unless the desired behaviors are cemented in the cultural norms and values of the
organization (Kotter, 2011). One method of addressing beliefs, values, and cultural
norms is through engagement (Jackson, Power, Sherwood, & Geia, 2013). Engagement
includes cognitive, behavioral and emotional components (Hoad, Deed, & Lugg, 2013).
Emotional engagement refers to how the students react to the instructor, peers,
curriculum, and the environment in the affective domain. Reactions can include the full
range of feelings including happiness, sadness, anxiety, ennui, or anger and create an
emotional connection to the subject at hand (Hoad et al., 2013).

Problem Statement

The U.S. Air Force proclaims an organizational culture that promotes and protects
individual dignity and mutual respect among its members (Wright, 2014). However,
sexual assaults harm that culture and lead to higher medical costs, diminished readiness,
and lower retention. This is why sexual assault prevention and reporting (SAPR)
education receives significant attention from senior leaders (Hagel, 2015). Failure of
SAPR education programs to foster a culture of dignity and respect has the potential to
negatively affect human capital of the U.S. Air Force.

Sexual misconduct in the military contributes to higher medical costs, diminished
readiness, and lower retention (Byrnes, Doran, & Shakeshaft, 2012; Clark et al., 2013;
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Firestone & Harris, 2008; U.S. Department of Defense, 2011). U.S. Air Force leaders
stress the goal of preserving human capital by creating an organizational climate of
dignity and respect (Secretary of the Air Force Public Affairs Command Information,
2015; U.S. Air Force, 2015). To achieve a climate of dignity and respect, the Secretary
of the Air Force identified sexual assault reduction as a primary concern during an
address to the SAPR Summit (D. L. James, personal communication, 2015). In 2012, the
Congressional Digest reported on a Pentagon survey concerning sexual assaults in the
military. The survey determined 26,000 troops were sexually assaulted in the period
from October 2011 through September 2012, an increase of 40% over the previous 2
years (“Sexual Assault in the Military,” 2013). Again, in 2013, the DoD reported a 50%
increase in sexual assault reports between October 2011 and September 2013. The DoD
suggests the increase in reports is a response to increased levels of confidence in the
military’s reporting systems (U.S. Department of Defense, 2013c).

The long-term costs of sexual violence in the military extend to taxpayers as
higher health care costs through the Veterans Administration (Turchik, Pavao, Hyun,
Mark, & Kimerling, 2012). In 2009, the Veterans’ Health Administration reported
almost 590,000 outpatient visits related to military sexual trauma. Furthermore, veterans
reporting military sexual trauma used significantly more healthcare services than those
that did not report military sexual trauma. The data links sexual harassment and military
sexual trauma to higher rates of treatable conditions including posttraumatic stress
disorder for military members and veterans. Turchik et al. (2012) confirm rape survivors
are more likely to experience posttraumatic stress disorder than victims of other trauma in
both veteran and nonveteran populations. The National Center for Injury Prevention and
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Control (2014) confirm the link between sexual violence and long-term physical health
complications. The research correlates headaches, digestive issues, chronic pain, and
sexually transmitted diseases to sexual violence. Victims of sexual violence are more
likely to engage in risky behaviors such as drug and alcohol abuse (Kalmakis, 2010).
The emotional toll of sexual violence can leave victims fearful, anxious, stressed, and
depressed; and may lead to eating disorders and even suicide (National Center for Injury
Prevention and Control, 2014). Despite efforts to change the organizational culture
associated with a mixed gender military force, sexual misconduct among students
attending technical training courses continues (Clark et al., 2013). Sexual assaults will
likely continue to negatively affect military readiness in the Air Force unless a cultural
change occurs within its ranks.

Purpose Statement

Enhancing the SAPR curriculum by applying the theories of affective engagement
and planned behavior may lead to measurable changes in the organizational culture. This
study determines the efficacy of employing affective engagement training to change
organizational culture. In particular, it assesses how increasing affective engagement of
SAPR training influences a change in the culture of preventing and reporting sexual
assaults on Air Force campuses.

The goal of the research is to assess the impact of adding interactive scenarios to
illustrate social norms and enhance affective engagement of SAPR training. Affective
engagement creates an emotional connection to SAPR topics that may influence
individual attitudes, values, and beliefs of cultural norms. This research assesses how
changing SAPR curriculum training changes the organizational culture among students
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pertaining to sexual assault, sexual harassment, and unprofessional relationship behaviors
and thereby influencing organizational culture. This research tests the efficacy of
employing affective engagement techniques to influence a culture of dignity and respect
on Air Force technical training campuses.
Research Objectives

To measure how changing SAPR curriculum influences organizational culture,
the research implements quasi-experimental tests applied to archival data collected by the
Air Force. The data collected pertains only to Air force, initial-skills students attending
the first technical training courses following BMT. The demographics of personnel in
this cohort are 18-26 year-old Airmen in their first enlistment (Air Force Personnel
Center, n.d.). The research compares the students’ reaction to the revised training to that
of the previous format. Additionally, the research measures changes in the organizational
culture by trending student perceptions of the training climate. Data from the training-
climate survey identifies changes in students’ perception of tolerance of sexual assault,
sexual harassment, and unprofessional relationships. Finally, the research identifies
trends in the data collected over time to determine if changes in student perceptions
correspond to the timeframe of the SAPR curriculum changes.

RO1 — Determine whether students’ reactions to the revised SAPR curriculum

showed significant improvement over the previous format of training.

RO2 — Describe how students’ perceptions of organizational tolerance of sexual

assault vary over time.

RO3 — Describe how students’ perceptions of organizational tolerance of sexual

harassment vary over time.



RO4 — Describe how students’ perceptions of organizational tolerance of

behaviors associated with unprofessional relationships vary over time.

RO5 — Determine the differences in students’ perception of organizational

tolerance of sexual assault, sexual harassment, and unprofessional relationship

behaviors corresponding to the timeframe the SAPR curriculum format changed.
Theoretical Framework

This research tests a combination of theories applied to the problem of reducing
sexual assaults in the military to change the organizational culture. The culture within an
organization includes basic assumptions and beliefs underpinning its core identity
(Holton & Swanson, 2009). The attitudes, values, and beliefs that make up the
organizational culture reside in the affective domain of learning. Krathwohl, Bloom, and
Masia’s (1999) taxonomy of the affective domain suggests education and training can
target the affective domain, and the outcomes can be measured.

The Air Force is tasked with changing its organizational culture to one of dignity
and respect (Garamone, 2013). The key to fostering a culture of dignity and respect is an
emphasis on prosocial intervention behaviors that are contrary to assaulting and harassing
attitudes in the culture (Burn, 2009). Extinguishing attitudes that promote unprofessional
relationships is an important element of creating an organizational culture of dignity and
respect in the military (U.S. Air Force, 1999).

Fishbein and Ajzen (2010) propose the theory of planned behavior. This theory
postulates beliefs about consequences, perceived norms, and control factors guide
behavior. The theory of planned behavior provides the basis for measuring reaction to
the SAPR training intervention. Students’ reaction to the training is measured through
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perceptions of social norms, consequences of actions and prevalence of internal and
external controls. Comparing the reaction data from planned behavior surveys to the
application data from the training-climate survey helps to isolate effects of unplanned
influences.

The affective domain of learning is the realm of attitudes, beliefs, values, and
perceptions (Krathwohl et al., 1999). Developing a curriculum that targets the affective
domain is a matter of presenting stimuli that initiate affective behaviors. Responses to
affective learning manifest itself in a continuum from attending, responding, valuing, and
organizing, to characterization. As students modify attitudes, beliefs, and perceptions,
behaviors consistent with the new beliefs emerge.

Engaging the affective domain is possible through activities that appeal to
students at an emotional level. Affective activities include narrative stories, lively
debate, and realistic scenarios (Bae, Lee, & Bae, 2014; Jagger, 2013). Measurable
changes in attitudes and values toward a subject may be achieved through videos in
instructor facilitated lessons (Tatar, Akpinar, & Feyzioglu, 2013). Narrative
entertainment can influence prosocial behaviors (Bae et al., 2014). Figure 1 illustrates

the theoretical framework for the research.
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Figure 1. Theoretical framework.

The theoretical framework shows the relationship of theories of affective engagement and planned behavior to the desired outcome of

cultural change.

Significance of the Study

The DoD (2013a) identifies sexual assaults and harassment as a drain on
resources in both monetary and human costs. Furthermore sexual assault and harassment
negatively impact the ability of the military to accomplish its missions (U.S. Department
of Defense, 2014b) A 1995 survey of active-duty personnel uncovered that more than
half of women reporting sexual harassment within the previous year state they would
separate from military service if given the option (Antecol & Cobb-Clark, 2001). This
propensity of victims to leave the military, among other reasons, is why Mengeling et al.
(2014) identified sexual assault and harassment prevention as a readiness concern for the
DoD.

Sexual assault and sexual harassment are not just problems in the military, they

are health problems throughout the United States (Potter & Stapleton, 2012). On college
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campuses, 20% of undergraduate women surveyed self-reported as victims of some type
of sexual assault by the senior year (Krebs, Lindquist, Warner, Fisher, & Martin, 2009).
This problem gained federal government attention when the U.S. Department of
Education (2014) identified 55 colleges and universities suspected of violating federal
law relating to their handling of sexual assault and sexual harassment allegations.
College administrators could no longer view sexual violence as a problem for civil
authorities because, under Title I)X, schools not in compliance with federal guidelines
could lose federal funding (U.S. Department of Education, 2014).

This study examines a population similar to a college campus. Both traditional
college student and U.S. Air Force non-prior service student populations tend to be 18- to
26-years old and belong to a culture with social norms supporting hypermasculinity
(Potter & Stapleton, 2012). Therefore, it is reasonable to conclude strategies employed
effectively on military campuses could have similar results on college campuses. In his
closing remarks to the Air Force SAPR Summit, the Secretary of Defense ended with
“Our nation’s colleges and universities are looking to us for a solution” (C. T. Hagel,
personal communication, 2015).

Delimitations

The population available for the study delimits the research. All subjects of the
study are Air Force enlisted members attending training immediately after completing
BMT. The members of this cohort share a similar experience in BMT and receive similar
initial training in SAPR, sexual harassment, unprofessional relationships, and hazing.
Shared experiences and training provide a homogeneous cohort preconditioned to
receiving training on similar subjects.
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Limitations

It is not feasible to sample all training locations since Air Force students attend
training at over 100 locations throughout the United States (U.S. Air Force, 2014b). The
logistics of including all Air Force students eligible to receive SAPR training would have
extended the time and cost of the study for little added benefit (Phillips, Phillips, &
Aaron, 2013). Therefore, the researcher limits the study to Air Force non-prior service
students attending technical training at Lackland, Goodfellow, Keesler, Sheppard, and
Vandenberg Air Force bases. These bases have training infrastructure and SAPR
resources to conduct training and assess results. Students attending training at smaller,
geographically separated units are not included in this study. Prior service, officer, and
flying training students were not included in the sample population. Expanding the
research to include students at smaller training units, and those attending flying training
courses could be the next step for future study.

Operationalized Definitions

Because this study is undertaken in a military environment, it is prudent to explain
terms that have specific connotations unique to military culture and justice. Sexual
assault is a criminal act under both military and civilian law, but the Joint Service
Committee on Military Justice (2012) greatly expanded its definition for military courts-
martial. Infractions like unprofessional relationships and sexual harassment, which have
no civilian penalty, may be punished under the Uniform Code for Military Justice.

1. Unprofessional relationships are those in which one member has positional

authority over the other. The inherent imbalance of power that exists in
unprofessional relationships creates the appearance of misuse of office,
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misuse of position, favoritism, or the abandonment of organizational goals for
personal gain (U.S. Air Force, 1999).

2. Sexual Assault is unwanted contact of a sexual nature including, rape,
aggravated sexual contact and abusive sexual contact (Joint Service
Committee on Military Justice, 2012).

3. Sexual harassment is nonphysical maltreatment of a sexual nature (Joint
Service Committee on Military Justice, 2012). The Manual for Courts-Martial
gives examples of sexual harassment including repeated and deliberate sexual
comments, as well as threatening another person’s career, pay or job in
exchange for sexual favors (Joint Service Committee on Military Justice,
2012).

4. Sexual Assault Prevention and Reporting (SAPR) is a DoD (2013c) program
focused on providing necessary and appropriate support to victims of sexual
assault. The goal of SAPR programs is to return service members, who are
victims, to a fully capable role. In addition to victim support, the U.S.
Department of Defense (2013b) tasked each branch of service to provide
extensive and continuing SAPR training for all personnel.

Chapter Summary
The research project examines the effects of revising a portion of the SAPR
curriculum provided to Air Force initial-skills students on military technical training
campuses. The current curriculum was revised to leverage affective engagement to affect
planned behaviors. The revised curriculum employs video scenarios to engage the
students in lively facilitated discussions on SAPR topics. The outcomes are assessed by
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examining archival data to determine if affective engagement practices impact attitudes
and values toward sexual assault, sexual harassment, and unprofessional relationships.
Student reaction data measuring planned behaviors represent the effectiveness of
training. Training-climate survey measures perceptions of organizational tolerance of
sexual assault, sexual harassment, and unprofessional relationships. Together, these
measures determine if revising SAPR training to increase affective engagement impacts
attitudes and perceptions about sexual assault, harassment, and unprofessional
relationships. Archival data collected prior to implementation is compared to results of
the revised curriculum. Changes in the perceived organizational tolerance for sexual
assault and sexual harassment among Air Force enlisted students is the determinate factor

in assessing the efficacy of SAPR training employing affective engagement techniques.
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CHAPTER Il - REVIEW OF RELATED LITERATURE

This chapter summarizes the ideas and concepts expressed in the current literature
related to changing organizational culture by applying affective engagement techniques
to sexual assault prevention training. This chapter describes interrelated topics including
targeting the affective domain to impact organizational culture and the impact of
organizational culture on training needs. The review of literature illustrates how applying
affective engagement strategies can change beliefs that affect behavior, and what to
expect when using training to affect cultural change associated with sexual misconduct.

The literature shows a connection between organizational culture, the affective
domain of learning, and its relationship to human capital development. Organizational
cultures can be changed through training intervention and thereby impact member
performance (Watkins & Leigh, 2010). Krathwohl et al. (1999) suggests training can
lead to a measurable change when the affective domain is targeted. Furthermore,
employing engaging training methods enhances the probability of impacting change in
the affective domain (Thompson & Haddock, 2012). Becker (1983) demonstrates
improving employee health and good habits positively impact investments in human
capital. Investing in values education to reduce sexual misconduct is an investment in
employee health; therefore, an investment in human capital. However, changing the
culture of an organization requires leadership, accurate measurement and a strategic
approach to the process (Watkins & Leigh, 2010).

Relating Organizational Culture to the Affective Domain

The literature describes the theories and research aligning human capital with

strategies targeting the affective domain, thereby influencing organizational culture.
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Present literature addresses the difficulties of training and measuring training in the
affective domain and its relationship to organizational culture. Although, targeting the
affective domain may be problematic because it is not well defined and difficult to
measure (Miller, 2010). Of the three domains of learning, cognitive, psychomotor and
affective; the affective domain is the most difficult to isolate since the affective domain
cannot be completely isolated from the cognitive domain (Krathwohl et al., 1999).

The literature defines the link between the affective domain, organizational
culture, and human capital. Holton and Swanson (2009) assert the attitudes, values, and
beliefs that make up the organizational culture are not held by an individual; rather, they
are the product of shared experiences of a group. Often these attitudes, values, and
beliefs in an organization are not visible on the surface (Watkins & Leigh, 2010). Never
the less, Becker (2008) ties the affective domain to human capital. He asserts because
people cannot separate from their individual values, investments made to affect values
equate to investments in human capital. Essentially, the attitudes and values a workforce
adhere to, are human capital.

The literature describes deliberately changing an organization’s culture through
affective approaches. Watkins and Leigh (2010) discuss organizational behavior as
comprised of commonly held beliefs. They postulate the values, beliefs, and cultural
norms of the group need to change to affect a change in a group’s behavior. Values,
beliefs, and norms make up the culture of an organization. To change an organization’s
culture, leaders must persuade the members of the organization to adopt desired attitudes.
Van ’t Riet, Ruiter, Werrij, Candel, and de Vries, (2010) cite Aristotle in describing the
art of persuasion as occurring through three pathways: (a) logical argument, (b) moral
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character, and (c) appealing to the emotion of the listener. While the logical argument
appeals to the member’s cognitive domain, the moral character and emotional appeals to
the affective domain. They assert successful campaigns to change culture should engage
the audience using logical argument, moral character, and emotional appeal.
The Impact of Organizational Culture on Training Needs

The link between culture, learning and human capital in organizations is well
defined (Tabaghdehi, Leila, & Salehi, 2015). The literature describes the predictive
values of components of organizational culture including learning, trust, teamwork, and
involvement have on developing human capital. The research suggests the organizational
culture toward learning is the strongest predictor of human capital (Tabaghdehi et al.,
2015).

The literature describes changing organizational cultures. Watkins and Leigh
(2010) suggest the culture of an organization has a significant impact on the
organization’s overall effectiveness. They assert organizations with agile and adaptive
cultures are more likely to have success in a rapidly changing business. However, they
acknowledge creating an adaptive culture is not easy. Changing a culture requires
changing the underlying beliefs and values of an organization. In the context of human
capital development, the overall goal of changing an organization’s culture is to modify
behaviors and thereby improve performance. Fomenting change requires significant and
sustained leadership (Garvin & Roberto, 2011). It is, therefore, necessary that those
implementing the change have faith in the leaders. Leadership needs to anchor the

change until the desired traits are ingrained in shared values and social norms of the
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organization (Kotter, 2011). In total, the literature shows the culture of an organization
has a direct impact on the value of its human capital.
Culture in Organizations

Organizational values are an extension of individual attitudes, values, and beliefs.
In organizations, Watkins and Leigh (2010) suggest the culture is determined by shared
beliefs, values and social norms of a group. Some aspects of organizational culture, like
artifacts and espoused values, are observable. These social norms in organizational
culture are described as the way we do business (Van Tiem, Moseley, & Dessinger,
2012). However, the real culture of the organization is often unwritten, although it is
understood; instead, it is discussed informally among coworkers (Van Tiem et al., 2012).
These are the values Watkins and Leigh (2010) describe as the unconscious values of the
organization. They assert that the cultures of high-performing organizations align the
values, vision, goals, and strategies to their mission. However, this alignment of culture
and mission requires investment to keep restraining, and performance-degrading cultures
at bay.
Measuring Attitudes and Values

The literature shows culture in organizations is composed of individuals’ values
and beliefs, and that individual attitudes and beliefs are measurable. Attitudes may be
measured by assessing an individual’s judgment of values (Likert, 1932). Krathwohl et
al. (1999) postulates a person’s attitudes, values and beliefs link to their learning. He
compiled a taxonomy of the affective domain identifying successive levels of values
attainment. Along with codifying the continuum of affective learning, Krathwonhl et al.
(1999) proposes measurements for each level.
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Observing Outcomes in the Affective Domain. Krathwohl et al. (1999) asserts that
although impossible to directly observe higher levels of learning in the affective domain,
any more than to observe it in the cognitive domain; the affective domain may be
measured through observing behaviors. Leveraging the relationship between the
affective and cognitive domains provides a suitable means of measuring the lower levels
of the affective taxonomy. All cognitive learning includes a component of attitudes,
values, and beliefs. Conversely, Krathwohl et al. (1999) suggests affective learning
objectives include cognitive components. Therefore, at lower levels of the taxonomy, the
measurement devices can resemble tests used to measure the cognitive domain.

The taxonomy of the affective domain is not unlike the taxonomies of the
cognitive and psychomotor domains described by Bloom, Krathwohl, and Masia (1984);
all are expressed as a continuum of learning. Krathwohl et al. (1999), describe the levels
of the affective continuum. At its lowest level, the affective domain one receives
stimuli. An example of a lesson at this level might include attending a lecture or
watching a video describing an issue that may possibly lead to a change in values. The
next level in the continuum of affective learning is responding to affective stimuli.
Activities might include participating in a discussion or writing a reflection paper on a
subject. The third level of the affective continuum, valuing, includes identifying a
preference or declaring one’s convictions. A lesson at the valuing level might include
ranking values from least preferred to most preferred or explaining one’s reasons for
believing in one method over another. The fourth level of the affective continuum is
organizing. At this level, the individual structures interrelated values into a value system
that prioritizes those that are most important to a personal system of beliefs. A lesson at
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the organizing level may include debating the relative importance of conflicting goals or
ideologies. The fifth and highest level of the affective continuum is characterization. At
this level, the individual further distils prioritized beliefs into a coherent system of
beliefs. Developing one’s conscience to arrive at a consistent philosophy of life,
exemplifies characterization. A lesson at this level may include a paper describing one’s
personal philosophy, or observing a subject’s behavior over time. Krathwohl et al.’s
(1999) taxonomy of the affective domain shows that it may be measured as surely as the
cognitive and psychomotor domains.

An effective learning objective at the receiving level may read “Demonstrates a
willingness to be of service to the group of which he is a member” (Krathwohl et al.,
1999, p. 69). Krathwohl et al. (1999) assert this action addresses intention as opposed to
completed actions and could be measured with a written measurement item. An example
of a test item used to measure this affective objective would be; do you wish you had
more time to devote to working for your group? If the student answers yes, the evaluator
can assume the student has a willingness to receive. This example demonstrates the
ability to measure the learning in the affective domain at the lowest level of the
taxonomy. The above examples demonstrate effective measurements at all levels of the
affective domain.

Operationalizing Measurements. Affective measurements should align with the
business goals and course objectives. Vance (2010) recommends measuring learning
outcomes as a business would measure business outcomes. This requires continuous
monitoring of key indicators on a regular basis. In terms of the affective domain,
continuous monitoring would focus on assessing the culture of an organization. Van
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Tiem et al. (2012) recommends using a culture audit to measure how the organization
thinks and acts; in other words, measuring the cultural norms. A cultural audit focuses on
the individuals and the key processes they perform. This is the same concept referred to
as cultural surveys by Holton and Swanson (2009). Regardless of terminology, the
literature recommends researchers tie continual measurement of the prevailing culture,
attitudes, and perceptions of behavior to operational goals of the organization. This is a
reasonable assessment since attitudes, perceptions, and beliefs are the building blocks of
intent, which in-turn predicts behavior (Wolff, Nordin, Brun, Berglund, & Kvale, 2011).
Attitude is a proclivity to act in a certain way (Likert, 1932). Fishbein and Ajzen
(2010) describe the attitude-behavior relationship when comparing stated intentions to
behaviors. The theory of planned behavior states behavior is steered by three factors.
These factors include the individual’s beliefs about behavior, beliefs about social norms,
and beliefs about behavioral controls. In a later meta-analysis, Ajzen (2011) describes
the correlation between these factors. Ajzen reports the correlation between intention and
behavior moderated by the individual’s control beliefs. In other words, intended behavior
is a moderate to good predictor of actual behavior, when the individual believed the
outcome was within their control. Intention more accurately predicts future behavior
than either one’s willingness to act or past behaviors. Wolff et al. (2011) identify a direct
measure of attitude as the strongest predictor of behavior. They recommend broadening
the theory of planned behavior measured to include expectations of affective outcomes.
Therefore, measuring affective outcomes is similar to measuring organizational

performance.
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Many human performance models exist and researchers may rely on a
combination of approaches for a given situation (Watkins & Leigh, 2010). Krathwohl et
al. (1999) assert the affective domain as difficult to measure directly, though it may be
measured by leveraging the overlap with the cognitive domain at lower levels.
Kirkpatrick and Kirkpatrick (2006), recommend measuring training and organizational
performance in four levels (a) reaction, (b) learning, (c) behavior, and (d) results as
appropriate for the process being evaluated. In this model, level one is the students’
reactions to the training, level two is the student’s knowledge of the subject trained and
level three is the impact the training had on student behavior, and level four is the impact
the training has had on the organization. Phillips and Phillips (2012) added a fifth level;
that is the return on investment for the cost of the training. In both models, the goal of
measuring organizational performance is to determine if training is effective and
efficient.

The literature suggests a hybrid approach to measurement may provide a
mechanism for measuring organizational cultures in the affective domain. Phillips and
Phillips (2012) multilevel approach to measuring organizational behavior could be
combined with Fishbein and Ajzen’s (2010) theory of planned behavior approach to
measuring attitudes, beliefs, and intentions. This approach aligns with VVan Tiem et al.
(2012) description of using cultural audits to measure organizational performance.

Changing Organizational Culture through Affective Engagement

The literature describes organizations as having distinct and malleable cultures.
Watkins and Leigh (2010) assert organizations have shared attitudes and values among
their members. These elements comprise the corporate culture of the organization.
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Furthermore, they suggest effective organizations have cultures that are adaptive, flexible
and aligned to their mission, vision, goals and strategies. Kotter (2011) suggests when an
organization’s mission and strategic goals change, the leadership should take action to
align behaviors and attitudes with the new strategies. This action should focus on
changing social norms and shared values of the organization. To achieve lasting change,
leaders need to find effective methods to impact the attitudes and values and produce a
measurable change in human capital within the organization.

Engagement Theory and the Affective Domain

Jagger (2013) suggests the affective domain be stimulated to achieve ethical and
moral development. Furthermore, trainers may affect attitudes and values by employing
affective engagement techniques. Students assimilate new concepts more effectively
when they are actively engaged in a significant educational experience (Hinchliffe,
2011). Zhao and Kuh (2004) recommend trainers engage students in actively
constructing knowledge with their fellow learners to achieve affective engagement. This
constructivist approach relies on social interaction to create learning experiences by
assimilating knowledge with their peers. Affective engagement is manifest by students’
interactions with their peers in the context of feelings, actions, and thoughts (Corso,
Bundick, Quaglia, & Haywood, 2013).

Jagger’s (2013) research into the emotional component of engagement shows the
effectiveness of heightening affective engagement through lively debate. Requiring
students to defend a side of an argument that they may not agree with may cause some
cognitive dissonance, but at the same time, it causes them to cement their own beliefs.
The process of engaging in a debate forces participants into an active learning role as
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opposed to passive learning. This activity pushes the student further along the continuum
of affective learning. Participants in debates move beyond merely attending and
responding, to organizing their own feelings and behaviors into belief structure
(Krathwonhl et al., 1999).
Engagement Theory and Human Capital Development

The literature illustrates a pathway in which, emotions engaged through lively
debate affect individual attitudes and values; which, in turn, reflect in an organization’s
culture, therefore its human capital. Watkins and Leigh (2010) asserted that an
organization’s values, norms, and beliefs affect individual behavior. Furthermore, an
organization’s culture positively affects its human capital (Tabaghdehi et al., 2015).
Conversely, less adaptive and restraining cultures degraded organizational performance
(Watkins & Leigh, 2010).
Applying Engagement to Sexual Assault Prevention

Exner and Cummings (2011) described the need for students to connect with
victims of sexual assault on an emotional level; even if they did not personally know a
victim. Their research showed individuals who felt a connection with victims of sexual
assault were more likely to recognize the problem and act to intervene. Implying
individual actions are required to protect individual victims. This is supported by Corso
et al. (2013) who assert classroom interactions and engagement occur across the
cognitive, psychomotor and affective domains. Furthermore, the engagement of feelings
is essential to building a sense of connectedness among students.

The literature suggests there is an optimum effective dosage when it comes to
changing attitudes toward sexual assault prevention. Anderson and Whiston (2005)
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conducted a meta-analysis of prevention education programs found that 1-hour, single
session programs had no lasting impact. Longer or repeated exposures were more
effective in changing attitudes. This recommendation for more frequent training was
echoed by Garrity (2011). However, more and longer exposures may have a detrimental
effect; as some military members are experiencing SAPR fatigue (Meineke, 2014). This
effect is felt on college campuses as freshmen are overloaded with messages on
preventing assault (Desanctis, 2016). Group size is also linked to affective outcomes.
Although most SAPR training in the Air Force is conducted by peer presenters in small
groups of 15-25 persons (Gedney, Wood, Lundahl, & Butters, 2015). The Air Force
students in technical training receive SAPR training from professionally trained
presenters in mass briefings (AETC, 2016) which may exceed 100 students. Larger class
sizes reduce the affective impact of training (Beattie & Thiele, 2016).

The Impact of Sexual Misconduct on Organizational Culture in the Military

Organizations of all types bear the impact of sexual misconduct. However,
Holland, Rabelo, and Cortina (2014) point out the military is particularly plagued by
sexual misconduct; including sexual harassment, and sexual assault. Sexual misconduct
and violence against women influence the social fabric of the military organizations.
Their research suggests sexual misconduct affects the entire military culture.
Impact of Sexual Harassment on Military Culture

The DoD (2014a) identified sexual harassment as an increment in a progression of
hostile culture that permits further, more egregious sexual misconduct. This continuum
of harm is an important concept in understanding the interaction of organizational culture
and sexual assault. Simply stated, the continuum of harm theory states, an organization
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Instructions: This is a survey of the climate in the training environment, including dormitory areas. No names will be
collected. We are about to ask some questions about experiences you may have had with sexual assault. This is not a
restricted reporting forum — which means that anything you tell us will be investigated and potentially prosecuted. If you
are a victim of sexual assault, you are not obligated to report in this survey — you don’t have to answer these questions.
You have completely confidential reporting options available to you through your installation Sexual Assault Response
Coordinator (SARC) at XXX-XXXX and the DoD Safe Helpline at www.safehelpline.com. Mark each statement below
with your level of agreement at the right. Please provide comments for any item marked “Strongly disagree™ or
“Disagree.” Continue on back if neceded. Return this survey to the survey administrator when complete.

N l Neither
Strongly | agree nor Strongly

L__ - Agree Agree | disagree | Disagree | Disagree
1. I know several methods for providing student feedback. SA A N D sD |
2. Tfeel I can submit a critique at any time and on any subject SA A N D SD
without the fear of reprisal. |
3. Thave NOT witnessed or experienced maltreatment or SA A N D SD

| maltraining from instructors, staff or MTLs.

4. Maltreatment & maltraining do not occur within my unit. SA A N D sD
5. 1can report maltreatment or maltraining without the fear of SA ‘ A N D SD
reprisal. )
6. Hazing, bullying or cyber bullying is not tolerated within the SA | A N D SD
culture of my peers. | |
7. 1am confident in my understanding of fraternization and SA A N D sD
unprofessional relationships.
8. Unprofessional relationships/fraternization (including social |  SA A N D | SD
media contact) with instructors, MTLs or prior-service students | [
is not tolerated within my leadership’s culture. |
9. 1 can report unprofessional relationships/ fraternization SA A N D SD
without the fear of reprisal.
10. Sexual harassment by instructors, MTLs or prior-service SA A N D SD
students is not tolerated within my leadership’s culture.
11. Student-on-student sexual misconduct/harassment is not SA A N D SD
tolerated within the culture of my peers.
12. Sexual assault does not occur between NPS students and SA A N D sD
instructors, MTLs or prior-service students.
13. Student-on-student sexual assault is not tolerated within the SA A N D | SD
culture of my peers.
14. Student-on-student sexual assault does not occur among SA A | N D SD
my peers in the MTF. L
15. 1 know where and how to report sexual harassment, sexual SA A N D sSD
assault and unprofessional relationships anonymously. ' o
16. My chain of command is accessible to me. SA A N D sD
Comments:

Figure A3. Training-climate survey instrument

Note: The survey instrument is provided to the students in paper or electronic format.
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