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first half of my imagery ca-
reer, just as knowledge of as-
tromautics would not have
helped me in the perfor-
mance of my duties during
the latter half of my career.

Perhaps the biggest blow to
the imagery field was the can-
cellation of the Defense Sen-
sor Interpretation and Appli-
cations Training Program in
1997, It was the masters in
business administration equiv-
alent for the entire Dol im-
agery community. It was never
replaced and thus left a gap in
the 0241 followup training,
Reinstituting an advanced im-
agery course to reflect ad-
vancements in commercial im-
agery and multispectral
imagery would be more useful
in supporting MAGTF opera-
tions—much more so than
sporting aircréw wings.

Onr 02415 can be opera-
tiomally grounded by sending
them to SOI prior to MOS
training and then sending
them 1o the appropriate pro-
fessional military education
course commensurate with
their rank, That would be
much more beneficial than
sending them to aircrew
school,

GySgt Edmund M. DeSoto,

USMC(Het)

Organizing for the
Fight

[ Capt David E. Cooper’s arti-
cle, “An Organizational Maodel
for Marines Fighling an Insur-
gency” (MOG, Junlb), ET‘?I]‘.Ihi-
cally highlights the tendency
of problem-solvers to focus on
process implementation with-
out delving into underlying
conflicts caused by the forma-
tion of “the civikmilitary para-
dox” he notes as crucial for
i|t1[rh11||ri|l:-1lin:|. He .‘il.]fl,':infl]}'
states that in order o increase
elfectiveness, counteringnar-
gency commanders need o
provide “quick, responsive,
dedicated, and directed”
strategies that value “unortho-
dox solutions.” He sees a solu-
tion to this problem in provid-
ing “organic authority™ to
local commanders 1o f'ully in-
legrale "i:t:alili1:;1i-:'ivii-T|Li]i1Hr:,'
relationships more effective-
Iv." Goal formulation and out-
come development become

task-driven processes that cre-
ate “positive synergies” be-
tween “civilian-military opera-
tional plans” that integrate
cultural (Iragi) norms and sen-
sitivities into mission accom-
plishment. In summary, he
rightly advocates the creation
of processes that give local
commanders control of multi-
agency assets sufficient to pro-
vide a winning situation.

My work with public safety
services (police/fire) and my
experience as a Marine Viet-
nam veteran have reinforced
my belief that “guardian orga-
nizations” like the Marine
Corps have some difficulty Ty-
passing rules and procedural
directives in order to imple-
ment the level of quick re-
sponse that Capt Cooper ad-
vocates, | have found that
leadership needs to foster crit-
ical self-examination in order
to become “entrepreneurial”
at a level Capt Cooper be-
lieves is required to promote
mission SUCCess.

Leaders in commercial or-
ganizations create manage-
ment structures that are based
on meeting internal and exter-
nal stakeholder needs. This
entrepreneurial siructure is
the intellectual framework of
Cooper's suggestions (i.e.,
meeting theater demands in
an efficient and flexible man-
ner). Most commercial man-
agers are adept at reconfigur-
ing their organizations
through implementation of
various processes. Committees
are formed, bottlenecks and
difficulties defined, restructur-
ing proposed, and changes en-
acted and evaluated, with or-
ganizational structures
reconfigured in response to
evaluative data. L]nl‘m'hman—':lj..-,
it is common that virtually un-
touched by this process is the
examination of tacit, underly-
ing, deeply embedded values
that potentially hinder change.
Thus, managers and, I would
suggest, Marine Corps officers
tend to focus on issues that
they are comfortable with and
avoid critically examining pos-
sitile organizational value con-
Micts, Process, by defaulr,
therefore, tends o win over
unpleasant critical thinking.

In summary, without realiz-
ing it Capt Cooper is advocat-

ing the formulation of organi-
zational structures that are
dangerously mixed. I believe
that when the worlds of
guardians and commercials
become overly mixed, the re-
sult is a dysfuncrional organi-
zation that is in conflict with
itself. Addressing conflicting
human values is a tough and
complex mental process nor-
mally avoided by the average
manager. If vou are pushing
to bring the naturally conflict-
ing world of civilian and mili-
tary teams together in the
chaotic cultural mix that is
contemporary Irag, all leaders
should think deeply about
how value conflicts must he
minimized to ensure mission
success, Crucial to this success
is the training of local com-
manders in formulating strate-
gies of counterinsurgency that
minimize military-civilian val-
ue conflicts,

Thomas A. Lifvendahl

In the Attack

O I would like to compliment
then-CWO3S Jeffrev L. Eby for
his outstanding article, “Bud-
dy Pairs” (MG, Jun(5). Gun-
ner Eby's concept of buddy
team tactics does indeed
work. I know because he-
tween 1980 and 1989 we
taught a form of buddy team
tactics that we called “hat-
tledrill." 1 learned battledrill
from Capt Jim Snell, the for-
mer CO of Co K, 3d Bn, 2d
Mar. His research determined
that Marines of World War II
utilized a form of buddy team
tactics. As a Marine Corps
doctrinal concept, battledrill
[as it pertained o small unit
tactics) last appeared in the
1965 edition of the Fleet Ma-
ritte Force Manual 6-5, Marine
Rifle Squad,

We considered bartledrill
to be a universal, unifying
concept. We applied bat-
tledrill to every tactical situa-
tion we faced. The biggest
challenge we faced in imple-
menting the battledrill con-
cept was some initial resis-
tance '.lmung DT .‘i-lllli-l[l. and
platoon leaders as we taught
our fire team leaders to exer-
cise more tactical responsibili-
ty and freedom. At the point
of final assault, we trained our

fire team leaders to seize the
initiative and to make instant,
agpressive batlefield deci-
sions. Onece our Marines had
a chance to see the effective-
ness of battledrill in practice,
every Marine quickly bought
into the concept.

The most common criti-
cism we received about bat-
tledrill was the expectation
that if 27 relatively junior fire
team leaders were allowed to
make seemingly independent
decisions on their own, the
battlefield would quickly dis-
solve into absolute chaos. Bat-
tledrill simply acknowledges
the fact that at the point of fi-
nal assault, the battlefield is al-
ready in a state of chaos, and
the engagement is in the
hands of small unit leaders to
resolve. What ties the 27 indi-
vidual fire teams together is
the S-paragraph order, the mis-
sion, and the commander's in-
tent—that and practice, prac-
tice, practice,

I would like to offer an ad-
ditional training idea to be
used in conjunction with the
author’s buddy team concept—
hand-to-hand field exercises.
We would practice our bat-
tledrill tactics using the MILES
imultiple integrated laser en-
gagement system) on the live
fire and maneuver ranges.
However, when those assets
were not available, we would
use live, refereed hand-to-hand
engagements in our field train-
ing. Please see my article, “The
Warrior Spirit” (MCG, Feb95),
for suggested rales, safety con-
siderations, and benefits of live
hand-to-hand field exercises,

Carl Kusch

The Cultural Divide
[1 LCDR Tamera Swofford's
letter re “The Cultural Divide"
{MCG, Jul05) contains an im-
portant, if implicit, message
for those who would reinvent
Marines as “Renaissance
rangers,” and for those who
would base foreign adventures
on the assumed capabilities of
such a force. She relates that
she dedicated a year to study-
ing lslam, under expert tutors,
. to learn the cultural
considerations of interfacing
with . . . the approximately
L5 billion Muslims of the

Access to Gazette archives is now free to all MCA members!
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