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Research Questions
• The study was conducted to address the quantitative research 

question: To what extent does the DAU policy-based training 
enhance policy-compliant behavior of the DoD acquisition workforce 
personnel? 
– To find the answer to this question, two additional questions were 

posed: 
– What are the important predictors of learning new concepts and behaviors 

in DAU training?
– What are the important predictors of application of learned concepts from 

DAU training? 
– Application of learned concepts from DAU training in policy and best 

practices was the policy-compliant behavior change tested in this study



Problem
• Responsible for national security, the DoD requires transformative 

culture change in the acquisition of defense systems to adapt to 
environmental changes accelerated by globalization, technology, 
and fiscal instability
– Cost, schedule, and performance problems have persisted in defense 

acquisition programs despite repeated attempts at incremental 
acquisition reform

– Culture change in mature organizations like the DoD cannot be 
successfully implemented directly; however, behavior can be changed 
by leaders to drive culture change

– The purpose of this study was to investigate the relationship between 
mandated acquisition training and application of policy-compliant 
behavior



Theoretical Foundation
• Behavior-Before-Belief Model of Culture Change

– The importance of creating behavior change to launch culture change dictated 
the use of a behavior-before-belief model of culture change to guide the research 

– Adapted from Schein’s organizational culture and leadership theory and three-
stage model of learning/change 

– The expanded model added applying new behaviors to Schein’s model

Behavior-Before-Belief Model (adapted from Schein’s Model)

Stage 1 - Unfreezing the organization by creating the 
motivation to change; 
Stage 2 - Cognitive restructuring through learning new 
concepts, new meanings for old concepts, and new 
judgment standards
Stage 3 - Applying new behaviors learned to correct 
problems and produce better outcomes
Stage 4 - Refreezing, or internalizing the new 
concepts, meanings, and standards 

• The research was conducted in two parts focusing of Stages 2 and 3 of the 
expanded model

– Part 1 tested student learning of new concepts in DAU policy-based training 
courses and determined the predictors of learning

– Part 2 examined students’ on-the-job application of new behaviors learned 
following DAU policy training courses and determined the predictors of the 
students’ ability to apply the training

– The expanded four-stage culture change model drove the selection of the 
outcome variables, learning achieved and applied training 



Nature of the Study
• Ex post facto, cross-sectional and longitudinal research design
• Quantitative survey methodology 
• IBM SPSS Statistics 21 was used 
• The DAU secondary data provided the data required for data analysis

– Designed to generate results representative of and generalizable to the defense 
acquisition workforce population of approximately 150,000 military and civilian 
personnel

• Eligible study participants
– Defense acquisition workforce members who responded to DAU online 

postevent and follow-up surveys following training events during a 19-month 
period from 1 January 2014 and 31 July 2015

– All ~150,000 military and civilian acquisition personnel are required to attend 
DAU career-field specific certification training

• 334,000 DAU training events divided into 40 course type subgroups 
– To avoid bias inequality by ensuring internal homogeneity of subgroups
– Broken out by postevent or follow-up survey type and for the covariates, 

delivery type and functional topic 



Statistical Analysis
• Multiple Regression

– Determined the extent of the linear relationships between the predictor 
variables and the outcome variables, learning achieved and applied 
training

– The tabulated results reported included the standardized betas, their 
significance, the constant, and general statistics like R-squared (squared 
multiple correlation)

– Regression model was found to be unbiased so the findings can be 
generalized to the broader acquisition workforce population

– All multiple regression assumptions were met

• A probability sampling design ensured all units of the defense 
acquisition population had an equal probability of being included in 
the sample
– A stratified random sampling technique was used

• A priori power analysis conducted to determine appropriate minimum 
sample sizes. Sample sizes ranged from roughly 180 to 2150. 



Variables – Part 1
• For the learning achieved outcome, the potential predictors selected 

for multiple regression analysis were career benefit, worthwhile 
investment, exercises value, examples helped, instructor enthusiasm, 
application discussed, instructor knowledge, delivery method, and 
graphics meaningful
– The DAU postevent survey data files contain the seven independent 

(predictor) variables and the dependent (outcome) variable required to 
calculate the multiple regression

– The outcome, learning achieved, was operationalized by the statement “I 
learned new knowledge and skills” 

• The research hypotheses 1 - 9 posit that there is a significant positive 
correlation between the predictor and learning achieved and that 
learning achieved can be predicted from the predictor



Variables – Part 2
• For the applied training outcome, the potential predictors selected for 

multiple regression analysis were learning achieved, task 
applicability, resources provided, and manager involvement. 
– The DAU follow-up survey data files contained the four independent 

(predictor) variables and the dependent (outcome) variable required to 
calculate the multiple regression. 

– The outcome, applied training, was operationalized by the statement “I 
have been able to successfully apply the knowledge/skills learned in this 
class to my job” 

• The research hypotheses 10 - 13 posit that there is a significant 
positive correlation between the predictor and applied training and 
that applied training can be predicted from predictor



Findings – Part 1
• Results determined important predictors of the 

learning achieved outcome
– A strong causal relationship exists between the 

predictors, career benefit, worthwhile investment, 
and exercises value, and outcome, learning 
achieved

– Supports the importance of “having the right butts in seats” 
in DAU courses to increase learning

– Supports the value of exercises employing transformative, 
scenario-based, collaborative techniques

• Interaction of the other covariates were examined
– Greater in one covariate subgroup than another or 

disappeared altogether indicating a conditional 
relationship exists

– Conditional relationships were found to exist 
between the predictor variables examples helped, 
instructor enthusiasm, application discussed, 
instructor knowledge, delivery method, and
graphics meaningful and the outcome, learning 
achieved, dependent on course type



Findings – Part 2
• Concepts learned from DAU policy-based training are 

applied in the defense acquisition workplace
– The most important predictor of the applied training 

outcome was the learning achieved predictor
– Accounted for greater than 50% of the variability in the applied 

trainingoutcome for most courses
– Increasing learning achieved in DAU policy-based training 

increases application of the policy-compliant behavior 
learned in the defense acquisition workplace

• The task applicability variable was another highly 
significant predictor of applied training for all DAU 
courses

– Measured the percentage of total work time spent on tasks 
that required the knowledge/skills presented in the training

– Supports the importance of “having the right butts in 
seats” in DAU courses to increase policy-compliant 
behavior in the defense acquisition workplace 

• Conditional relationships exist between resources 
provided and manager involvement and the outcome, 
applied training, dependent on the type of course



Interpretation of Findings
• The findings are interpreted in the context of the behavior-before-belief model 

of culture change
– Stage 1 is unfreezing the organization by creating the motivation to change. The 

literature strongly supports that defense acquisition problems, fiscal crises, and 
complex, rapid environmental changes are driving the need for culture change in 
the defense acquisition workforce.

– Findings show that Stage 2, cognitive restructuring, occurred through acquisition 
personnel learning new concepts, new meanings for old concepts, and new 
judgment standards in DAU policy-based training courses 

– Predictors of learning achieved were identified
– Findings show that Stage 3, applying new behaviors, occurred through on-the-job 

application of new behaviors learned in DAU policy-based training courses to 
correct problems and produce better outcomes

– Predictors of training applied were identified
– If the new behaviors correct problems and produce better outcomes, then 

transformative culture change as described in Stage 4, refreezing, or internalizing 
the new concepts, meanings, and standards should occur 



Recommendations
• Enhance identified predictors to enhance learning achieved and 

application of new behaviors learned in the workplace

• Further investigation
– Examine how to further enhance the success of scenario-based, 

active learning by collaborative teams in residence courses and 
how to extend those techniques to online courses 

– To determine which acquisition personnel will experience the 
most benefit from which types of DAU training to ensure “the right 
butts in seats” 

– Establish what resources are needed to apply learned 
knowledge/skills

– Determine how best to help managers understand their role 
– Determine the utility of the behavior before belief model of culture 

change for other organizations



QUESTIONS?



BACKUP SLIDES



Null Hypothesis
Either that the correlation coefficient is equal to zero or 
that the slope weight is equal to zero, which means that 
there is not a correlation, or relationship, between…

Research Hypothesis
There is a significant positive correlation between…

Hypothesis 1 the predictor, career benefit, and the outcome, learning 
achieved

career benefit and learning achieved and that learning achieved
can be predicted from career benefit

Hypothesis 2 the predictor, worthwhile investment, and the outcome, 
learning achieved

worthwhile investment and learning achieved and that learning 
achieved can be predicted from worthwhile investment

Hypothesis 3 the predictor, exercises value, and the outcome, learning 
achieved.

exercises value and learning achieved and that learning achieved
can be predicted from exercises value

Hypothesis 4 the predictor, examples helped, and the outcome, 
learning achieved

examples helped and learning achieved and that learning 
achieved can be predicted from examples helped

Hypothesis 5 
(Instructor-Led 
Training [ILT] 
Only)

the predictor, instructor enthusiasm, and the outcome, 
learning achieved

instructor enthusiasm and learning achieved and that learning 
achieved can be predicted from instructor enthusiasm

Hypothesis 6 
(ILT Only)

the predictor, application discussed, and the outcome, 
learning achieved

application discussed and learning achieved and that learning 
achieved can be predicted from application discussed

Hypothesis 7 
(ILT Only)

the predictor, instructor knowledge, and the outcome, 
learning achieved

instructor knowledge and learning achieved and that learning 
achieved can be predicted from instructor knowledge

Hypothesis 8 
(Self-Paced 
Web [SPW] 
Only)

the predictor, delivery effective, and the outcome, 
learning achieved

delivery effective and learning achieved and that learning 
achieved can be predicted from delivery effective

Hypothesis 9 
(SPW Only)

the predictor, graphics meaningful, and the outcome, 
learning achieved

graphics meaningful and learning achieved and that learning 
achieved can be predicted from graphics meaningful

Hypothesis 10 the predictor, learning achieved, and the outcome, 
applied training

learning achieved and applied training and that applied training
can be predicted from learning achieved

Hypothesis 11 the predictor, task applicability, and the outcome, applied
training

task applicability and applied training and that applied training
can be predicted from task applicability

Hypothesis 12 the predictor, resources provided, and the outcome, 
applied training

resources provided and applied training and that applied 
training can be predicted from resources provided

Hypothesis 13 the predictor, manager involvement, and the outcome, 
applied training

manager involvement and applied training and that applied 
training can be predicted from manager involvement

Null and Research Hypothesis
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