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Flatland, Sydne R.  Evaluation of U.S. Army SHARP Training 

Abstract 

The Department of Defense (DoD), United States military, and Bravo Company specifically seek 

to reduce sexual harassment and assault in the military, with the ultimate end goal to eliminate 

these behaviors. All employees need to be educated and trained on identifying and reporting 

sexual harassment and sexual assault as well as bystander intervention, prevention work, and 

victim support. The DoD has continuously worked to cultivate a military culture that is free from 

sexual harassment and sexual assault. Sexual harassment and sexual assault can negatively affect 

victims physically, mentally, emotionally and socially. Articles and research studies were 

reviewed to further gather information on the effects that sexual harassment and assault can have 

on employees and methods that organizations use to increase knowledge and understanding. The 

study provided gives insight on the value of policy training within the work environment. 

Adequate resources, accessible assistance, and training programs are necessary to foster and 

maintain a cohesive work environment and to support victims of sexual harassment and sexual 

assault.  
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Chapter I: Introduction 

Bravo Company 337th Military Intelligence Battalion is an organization that falls under 

the Military Intelligence Readiness Command (MIRC) in the United States Army Reserves 

(USAR). The USAR is a military department within the United States Department of Defense 

(DoD). The MIRC plays an essential role in maintaining domestic and global security operations 

(MIRC, 2018).  The mission of the MIRC is to conduct intelligence operations including signal, 

strategic, human, technological, and counterintelligence.  The MIRC strives to cultivate trained 

and equipped soldiers to provide operational intelligence support to nearly every national 

intelligence agency as well as combat commands (MIRC, 2018). 

Although Bravo Company’s primary role is to provide intelligence and operational 

support, all personnel are expected to work with integrity, professionalism and respect, 

regardless of the task at hand.  Bravo Company employees need to be educated and trained on 

identifying and reporting sexual harassment and sexual assault as well as bystander intervention, 

prevention work, and victim support. However, sexual harassment and assault continues to occur 

and negatively impacting combat readiness, the health of the force, and personnel strength. These 

actions also negatively affect unit morale and culture. 

The DoD specifically encourages greater reporting of sexual assault by service members 

and reducing the occurrence of sexual assault within the military population (DoD, 2018).  The 

military services received 6,769 reports of sexual assault involving service members as either 

victims or subjects of criminal investigations throughout fiscal year 2017, nearly a 10% increase 

from the reports made in 2016. (DoD, 2018).  The increase in reporting signifies an increase in 

Sexual Harassment/Assault Response Program (SHARP) training effectiveness.   
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SHARP annual unit refresher training is a requirement for all members of the USAR. 

There is a one-hour, face-to-face lecture delivered to USAR members annually. In addition, a 

portion of the training is delivered online as a self-study module and consists of interactive 

training modules, followed by a 15-question exam. Employees need to score an 80% on the 

exam to meet organizational requirements and adhere to policy expectations.  However, online 

training courses are often skimmed through which hinders an employee’s ability to retain 

information.  

Statement of the Problem 

The Army first implemented SHARP training in 2006 by requiring annual unit training. 

Unit leaders conduct training with the assistance of a credentialed SHARP professional. 

Although SHARP training compiles with the Core Competencies and Learning Objectives 

developed by the DoD, there has been no evaluation of the training within the 337th Military 

Intelligence Battalion. The 337th Military Intelligence Battalion was initiated in 2015.   

Purpose of the Study 

The purpose of this study is to assess the employee SHARP training and determine 

program effectiveness, using the 337th Military Intelligence Battalion. 

There are three objectives of this study. 

1. This study will measure employees’ ability to identify and describe sexual harassment 

and assault, along with examples of each upon completion of the training.  

2. This study will measure the employees’ ability to identify and describe the two 

different types of reporting upon completion of the training. 

3. This study will determine the employees’ ability to discuss bystander intervention and 

techniques as a form of prevention upon completion of the training.  
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Assumptions of the Study 

 This study has various aspects that are assumed to be true.  

1) The participants of the study will answer survey questions honestly. 

2) The participants have all the same or similar experience of the study. 

3) Participants have a sincere interest in participating in the research and do not have 

any other motives.  

Definition of Terms 

Several key terms are defined for clarification and understanding in relation to sexual 

harassment and assault training within the United States Army. 

Combat readiness. Combat readiness is based on manning, training, equipping, and 

leader development within an organization.  Combat readiness is defined by the organization’s 

ability to defeat, deny, or deter threats and meet operational requirements (Army, 2016).  

Department of Defense (DoD). The Department of Defense provides the military forces 

needed to deter war and ensure the United States of America’s security (USDOD, 2019).  

Equal Employment Opportunity Commission (EEOC). The United States Equal 

Opportunity Commission is responsible for enforcing federal laws that make it illegal to 

discriminate against a job applicant or an employee because of the person’s race, color, religion, 

sex (including pregnancy, gender identity, and sexual orientation), national origin, age (40 and 

older), disability or genetic information (EEOC, 2018).  

Military Intelligence Readiness Command (MIRC). The MIRC plays an essential role 

in maintaining domestic and global security operations (MIRC, 2018).   

Post-Traumatic Stress Disorder (PTSD). Post-traumatic stress disorder is a mental 

health condition that is triggered by a terrifying event – either experiencing it or witnessing it. 
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Symptoms may include flashbacks, nightmares, severe anxiety, and uncontrollable thoughts 

about the event (Mayo Clinic, 2018).  

Quid pro quo. Quid pro quo means “this for that.” In this context, it involves expressed 

or implied demands for sexual favors in exchange for some benefit (e.g., a promotion, pay raise) 

or to avoid some detriment (e.g., termination, demotion) (SHRM, 2018).  

Sexual assault. Sexual assault is intentional sexual contact characterized using force, 

threats, intimidation, or abuse of authority or when the victim does not or cannot consent 

(SHARP, 2018).   

Sexual harassment. Unwelcome sexual advances, requests for sexual favors, and other 

verbal or physical conduct of a sexual nature constitutes sexual harassment when submission to 

or rejection of this conduct explicitly or implicitly with an individual’s work performance or 

creates an intimidating, hostile or offensive work environment (EEOC, 2015).  

United States Army Reserves (USAR). the Army Reserve has fielded a broad array of 

capabilities, often by leveraging civilian-acquired skills as Citizen Soldiers (USAR, 2018).  

Limitations of the Study  

Overall, there are some limitations in this study. One includes the geographic location 

and diversity of the populations studied within each research sample. The generalizability of the 

findings in the research may not be relevant for soldiers across the country. The population 

sample included soldiers primarily from an intelligence-related field within the U.S. Army. 

1) Analyzing the 337th Military Intelligence Battalion restricts the study to three 

organizations within the Mid-West geographic region consisting of Minneapolis, 

Milwaukee, and Chicago and does not represent the USAR as a whole.  
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2) The information gathered cannot be used for generalizability as the sample size of 48 

personnel is not an accurate representation of the USAR.  

3) The sample profile mostly consists of intelligence professionals and does not 

represent the USAR as a whole. 

Methodology 

The methods that will be used in this study will measure cognitive and skills learning as 

well as trainee satisfaction with the program utilizing a pre and post-training survey. 

Effectiveness will be measured using Phillips Return on Investment (ROI) and data will be 

collected and analyzed. 

Summary 

Chapter I provided an overview of the organization, purpose of the research study, 

limitations, and methodology that will be used to determine program effectiveness of the SHARP 

program. Sexual harassment and assault prevention and response is extremely important in 

workplace settings and improving training programs will likely enhance organizational 

environment and culture. Chapter II provides a review of literature based on the effects of sexual 

harassment and assault including statistics and data within the workplace, prevention programs 

and best practice, as well as methods to evaluate training.  
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Chapter II: Literature Review 

The purpose of this review was threefold: 1) to look at the effects that sexual harassment 

and assault can have within the workplace, 2) to provide insight into current training programs 

taking place in corporate and organizational settings regarding prevention and bystander 

intervention, and, 3) to provide beneficial information regarding different methods to evaluate 

training programs. The literature consisted of peer reviewed literature conducted within the last 

ten years.  

Effects of Sexual Harassment and Sexual Assault  

The United States Army has defined sexual assault as intentional sexual contact 

characterized by the use of force, threats, intimidation, or abuse of authority or when the victim 

does not or cannot consent. The term included a broad category of sexual offenses consisting of 

the following: rape, sexual assault, aggravated sexual contact, abusive sexual contact, forcible 

sodomy (forced oral or anal sex), or attempts to commit these offenses (SHARP, 2018).  

According to SHARP (2018), the United States Army defined sexual harassment as any 

of the following:  

I. Conduct that— 

a. Involves unwelcome sexual advances, requests for sexual favors, and 

deliberate or repeated offensive comments or gestures of a sexual nature 

when— 

i. submission to such conduct is made either explicitly or implicitly a 

term or condition of a person’s job, pay or career; 

ii. submission to or rejection of such conduct by a person is used as a 

basis for career or employment decisions affecting that person; or 
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iii. such conduct has the purpose or effect of unreasonably interfering with 

an individual’s work performance or creates an intimidating, hostile or 

offensive working environment; and 

b. is so severe or pervasive that a reasonable person would perceive, and the 

victim does perceive, the environment as hostile or offensive. 

I. Any use or condonation, by any person in a supervisory or command position, of 

any form of sexual behavior to control, influence or affect the career, pay or job 

of a member of the armed forces or a civilian employee of the DoD. 

II. Any deliberate or repeated unwelcome verbal comment or gesture of a sexual 

nature by any member of the armed forces or Civilian employee of the DoD 

(SHARP, 2018, “Sexual Assault,” para 1). 

A hostile work environment occurred when the perpetrator created an intimidating or 

frightening atmosphere for the victim. Oftentimes, this consisted of quid pro quo. Quid pro quo 

is a Latin phrase that has been translated to, “this for that (SHARP, 2018).” In relation to sexual 

harassment or assault, quid pro quo was correlated with providing various opportunities or 

repercussions based on an employee’s willingness to perform sexual demands. This included but 

was not limited to the hiring, firing, and promoting of the victim.  

In 2018, over 7,000 sexual harassment claims were filed with the Equal Employment 

Opportunity Commission costing employers over 56 million dollars in monetary payouts (EEOC, 

2018). This does not include additional money won by claimants in litigation, attorneys’ fees, 

internal investigation costs, or lost productivity costs. Therefore, the actual cost of sexual 

harassment to employers was substantially higher. U.S. employers spend over an estimated 10 

billion dollars annually on sexual harassment training (Goldberg, 2011). 



14 
 

Sexual harassment within the workplace was correlated with a plethora of negative 

outcomes. Examples included an increase in on-the-job stress, decreased job satisfaction, loss of 

motivation for work, and a loss of commitment to work (Coster, Estes, Mueller, 2001).  Sexual 

harassment was not only related to job dissatisfaction, but also intention to quit.  If training was 

effective, organizations avoided loss in productivity, absence, employee turnover, and litigation 

costs (Roehling & Huang, 2018). 

The reporting of sexual harassment or assault, and lack-there-of, has been a contributing 

factor associated with increased job stress. Research conducted by SHRM found that less than 

one quarter of employees who experienced sexual harassment reported it (SHRM, 2018). The 

#MeToo movement was established in 2017 and provided support for survivors with a goal to 

end sexual violence. According to research conducted by SHRM in 2017 and 2018, the number 

of sexual harassment allegations increased, supporting the impact that the #MeToo movement 

has created within the workplace (Nagele-Piazza, 2019). 

Research has shown that many working women will experience sexual harassment at 

some point in their careers. Researchers conducted interviews and utilized data from a survey 

that was taken from the Youth Development Study to examine the effects of sexual harassment. 

The study concluded that sexual harassment has an impact on and can increase financial stress, 

most commonly as the result of leaving or changing jobs. The study showed that sexual 

harassment can also significantly impact whether a woman will attain her career goals, and 

hinders motivation and success (McLaughlin, Uggen, & Blackstone, 2017).  

Sexual harassment in the workplace lowers job satisfaction and productivity and 

increases employee turnover rates. Although workplace policies, training, and complaint 

processes are implemented to prohibit sexual harassment and protect victims from retaliation, 
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workplace sexual harassment remains underreported (Hersch, 2015). Studies show that sexual 

harassment is difficult to define, measure, and monitor. International survey data indicates that 

women are more likely to be victims of sexual harassment than men. The risk of sexual 

harassment is higher among women who work in male dominant work environments. However, 

the risk for men does not change with gender composition (Hersch, 2011). In addition, in relation 

to the perpetrator, victims tend to be younger and hold a lower position within the workplace 

(Pina, Gannon, & Saunders, 2009). Organizational structures with large power differentials often 

have a higher rate of sexual harassment. Research indicates that perpetrators often hold the same 

or higher positions within the organization than their victims. According to the EEOC, women 

and men are at the highest risk of experiencing sexual harassment or assault between the ages of 

25 and 44 (EEOC, 2018).  

Researcher James Griffith (2019) conducted research regarding sexual harassment and its 

relationship with suicidal behaviors, specifically within the United States military. The 

researchers analyzed data from a survey that had 12, 567 participants in 180 different company-

sized units. At the individual level, sexual harassment was associated with a fivefold increase for 

risk of suicide. The survey also revealed that soldiers who felt as though they could trust their 

leaders had a decreased suicide risk by approximately one-third. At the group level, companies 

with higher levels of sexual harassment also had soldiers three times more at risk for suicide.  

Best Practices for Sexual Harassment Training 

Sexual harassment has been an ongoing problem that can occur within any workplace, 

business or organization. A common component of prevention programs has been training, 

particularly for employees in positions of authority or leadership. There were several ways in 

which Untied States law has encouraged or effectively mandated sexual harassment training. 
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These included Title VII of the Civil Rights Act, EEOC guidelines that explicitly called for 

training, and numerous state legislatures that have mandated sexual harassment training 

(Buckner, Hindman, Huelsman, & Bergman, 2014). Johnny C. Taylor, JR., SHRM-SCP, 

president and chief executive officer of the Society for Human Resource Management said, “To 

sustain a harassment-free culture, policies need to be continually reinforced by leaders and 

managers and be part of everyday discussions. If it’s not part of your culture to be talking about 

this, then it is going to be harder to curb inappropriate behaviors (SHRM, 2018).” Sexual 

harassment and sexual assault prevention have been a long-time priority among organizations 

and industries.  

Researchers Pilgram and Keyton (2009) evaluated a commercially produced online 

sexual harassment training program used in educational settings. The authors evaluated online, 

lecture, and material delivery and the effects on knowledge and behavior for college students. 

Differing scores on the training post-test were not productive in changing conditions (Pilgram & 

Keyton, 2009). The authors’ study consisted of 323 participants who had sexual harassment 

training delivered in three methods: online, face-to-face, and an informational pamphlet. The 

results of the study showed that post-test scores were higher in the face-to-face and reading 

control groups than with the group that completed the training online. The participants in the 

face-to-face condition correctly identified more non-verbal sexual harassment cues than the 

participants who had online and reading content. The results of this study show that individuals 

learn differently, and it is essential to implement various learning styles into training in order for 

employees to retain and properly process information provided.  

Preusser, Lynn, and Nordstrom (2011) conducted research regarding computer-based 

training versus traditional face-to-face instruction. They conducted a study with 70 public 
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university employees. The researchers used pre and post-tests to compare and evaluate the results 

of the sexual harassment training. The training was delivered using two conditions. The first 

consisted of a two-hour online training module with two quiz questions per section. The second 

condition was a two-hour classroom training consisting of a lecture. Computer-based training 

had many advantages to include self-paced instruction, uniform content, and long-run cost 

efficiency along with several disadvantages to include noncompletion rates and computer 

availability. Researchers compared computer-based sexual harassment training with traditional 

instructor-led training. Their findings concluded that regardless of the method of delivery, sexual 

harassment training increased knowledge and skill outcomes among university employees that 

participated in training sessions. Participant reactions to both methods of training were positive 

in both conditions (Preusser, Lynn, & Nordstrom, 2011).  

Perry, Kulik, Bustamante, and Golom (2010), studied best training practices and the 

frequency of sexual harassment complaints. One of the best training practices, post-training 

activities, was significantly and negatively related to the frequency of sexual harassment 

complaints. Hands on activities, observation, and role-playing increased learner understanding 

and knowledge retention. Being hands on was important for learners because such activities 

allowed the individual to engage in kinesthetic learning.  

The EEOC has suggested that employers replace training programs and seminars with 

face-to-face interactions among employees and leadership that reflect organizational values, 

mission, and vision (2016). The EEOC proposed that by deterring from cognitive-based content 

to methods that increase social skills could improve the workplace environment. These social 

skills included empathy, teamwork and conflict management. Employee engagement among all 

positions fostered an environment that had higher employee satisfaction, productivity, 
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innovation, and retention. Communication was a foundation of an inclusive work culture. 

Research showed that learning exercises that were focused on communication, active listening, 

acknowledgement and constructive feedback inhibited coworkers and supervisors to better 

appreciate each other (Buckner, Hindman, & Huelsman, 2014). Employees who upheld 

organizational values, mission, and vision were more likely to advocate for a safe, positive, and 

inclusive work environment that did not tolerate sexual harassment or sexual assault.  

Organizations that had inadequate policies and leadership and managers that hosted a 

relaxed enforcement of sexual harassment and sexual assault policies facilitated a toxic 

workplace culture. Research conducted by McCann (2018) showed that workplace harassment 

prevention trainings tended to narrowly educate employees about business policies and 

procedures. Policies that were written but not enforced were simply symbolic compliance and 

unlikely to minimalize sexual harassment or assault. 

Griffith (2019) described a hostile work environment as fondling, suggestive remarks, 

sexually suggestive photographs displayed in the workplace, use of sexual language or jokes. A 

trusted leader was one who inspired, pulled people together to collectively achieve, and acted 

selflessly. A hostile work environment and perceptions of trusted leaders are company-level 

factors associated with suicide risk that are essential for organizations to analyze and practices 

should be developed and implemented if either are at risk. Best-practices included the training of 

soldiers and leaders to recognize sexually inappropriate behaviors, to recognize potential 

behaviors in oneself and unit members and reduce their expression, and to be aware of 

procedures to address sexual harassment (Griffith, 2019). 

Bystander intervention was imperative to limit and help prevent sexual harassment and 

sexual assault within the workplace. Oftentimes, the victim was unable to protect themselves 
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from a perpetrator by themselves. Bystanders had the ability to take responsibility and action to 

intervene in the situation to inhibit it from escalating. Bystanders were able to interfere directly 

or indirectly; distract either the victim or the perpetrator, get assistance from others, and/or check 

in with the victim after the event occurred.  Researchers emphasized that when organizational 

tolerance for sexual harassment was high, policies and procedures conveyed implicit acceptance 

of sexually harassing behaviors (Medeiros & Griffith, 2019).  

An approach that has been successful to combating the ongoing issue of sexual 

harassment within the workplace is encouraging bystanders to intervene. Bystander interventions 

focused on individuals who witnessed or were told about harassment or assault can intervene to 

prevent and decrease the harm to the victim. Bystanders within the workplace have assisted with 

fighting sexual harassment in the workplace in several ways; influencing whether or not the 

victim made an informal or formal complaint, initiated organizational response, intervened 

during the incident, or confronted the harasser (McDonald, Charlesworth, & Graham, 2016). The 

researchers described bystander action and inaction in several ways. Bystanders had low 

involvement when they sympathized with the victim, acknowledged the behavior as sexual 

harassment, and offered advise on how to cope. Bystanders had high involvement when they 

report on behalf of the victim, directly confront the harasser, and accompany the victim in 

making a complaint. In addition, bystanders were not involved when they minimized the 

harassing behaviors as simply being a part of the harasser’s normal behavior, remained silent 

during a sexual harassment event, and withdrew support or witness statement on behalf of the 

victim. Research showed that women were more likely to be bystanders than men. McDonald, 

Charlesworth, and Graham’s (2016) study concluded that peer coworkers, bystanders to the 
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junior harasser, and individuals outside of the organization were more likely to intervene than 

peers or those senior to the harasser.  

Evaluation of Training and Methods  

There have been many benefits of training evaluation. This included but was not limited 

to the need to justify budgets, improve program design, identify and improve a dysfunctional 

process, enhance learning transfer, and to eliminate unnecessary or ineffective programs. A 

comprehensive evaluation system provided information to improve the overall design of a 

program, including the areas of learning design, content, delivery method, duration, timing, 

focus, and expectations. These processes required change to improve the transfer of learning and 

results within the workplace (Phillips & Phillips, 2016; Steele et al., 2016).  

The authors’ research showed that 60% to 90% of job-related skills and knowledge 

acquired in a program were not implemented on the job. A comprehensive evaluation system 

identified specific barriers to implementing learning (Phillips & Phillips, 2016). Understanding 

barriers to learning allowed employers to adjust training programs to become more effective and 

have a greater impact on employee learning.  

The research by Petty and Thomas (2014) concluded that adult learners faced many 

barriers to learning. Many adult learners faced institutional barriers including the educational 

level that was being taught, location, attendance, and possibly re-entry policies of training and 

educational programs (Petty & Thomas, 2014). Adults also dealt with barriers such as attitudes, 

self-efficacy, resilience, and attribution of failure. Instructors played a significant factor in leaner 

retention. In addition to course content and delivery, they were responsible for motivating 

participants (Petty & Thomas, 2014). 



21 
 

Intangible benefits of training programs included increased job satisfaction, reduced 

stress, reduced complaints, improved teamwork, and increased employee engagement. Hard data 

such as output, quality, cost, and time were also primary measures (Williams, 2014; Phillips & 

Phillips, 2016). During data analysis, the data was converted to monetary values to calculate a 

return on investment (ROI). Understanding the ROI assisted the organization in calculating the 

benefits and costs of a training program as well as planning a budget.  

Statistical analysis allowed the researchers to evaluate a confidence level placed on 

conclusions about differences in groups of data. Normally, conclusions have been based on a 95 

percent confidence level (Phillips & Phillips, 2016). There were a variety of statistical measures 

available for analysis. Measures of central tendency, including the mean, median, and mode, 

were used to measure interval and ratio data. Dispersion, the degree to which data varied from 

the average, was measured using range, variance, and standard deviation. Lastly, measuring a 

correlation was necessary to evaluate if a relationship existed between two or more sets of data 

(Phillips & Phillips, 2016). This was applicable while evaluating training programs within an 

organization because researchers compared before and after test or performance results. 

Summary 

Chapter I described the concepts of sexual harassment and sexual assault within the 

workplace and stereotypes around victims which increased the likelihood of physical, mental, 

and social issues for victims.  In Chapter II, the literature has recognized that although 

organizations have come a long way with implementing policies and fostering an environment 

that discourages sexual harassment and assault, there is room for improvement in order to 

eradicate workplace violence. Chapter III highlighted the methodology used in a research study 

examining SHARP training at the 337 Military Intelligence Battalion. 
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Chapter III: Methodology 

 A pre and post-training survey was be used to evaluate the Army’s SHARP training 

program at 337 Military Intelligence Battalion. Data evaluation was used to determine program 

effectiveness and assess the value of the online and face-to-face delivery. Permission to conduct 

research from the Training Coordinator within the 337 Military Intelligence Battalion was also 

obtained. The memorandum granting permission can be found in Appendix A. The invitation to 

conduct the study is available in Appendix B. 

Subject Selection and Description 

 The intended participant pool consisted of both males and females, of various races but 

predominately Caucasian, between the ages of 18 and 60 years old. The sample size consisted of 

40 personnel. The participants were all United States Army employees. The participants had a 

generally normal state of mental and physical health.  There were no specific populations 

excluded from this study. Participation was strictly voluntary.  

Data Collection Procedure 

Recruitment was done by engaging internal employees from within the organization and 

determining willingness to participate in the project. Participation was voluntary as the 

individual has the right to decline or discontinue participation with no adverse consequences. 

The recruitment message is available in Appendix C.  

Participants were given implied consent through email along with the recruitment 

message.  Implied consent was provided to participants before the electronic survey. Subjects 

consented to the research by clicking “Continue” when they wished to participate. The implied 

consent process is available in Appendix D. 
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The research utilized both the quantitative and qualitive research methodology. The 

instruments used to collect the data were a pre and post-training survey will be distributed using 

Qualtrics to approximately 60 people. An email was sent out to the participants with the 

recruitment message, survey descriptions and link. A follow up email was sent out after seven 

days.  The pre-training survey can be found in Appendix E. A post-training survey was delivered 

after annual company SHARP training. The post-training survey is found in Appendix F. 

Data Analysis   

Data was triangulated through a pre and post-training survey. Data was used to analyze 

frequencies, patterns and themes within the surveys. Data was compared against organizational 

goals (example: 75% of participants will score an 80% or higher). The range, average, standard 

deviation, median, and mode was analyzed to determine training effectiveness.  

Phillips Return on Investment methodology was used to generate a balanced set of data to 

determine the impact of training and return on investment. Return on investment was evaluated 

by considering program development and delivery, and labor costs of time for learners to 

complete the training.  

Limitations of the Study  

The geographic location, diversity and quantity of the employees studied within each 

research sample present limitations. The generalizability of the findings in the research may not 

be applicable to all soldiers in the U.S. Army. 

1) Analyzing the 337 Military Intelligence Battalion restricts the study to three 

organizations within the Mid-West geographic region consisting of Minneapolis, 

Milwaukee, and Chicago and does not represent the USAR.  
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2) The information gathered cannot be used for generalizability as the sample size of 48 

personnel is not an accurate representation of the USAR.  

3) The sample profile mostly consists of intelligence professionals and does not 

represent the USAR as a whole. 

Summary 

 Chapter III discussed the methodology that has been developed. Phillips ROI was used to 

evaluate and measure the effectiveness of the online SHARP program within the organization. 

The procedure, participants, and supporting appendixes outlined the specifics on how the study 

was conducted. The pre and post-training survey questions are used to triangulate data and assure 

the validity of the research. The goal of Chapter IV is to provide the study results and 

demonstrate the methodology outlined in Chapter III. 
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Chapter IV: Results 

Unit leaders throughout the United States Army conduct annual SHARP training with the 

assistance of a credentialed SHARP professional. Although SHARP training complies with the 

Core Competencies and Learning Objectives developed by the DoD, there was been no 

evaluation of the training within the 337th Military Intelligence Battalion. Data evaluation was 

used to determine program effectiveness and assess the value of the online and face-to-face 

delivery, concluding the effectiveness of the training program and the mastery of learning 

objectives. Data was collected and analyzed from Saturday, December 14th through Friday, 

December 20th. On the weekend of December 14th and 15th soldiers reported to Fort Snelling for 

Battle Assembly, a one weekend a month obligation. The pre-training and post-training surveys 

were disseminated on the morning of December 14th through email, along with an invitation to 

study. The pre-training SHARP survey was open Saturday, December 14th and closed at noon on 

December 15th. The SHARP training took place in the afternoon of Sunday, December 15th. The 

post-training survey was available after soldiers left Battle Assembly on December 15th and 

closed on Friday, December 20th. A secondary email was sent out to soldiers reminding 

employees of the post-training survey on the evening of Wednesday, December 18th. 

Demographics 

After completing a computer-based training module for SHARP, employees participated 

in a one-hour training session to enhance knowledge and understanding of SHARP.  The trainees 

met in a traditional classroom setting located in the training lab in building number 522 at Fort 

Snelling, Minnesota.  The training session was presented to 48 soldiers, who are organization 

employees. The participant pool consisted of most males and females, of various races but 

predominately Caucasian, between the ages of 18 and 40 years old. The participants’ general 
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state of mental and physical health were normal. The demographics of the participants in this 

study are represented in Tables 1-6.  

Participants were asked to answer the question, “What is your gender?’ The answers to 

the question are annotated in the table below. 

Table 1 

Demographics: What is Your Gender? 

Response Frequency Percentage 

Female 20 48% 

Male 22 52% 

Total 42 100% 

Out of the 42 participants that participated in the survyes, 20 were female and 22 were 

male. Approximately 48% of the participants were female, and 52% were male. The organization 

is divided almost evenly.  

Participants were asked to answer the question, “Where is your region of residence?” The 

answers to the question are annotated in the table below. 

Table 2 

Demographics: Where is Your Region of Residence? 

Response Frequency Percentage 

Midwest 36 86% 

Northeast 5 12% 

South 1 2% 

West 0 0% 

Total 42 100% 

Participants were provided with the options of: Midwest, Northeast, West, and South 

when asnwering the question, “Where is your region of residence?” None of the participants 
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reside in the West. Approximately 86% of participants reside in the Midwest region of the 

United States.  

Participants were asked to answer the question, ‘What is your age?” The answers to the 

question are annotated in the table below. 

Table 3 

Demographics: What is Your Age? 

Response Frequency Percentage 

17-21 6 14% 

22-26 20 48% 

27-31 12 28% 

32-36 2 5% 

37-41 2 5% 

Total 42 100% 

When asked the question, “What is your age?” participants were provided with the 

following options: 17-21, 22-26, 27-31, 32-36, 37-41, and 41 years of age and older. However, 

no participants are over the age of 41. Approximately 90% of participants are between the ages 

of 17-31.  

Participants were asked to answer the question, “What is your ethnicity?” The answers to 

the question are annotated in the table below. 
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Table 4 

Demographics: What is Your Ethnicity? 

Response Frequency Percentage 

Asian 4 10% 

Black or African American 1 2% 

Hispanic, Latino or Spanish 2 5% 

White 35 83% 

Total 42 100% 

Participants were able to select their ethnicity from the following options: White, Black 

or African American, American Indian or Alaskan Native, Native Hawaiian or Pacific Islander, 

Asian and Hispanic, Latino or Spanish. None of the participants were American Indian, Alaskan 

Native, Native Hawaiian or Pacific Islander. Approximately 83% of participants were white.   

Participants were asked the question, “What is your rank?” The answers to the question 

are annotated in the table below. 

Table 5 

Demographics: What is Your Rank? 

Response Frequency Percentage 

E1-E3 6 14% 

E4-E6 30 72% 

E7-E9 3 7% 

O1-O3 3 7% 

Total 42 100% 

Participants were able to chose their rank from the following options: E1-E3, E4-E6, E7-

E9, W1-W3, W4-W5, O1-O3, O4-O6 and O7 or above. Approximately 71% of the participants 

hold the rank of E4, E5, or E6. There were no warrant officers that participated in the training.  
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There were no commissioned officers that hold the rank above O3 that participated in the 

SHARP training.  

Participants were asked the question, “How long have you been in the 337th Military 

Intelligence Battalion?” The answers to the question are annotated in the table below. 

Table 6 

Demographics: How Long Have You Been in the 337th Military Intelligence Battalion? 

Response Frequency Percentage 

10 years or more 1 2% 

1-3 years 16 38% 

4-6 years 18 43% 

7-9 years 7 17% 

Total 42 100% 

Approximately 34 out of the 42 participants have been in the 337th Military Intelligence 

Battalion between 1-6 years (approximately 81%). Approximately 16 percent of participants 

have been employed with the 337th Military Intelligence Battalion for 7-9 years. Only one 

participant has been with the organization for 10 years or longer.   

Quantitative Item Analysis 

A specific training goal was defined: 1) more than 75% of the trainees would demonstrate 

mastery and/or understanding of SHARP by scoring 80% or higher on the post-training test 

consisting of 10 questions. Prior to the training date, participants were given a 10-question pre-

test on the content to be covered during the training session. Data annotating the answers 

participants chose on the pre-training questionnaire is represented in Tables 7-16. 

Pre-training survey results. Question one of the pre-training test identified the purpose 

of the Army SHARP program. The responses are annotated in the table below.  
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Table 7 

Pre-test: What is the Purpose of the Army SHARP Program? 

Response Frequency Percentage 

To allow victims to come forward and file a report 2 5% 

To inform soldiers of sexual harassment and assault so they 

know how to identify occurrences when they see them 

5 12% 

To reinforce the Army’s commitment to eliminate incidents 

of sexual assault through a comprehensive policy that centers 

on awareness and prevention, victim advocacy, response and 

reporting 

35 83% 

Total 42 100% 

The correct answer for the question, “What is the purpose of the Army SHARP 

program?” is “To reinforce the Army’s commitment to eliminate incidents of sexual assault 

through a comprehensive policy that centers on awareness and prevention, victim advocacy, 

response and reporting.” Out of the 42 participants in the survey, 35 chose the correct answer. 

Approximately 83% of participants understood the purpose of the SHARP program.  

Question two of the pre-training test addressed actions that the United States Army 

defines as sexual assault. The responses are annotated in the table below.  
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Table 8 

Pre-test: Sexual Assault Includes What Acts: 

Response Frequency Percentage 

Rape, non-consensual sodomy (anal sex), unwanted sexual 

contact or fondling 

13 31% 

Rape, non-consensual sodomy (oral or anal sex) 1 2% 

Rape, non-consensual sodomy (oral or anal sex), unwanted 

sexual contact or fondling, attempts to commit these acts 

27 65% 

 1 2% 

Total 42 100% 

 
One participant did not answer this question and left it blank. The correct answer for the 

question, “Sexual assault includes what acts:” is “Rape, non-consensual sodomy (oral or anal 

sex), unwanted sexual contact or fondling, attempts to commit these acts.” Out of the 42 

participants, 27 chose the correct answer. Approximately 65% of participants can correctly 

identify actions that are defined as sexual assault. Approximately 30% of participants that 

identified actions that were defined as sexual assault, did not include attempts to commit the 

actions in their answer.  

Question three of the pre-training test was a true false question, identifying whether a 

victim can change a restricted report to unrestricted at any time. 

Table 9 

Pre-test: A Victim Can Change a Restricted Report to Unrestricted at Any Time 

Response Frequency Percentage 

True 19 45% 

False 13 55% 

Total 42 100% 
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The statement, “A victim can change a restricted report to unrestricted at any time,” is 

true. Out of the 42 participants, 23 chose the correct answer. Approximately 55% of participants 

understand the policy regarding changing a restricted report to unrestricted.  

Question four of the pre-training test allowed participants to select multiple answers. This 

question identified which personnel that victims of sexual assault can make a restricted report to. 

The responses are annotated in the table below.  

Table 10 

Pre-test: A Victim of Sexual Assault Can Make a Restricted Report To: 

Response Frequency Percentage 

A healthcare provider 1 2% 

A healthcare provider, chaplain, Sexual Assault and Response 

Coordinator 6 

 

14% 

A healthcare provider, chaplain, Sexual Assault and Response 

Coordinator, chain of command 6 

 

14% 

A healthcare provider, Sexual Assault and Response 

Coordinator 8 

 

19% 

A healthcare provider, Sexual Assault and Response 

Coordinator, chain of command 4 

 

10% 

Chaplain 1 2% 

Chaplain, Sexual Assault and Response Coordinator 8 19% 

Chaplain, Sexual Assault and Response Coordinator, chain of 

command 5 

 

13% 

Sexual Assault and Response Coordinator 2 5% 

Sexual Assault and Response Coordinator, chain of command 1 2% 

Total 42 100% 

 Victims of sexual assault can make a restricted report to a healthcare provider and a 

Sexual Assault and Response Coordinator. Out of the 42 participants, 8 chose the correct answer, 
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which is approximately 19%. However, 25 participants selected a healthcare provider as part of 

their response and 40 selected a Sexual Assault and Response Coordinator. 

Question five of the pre-training test allowed participants to select multiple answers. This 

question identified which personnel that victims of sexual assault can make an unrestricted report 

to. The responses are annotated in the table below.  

Table 11 

Pre-test: A Victim of Sexual Assault can Make an Unrestricted Report to:  

Response Frequency Percentage 

Chain of command 1 2% 

Chain of command, family advocacy program, equal 

opportunity advisor 1 

 

2% 

Law enforcement 1 2% 

Law enforcement, chain of command 8 19% 

Law enforcement, chain of command, family advocacy 

program 1 

 

2% 

Law enforcement, chain of command, legal services 2 5% 

Law enforcement, chain of command, legal services, equal 

opportunity advisor 1 

 

2% 

Law enforcement, chain of command, legal services, family 

advocacy program, equal opportunity advisor 24 

 

57% 

Law enforcement, legal services, equal opportunity advisor 1 2% 

Law enforcement, legal services, family advocacy program 1 2% 

Legal services, family advocacy program, equal opportunity 

advisor 1 

 

2% 

Total  42 100% 

 
Victims of sexual assault can make an unrestricted report to a law enforcement, their 

chain of command, legal services, the family advocacy program, and an equal opportunity 
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provider. Out of the 42 participants, 24 chose the correct answer. Approximately 57% of 

participants identified the appreciate audience for filing an unrestricted report.  

Question six of the pre-training test allowed participants to select multiple answers. This 

question identified characteristics of bystander intervention. The responses are annotated in the 

table below.  

Table 12 

Pre-test: Characteristics of Bystander Intervention Include: 

Response Frequency Percentage 

Direct or indirect interference between the victim and 

offender 3 

 

7% 

Direct or indirect interference between the victim and 

offender, gathering the victims personal identifying 

information, getting the victim out of the situation, active 

listening, provide the victim with appropriate options 

(hospital, emergency contact, police, etc.) 14 

 

 

 

 

33% 

Direct or indirect interference between the victim and 

offender, gathering the victims personal identifying 

information, provide the victim with appropriate options 

(hospital, emergency contact, police, etc.) 1 

 

 

 

2% 

Direct or indirect interference between the victim and 

offender, getting the victim out of the situation 6 

 

14% 

Direct or indirect interference between the victim and 

offender, getting the victim out of the situation, active 

listening, provide the victim with appropriate options 

(hospital, emergency contact, police, etc.) 12 

 

 

 

29% 

Direct or indirect interference between the victim and 

offender, getting the victim out of the situation, provide the 2 
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victim with appropriate options (hospital, emergency contact, 

police, etc.) 

5% 

Gathering the victims personal identifying information, active 

listening, provide the victim with appropriate options 

(hospital, emergency contact, police, etc.) 1 

 

 

2% 

Gathering the victims personal identifying information, 

getting the victim out of the situation, provide the victim with 

appropriate options (hospital, emergency contact, police, etc.) 1 

 

 

2% 

Getting the victim out of the situation, active listening, 

provide the victim with appropriate options (hospital, 

emergency contact, police, etc.) 1 

 

 

2% 

Provide the victim with appropriate options (hospital, 

emergency contact, police, etc.) 1 

 

2% 

Legal services, family advocacy program, equal opportunity 

advisor 1 

2% 

Total  42 100% 

 
Characteristics of bystander intervention include direct or indirect interference between 

the victim and offender, gathering the victims personal identifying information, getting the 

victim out of the situation, active listening, and to provide the victim with appropriate options 

(hospital, emergency contact, police, etc.). Out of the 42 participants, 14 chose the correct 

answer. Approximately 33% of participants were able to identify characteristics of bystander 

intervention. Only 40% of participants correctly identified that Army SHARP training suggests 

that bystanders should get the victim’s personal identifying information.  

Question seven of the pre-training test identified what the acronym ABC stands for. The 

responses are annotated in the table below.  
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Table 13 

Pre-test: What Does the Acronym ABC Stand For?  

Response Frequency Percentage 

Assess for safety, be helpful, care for person 18 43% 

Assess for safety, be with others, care for person 21 50% 

Assume control, be helpful, create a distraction 2 5% 

Assume control, be with others, confront the person 1 2% 

Total 42 100% 

The acronym ABC stands for, “assess for safety, be with others, care for person.” Out of 

the 42 participants, 21 chose the correct answer. Approximately 50% of participants were able to 

correctly identify the phrase that the acronym ABC stands for.  

Question eight of the pre-training test allowed participants to select multiple answers. 

This question identified methods to reduce the risk of sexual assault. The responses are annotated 

in the table below.  

Table 14 

Pre-test: How Can You Reduce Risk of Sexual Assault? 

Response Frequency Percentage 

Leave a drink unattended 1 2% 

Travel with a buddy or group, leave a drink unattended, walk 

in lighted areas after dark, keep a cellphone nearby 4 

 

10% 

Travel with a buddy or group, walk in lighted areas after dark, 

keep a cellphone nearby 36 

 

86% 

Walk in lighted areas after dark 1 2% 

Total 42 100% 

 
Individuals can reduce the risk of sexual assault by traveling with a buddy or group, 

walking in lighted areas after dark, and keeping a cellphone nearby. The answer, “Leave a drink 



37 
 

unattended,” is incorrect. Out of the 42 participants, 36 chose the correct answer. Approximately 

86% of participants were able to correctly identify methods to reduce the risk of sexual assault. 

Question nine of the pre-training test allowed participants to select multiple answers. This 

question identified examples of non-verbal sexual harassment. The responses are annotated in 

the table below. 

Table 15 

Pre-test: What Are Examples of Non-Verbal Sexual Harassment? 

Response Frequency Percentage 

Blowing kisses, licking one's lips in a suggestive manner 4 10% 

Blowing kisses, winking, licking one's lips in a suggestive 

manner 7 

 

17% 

Staring, blowing kisses, licking one's lips in a suggestive 

manner 1 

 

2% 

Staring, blowing kisses, Winking, licking one's lips in a 

suggestive manner 30 

 

71% 

Total 42 100% 

Examples of non-verbal sexual assault include staring, blowing kisses, winking, and 

licking one’s lips in a suggestive manner. Out of the 42 participants, 30 chose the correct answer. 

Approximately 71% of participants were able to correctly identify all the examples of non-verbal 

sexual harassment within the options provided.  

Question nine of the pre-training test has participants identify an example that is not a 

recommended technique of dealing with sexual harassment. 
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Table 16 

Pre-test: What is Not a Recommended Technique of Dealing with Sexual Harassment? 

Response Frequency Percentage 

Direct approach 2 5% 

Filing a formal complaint 4 10% 

Ignoring the situation 36 85% 

Total 42 100% 

Recommended techniques of dealing with sexual harassment include to use a direct 

approach, indirect approach, third party, and to file a formal complaint. Out of the 42 

participants, 36 chose the correct answer. Approximately 85% of participants answered that 

ignoring the situation is not a recommended technique.  

Post-training survey results. Immediately upon completion of the online training 

module and the face-to-face training session, the trainees were given a the same 10-question set 

as the pre-training survey to measure employee understanding of SHARP training. Data 

annotating the answers participants chose on the post-training questionnaire is represented in 

Tables 17-28. 

Question one of the post-training test identified the purpose of the Army SHARP 

program. The responses are annotated in the table below.  
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Table 17 

Post-test: What is the Purpose of the Army SHARP Program? 

Response Frequency Percentage 

To reinforce the Army’s commitment to eliminate incidents 

of sexual assault through a comprehensive policy that centers 

on awareness and prevention, victim advocacy, response and 

reporting 

42 100% 

Total 42 100% 

The correct answer for the question, “What is the purpose of the Army SHARP 

program?” is “To reinforce the Army’s commitment to eliminate incidents of sexual assault 

through a comprehensive policy that centers on awareness and prevention, victim advocacy, 

response and reporting.” One hundred percent (100%) of the participants chose the correct 

answer. The SHARP training reinforced the understanding of the purpose of the SHARP 

program.  

Question two of the post-training test addressed actions that the United States Army 

defines as sexual assault. The responses are annotated in the table below.  

Table 18 

Post-test: Sexual Assault Includes What Acts: 

Response Frequency Percentage 

Rape, non-consensual sodomy (anal sex), unwanted sexual 

contact or fondling 

8 20% 

Rape, non-consensual sodomy (oral or anal sex), unwanted 

sexual contact or fondling, attempts to commit these acts 

32 80% 

Total 40 100% 

The correct answer for the question, “Sexual assault includes what acts:” is “Rape, non-

consensual sodomy (oral or anal sex), unwanted sexual contact or fondling, attempts to commit 
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these acts.” Out of the 40 participants, 32 chose the correct answer. Results show that 80% of 

participants can correctly identify actions that are defined as sexual assault. Approximately 20% 

of participants identified actions that were defined as sexual assault did not include attempts to 

commit the actions in within the answer. 

Question three of the post-training test was a true false question, identifying whether a 

victim can change a restricted report to unrestricted at any time. The responses are annotated in 

the table below.  

Table 19 

Post-test: A Victim Can Change a Restricted Report to Unrestricted at Any Time 

Response Frequency Percentage 

False 2 5% 

True 38 95% 

Total 40 100% 

The statement, “A victim can change a restricted report to unrestricted at any time,” is 

true. Out of the 40 participants, 38 chose the correct answer. The survey results indicate that 95% 

of participants understand the policy regarding changing a restricted report to unrestricted. 

Question four of the post-training test allowed participants to select multiple answers. 

This question identified which personnel that victims of sexual assault can make a restricted 

report to. The responses are annotated in the table below.  
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Table 20 

Post-test: A Victim of Sexual Assault Can Make a Restricted Report to: 

Response Frequency Percentage 

A healthcare provider, chain of command 1 3% 

A healthcare provider, chaplain, Sexual Assault and Response 

Coordinator 

1 3% 

A healthcare provider, Sexual Assault and Response 

Coordinator 

37 92% 

Chaplain, Sexual Assault and Response Coordinator, chain of 

command 

1 3% 

Total 40 100% 

Victims of sexual assault can make a restricted report to a healthcare provider and a 

Sexual Assault and Response Coordinator. Out of the 40 participants, 37 chose the correct 

answer. Approximately 92% of participants can properly identify the authorized personnel to 

receive a restricted report. 

Question five of the post-training test allowed participants to select multiple answers. 

This question identified which personnel that victims of sexual assault can make an unrestricted 

report to. The responses are annotated in the table below.  

Table 21 

Post-test: A Victim of Sexual Assault Can Make an Unrestricted Report to:  

Response Frequency Percentage 

Law enforcement, chain of command, legal services, family 

advocacy program, equal opportunity advisor 

40 100% 

Total 40 100% 

Victims of sexual assault can make an unrestricted report to a law enforcement, their 

chain of command, legal services, the family advocacy program, and an equal opportunity 
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provider. One hundred percent (100%) of the participants chose the correct answer. The SHARP 

training reinforced employee understanding of who a victim of sexual assault can make an 

unrestricted report.  

Question six of the post-training test allowed participants to select multiple answers. This 

question identified characteristics of bystander intervention. The responses are annotated in the 

table below. 

Table 22 

Post-test: Characteristics of Bystander Intervention Include: 

Response Frequency Percentage 

Direct or indirect interference between the victim and 

offender, gathering the victims personal identifying 

information, getting the victim out of the situation, active 

listening, provide the victim with appropriate options 

(hospital, emergency contact, police, etc.) 

38 95% 

Direct or indirect interference between the victim and 

offender, getting the victim out of the situation, active 

listening, provide the victim with appropriate options 

(hospital, emergency contact, police, etc.) 

2 5% 

Total 40 100% 

Characteristics of bystander intervention include direct or indirect interference between 

the victim and offender, gathering the victims personal identifying information, getting the 

victim out of the situation, active listening, and to provide the victim with appropriate options 

(hospital, emergency contact, police, etc.). Out of the 40 participants, 38 chose the correct 

answer. Survey results show that 95% of participants were able to identify characteristics of 

bystander intervention. Only 2 participants correctly identified all the characteristics except for 

gathering the victim’s personal identifying information.  
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Question seven of the post-training test identified what the acronym ABC stands for. The 

responses are annotated in the table below. 

Table 23 

Post-test: What Does the Acronym ABC Stand For?  

Response Frequency Percentage 

Assess for safety, be helpful, care for person 3 7% 

Assess for safety, be with others, care for person 37 93% 

Total 40 100% 

The acronym ABC stands for, “assess for safety, be with others, care for person.” Out of 

the 40 participants, 37 chose the correct answer. Approximately 93% of participants were able to 

correctly identify the phrase that the acronym ABC stands for. 

Question eight of the post-training test allowed participants to select multiple answers. 

This question identified methods to reduce the risk of sexual assault. The responses are annotated 

in the table below.  

Table 24 

Post-test: How Can You Reduce Risk of Sexual Assault? 

Response Frequency Percentage 

Travel with a buddy or group, leave a drink unattended, walk 

in lighted areas after dark, keep a cellphone nearby 

2 5% 

Travel with a buddy or group, walk in lighted areas after dark, 

keep a cellphone nearby 

38 95% 

Total 40 100% 

Individuals can reduce the risk of sexual assault by traveling with a buddy or group, 

walking in lighted areas after dark, and keeping a cellphone nearby. The answer, “Leave a drink 

unattended,” is incorrect. Out of the 40 participants, 38 chose the correct answer. Survey results 
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indicate that 95% of participants were able to correctly identify methods to reduce the risk of 

sexual assault. 

Question nine of the post-training test allowed participants to select multiple answers. 

This question identified examples of non-verbal sexual harassment. The responses are annotated 

in the table below. 

Table 25 

Post-test: What Are Examples of Non-Verbal Sexual Harassment? 

Response Frequency Percentage 

Staring, blowing kisses, Winking, licking one's lips in a 

suggestive manner 

40 100% 

Total 40 100% 

Examples of non-verbal sexual assault include staring, blowing kisses, winking, and 

licking one’s lips in a suggestive manner. One hundred percent (100%) of the participants chose 

the correct answer. The SHARP training enabled participants to correctly identify all the 

examples of non-verbal sexual harassment within the options provided.  

Question nine of the pre-training test has participants identify an example that is not a 

recommended technique of dealing with sexual harassment.  

Table 26 

Post-test: What is Not a Recommended Technique of Dealing with Sexual Harassment? 

Response Frequency Percentage 

Ignoring the situation 40 100% 

Total 40 100% 

Recommended techniques of dealing with sexual harassment include to use a direct 

approach, indirect approach, third party, and to file a formal complaint. 100% of the participants 
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chose the correct answer. The SHARP training reinforced that going the situation is not an 

effective or recommended technique as a bystander.  

Out of the 40 participants that participated in the post-training test, 39 of them scored 

80% or higher. Approximately 98% of employees scored at least an 80% on the online test, 

demonstrating mastery and/or understanding of targeted knowledge. The organization reached 

the training goal for the post-training questionnaire.  

Qualitative Item Analysis 

Immediately after the SHARP training, participants were asked to complete a post-

training survey consisting of evaluation questions. The answers provide leadership insight to 

how employees are receiving the training. The data is represented in Tables 27-33. 

Evaluation of training survey. A 4-level Likert scale was used that consisted of 

numerical labels attached to subjective terms. Response selections were identified as: strongly 

agree, agree, disagree, strongly disagree. Percentages were used to analyze the number of 

participants who chose each answer and what the perceptions of the participants are.  

Participants were asked to identify an answer to the statement, “I was well-prepared for 

the training session.” The answers to the question are annotated in the table below.  

Table 27 

I Was Well-Prepared for the Training Session 

Response Frequency Percentage 

Strongly agree 17 43% 

Agree 22 55% 

Disagree 1 2% 

Strongly Disagree 0 0% 

Total 40 100% 



46 
 

Approximately 98% of the trainees were well-prepared for the training session. This 

indicates that the organization was adequate in preparation for the SHARP training. However, 

there was an employee who disagreed, indicating room for improvement.   

Participants were asked to identify an answer to the statement, “The instructor was well-

prepared for the training session.” The responses are annotated in the table below. 

Table 28 

The Instructor Was Well-Prepared for the Training Session 

Response Frequency Percentage 

Strongly agree 22 55% 

Agree 18 45% 

Disagree 0 0% 

Strongly Disagree 0 0% 

Total 40 100% 

Most successful training sessions are well-planned and well-prepared. Survey results 

show that 100% of the trainees felt that the instructor was well-prepared for the training session, 

either agreed or strongly agreed. Over half of the participants strongly agreed that their instructor 

was well-prepared for the training session.  

Participants were asked to identify an answer to the statement, “The instructor made the 

training interesting and engaging.” The responses are annotated in the table below. 
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Table 29 

The Instructor Made the Training Interesting and Engaging 

Response Frequency Percentage 

Strongly agree 27 68% 

Agree 12 30% 

Disagree 1 2% 

Strongly Disagree 0 0% 

Total 40 100% 

Training sessions that are engaging create a back and forth exchange with the audience. 

Survey results show that approximately 98% of the trainees felt that the instructor made the 

training interesting and engaging, either agreed or strongly agreed. However, one participant 

disagreed, indicating room for improvement.  

Participants were asked to identify an answer to the statement, “The instructor made the 

training easy to understand.” The responses are annotated in the table below.   

Table 30 

The Instructor Made the Training Easy to Understand 

Response Frequency Percentage 

Strongly agree 27 68% 

Agree 13 32% 

Disagree 0 0% 

Strongly Disagree 0 0% 

Total 40 100% 

Training that is easy to understand allows for greater knowledge retention. It is important 

that instructors customize learning to their audience to ensure that the material is well received. 

Survey results show that 100% of the trainees felt that the instructor made the training easy to 

understand, either agreed or strongly agreed.  
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Participants were asked to identify an answer to the statement, “The provided instruction 

will be very useful to me on the job.” The responses are annotated in the table below.  

Table 31 

The Provided Instruction Will Be Very Useful to Me on The Job 

Response  Frequency Percentage 

Strongly agree  10 25% 

Agree  26 65% 

Disagree  4 10% 

Strongly Disagree  0 0% 

Total  40 100% 

Training that is useful on the job adds value to participants’ professional lives. Survey 

results show that 65% of the trainees agreed that the provided instruction would be very useful to 

them on the job and 25% of participants strongly agreed. However, 10% of employees disagreed.  

Participants were asked to identify an answer to the statement, “The 

physical/environmental conditions of the training room were pleasant and not distracting.” The 

responses are annotated in the table below. 

Table 32 

The Physical/Environmental Conditions of the Training Room Were Pleasant and not 

Distracting 

Response Frequency Percentage 

Strongly agree 9 23% 

Agree 26 65% 

Disagree 5 12% 

Strongly Disagree 0 0% 

Total 40 100% 
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Training is essential among organizations. Approximately 88% of the trainees or strongly 

agreed that the physical conditions of the training room were pleasant and not distracting. 

However, 12% of employees disagreed. An environment that is pleasant and free from 

distractions fosters a positive learning environment and can enhance mastery of targeted 

knowledge.  

Participants were asked to identify an answer to the statement, “I believe this training will 

help me be a better leader and coworker.” The responses are annotated in the table below.  

Table 33 

I Believe This Training Will Help Me Be a Better Leader and Coworker 

Response Frequency Percentage 

Strongly agree 19 48% 

Agree 20 50% 

Disagree 1 2% 

Strongly Disagree 0 0% 

Total 40 100% 

SHARP training is a part of the United States Army’s organizational culture and adds 

value to the workplace. Leaders within the organization are expected to uphold SHARP policies 

and foster a safe, understanding, and inclusive environment. Approximately 98% of the trainees 

or strongly agreed that the training would help them be a better leader and coworker. However, 

one employee disagreed.  

Quantitative Item Analysis: Return on Investment Analysis 

The total cost for the delivery and implementation of this one-hour classroom training 

session was estimated at $850; factoring in 48 trainees and 2 instructors. In addition, the total 

cost of wages for the trainees to complete the computer-based training module was estimated at 
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$816. The average hourly wage for the soldiers that participated was calculated to be $17. An 

alternate SHARP training was conducted in November for 62 participants, totaling $1,088. The 

direct costs of the SHARP training for Bravo Company amounted to an accumulative total of 

$2,754. 

The benefits of SHARP training are intangible. SHARP training is a proactive approach 

for the organization to protect employees from sexual harassment and assault. SHARP training 

provides leadership with the knowledge and skills to react to a SHARP complaint appropriately 

and in compliance with organization policies. SHARP training can increase employee 

productivity and satisfaction. Sexual assault and harassment within the workplace can be 

correlated to an increase in employee absences and turnover rates; absences consist of the victim 

changing organizational units or ending their time in service. SHARP training, including 

bystander intervention, allows organizations to improve and maintain organizational readiness 

and productivity to be prepared of training and mobilizations.  

Approximately 1.23 out of every 100 soldiers within the United States Army are sexually 

assaulted per year. In Bravo company, this would affect approximately one soldier; posing the 

risk of losing the soldier and needing to recruit a new one to fulfill their role. The estimated cost 

of sending a soldier though basic training, advanced individual training, and equipping them with 

a top-secret security clearance is $70,000. The benefits of an effective SHARP program within 

Bravo Company is retaining soldiers and avoiding employee turnover and absenteeism due to 

sexual harassment or assault through a reduction in sexual assault or harassment occurrences, 

bystander intervention, and increased workplace culture and morale. 

The cost benefit ratio (CBR):  Program Benefits/Program Costs 
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Return on Investment (ROI) is defined as: Net Program Benefits/Program Costs X 100 

(Phillips & Phillips, 2016). The ROI was calculated to be (67,246/2,754 X 100) equaling a 

2,441.76% return on investment.  

Chapter IV discussed the results and demonstrated the methodology outlined in Chapter 

III. The pre and post-training survey questions were used to triangulate data and assure the 

validity of the research. Data showed an increase in scores from the pre and post-training 

surveys, demonstrating an increase of employee knowledge and understanding of SHARP. 

During the fiscal year of 2019, the SHARP training was delivered to Bravo Company employees 

in February and March. For the fiscal year of 2020, the SHARP training was delivered in 

November and December. The training is broken up into two subsequent months to ensure that 

all employees can participate and meet annual requirements. Chapter V will present the 

discussion, conclusion, and recommendations for future research.  
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Chapter V: Discussion, Conclusions, and Recommendations 

A summary of the research is presented. Findings of the study were analyzed, discussed 

and interpreted in chapter IV. The significance of this research was to evaluate the SHARP 

training program and its effectiveness within the 337th Military Intelligence Battalion. Chapter V 

will outline the conclusions of the study as well as highlight future recommendations regarding 

sexual harassment and assault training programs and the evaluation of training effectiveness 

within the workplace. 

Conclusions 

The study conducted correlated with previous research. The studies that were reviewed 

provided information to provide insight into current training programs regarding prevention and 

bystander intervention and to provide beneficial information regarding different methods to 

evaluate training programs. Information was provided on the correlation between sexual 

harassment and assault and the impact within the workplace. Through review of prior literature, 

the researcher compared computer-based sexual harassment training with traditional instructor-

led training and determined that regardless of the method of delivery, sexual harassment training 

increased knowledge and skill outcomes among employees. Participant reactions to both 

methods of training were positive in both conditions (Preusser, Lynn, & Nordstrom, 2011). 

Through the pre and post-training questionnaire, this study revealed that training has a positive 

impact on employee knowledge and understanding of the SHARP program. In addition, survey 

results indicated that nearly all employees had a positive reaction to the SHARP training at 

Bravo Company; participants reported that the instructor was well-prepared, the training was 

interesting and engaging, easy to understand, and will be useful on the job. Approximately 98% 
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of the trainees believed that the training will help employees become a better leaders and 

coworkers. 

Recommendations 

Based on the conclusions, further research is necessary to determine program 

effectiveness of the employee SHARP training and assess employee’s knowledge, 

understanding, and skills regarding sexual harassment and assault policies, reporting, and 

bystander intervention. The 337th Military Intelligence Battalion should consider to the following 

recommendations:  

1) Bravo Company leadership foster a more inclusive and engaging environment among 

all ranks and duty positions to assist in enhancing employee satisfaction, productivity, 

and retention. Research indicated that training that was more inclusive resulted in 

more positive results (Buckner, Hindman, & Huelsman, 2014). Employees who 

upheld organizational values, mission, and vision were more likely to advocate for a 

safe, positive, and inclusive work environment that did not tolerate sexual harassment 

or sexual assault. 

2) Incorporating hands-on activities into training sessions to allow for a more diverse 

learning environment. Instructional methods that increase social skills including 

empathy, teamwork, and conflict management could improve the workplace 

environment and encourage employees to better appreciate each other (Buckner, 

Hindman, & Huelsman, 2014; EEOC, 2016). Hands on activities, observation, and 

role-playing increases participant understanding and knowledge retention (Perry, 

Kulik, Bustamante, & Golom 2010).  



54 
 

3) Conduct pre and post-training surveys in the future to compare data and better 

conduct statistical analysis of results to determine the effectiveness of SHARP. 

Before and after tests demonstrating employee knowledge and understanding can help 

determine whether a relationship exists between test results and training sessions 

(Phillips & Phillips, 2016). 

4) Conduct the evaluation of the training program with Alpha and Charlie Companies to 

determine program effectiveness throughout the battalion, compare results, and 

identify areas that need improvement.  

5) In summary, Bravo company must provide sexual harassment and assault training to 

all employees regardless of pay grade or rank, accommodating all learning styles. In 

addition, an evaluation should be conducted pre and post training to determine overall 

program effectiveness. The sister companies, including Alpha and Charlie, should be 

evaluated, to determine program effectiveness across the battalion.  

Since the 337th Military Intelligence Battalion was initiated in 2015, this study was the 

first evaluation of the annual SHARP training requirements. Bravo Company must uphold 

organizational values and goals by identifying and reporting sexual harassment and sexual 

assault as well as bystander intervention, prevention work, and victim support. Sexual 

harassment and assault negatively affect unit morale and culture. In order to facilitate a safe, 

supportive work environment for victims of sexual assault, employees must possess the 

knowledge, skills, and understanding to properly and professionally respond to acts of sexual 

harassment and assault and to support their peers. Training has proven to be effective and further 

evaluation can identify room for improvement. By improving employee training, leaders can 

cultivate a more desirable work culture. 
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Appendix A: Organization Approval Letter 

 

  

AFRC-MIR-ILBB 

DEPARTMENT OF THE ARMY 
BRAVO COMPANY, 337'"" MILITARY INTELLIGENCE BATTALION 

506 ROEDER CIRCLE 
FORT SNELLING, MN 55111-4017 

26 March 2019 

MEMORANDUM FOR RECORD 

SUBJECT: Approval to conduct research/survey of SHARP program 

1. Sergeant Sydne Flatland request permission to conduct surveys and interviews with 
337 Soldiers. The intent of this action is to develop a Masters Thesis evaluation of the 
Armys Sexual Harassment and Assault Response Program. 

2. Permission is granted for Sergeant Flatland to conduct the surveys and research 
interviews with 337 Soldiers. 

3. Point of contact for this action is the undersigned, commercial (612) 467-7666 or at 
email glenn.s.moseley.mil@mail.mil. 

Digitally signed by 
MOSELEY.GLENN.STU MOSELEY.GLENN.STUART.SR.1 20 

ART.SR.1203852645 3852645 
Date: 201 9.03.26 I 5:27:04 -05'00' 

GLENN S. MOSELEY SR. 
CW3, MI 
Training , Operations and Readiness 
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Appendix B: Invitation to Study 

Dear colleagues,  

I am Sydne Flatland. I am a graduate student at University of Wisconsin-Stout in the Training 
and Human Resource Development program. I am kindly requesting your participation in a 
graduate research study that I am conducting titled: Evaluation of U.S. Army SHARP Training. 
The intention is to assess the effectiveness of the United States Army’s Sexual Harassment and 
Assault Response Prevention (SHARP) training.  

The study involves completing a survey before and after the training is completed. Each 
individual will answer a series of questions.    

Participation is completely voluntary, and participants may withdraw from the study at any time. 
The study is completely anonymous and does not require identifying information.  

Completion of each portion of the survey will take approximately 10-15 minutes.  

The pre-training survey will remain open until Sunday, December 15th at noon. To complete the 
survey prior to your training, please go to the link below: 
https://uwstout.qualtrics.com/jfe/form/SV_dgLolPN9hSoP5MV  
 
The post-training survey will remain open until Friday, December 20th at noon. Upon completion 
of your training, please complete the survey at the link below: 
https://uwstout.qualtrics.com/jfe/form/SV_54kSUAMU6L6sJkF 
 
I hope that you take a moment to complete the survey and help provide valuable insight into the 
effectiveness of the SHARP program. If you have any questions about this study, please do not 
hesitate to contact Sydne Flatland at (715) 764-2625 or flatlands0553@my.uwstout.edu  

Sydne R. Flatland 

Graduate Student, Training and Human Resource Development 

University of Wisconsin-Stout 
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Appendix C: Recruitment Message 

Dear Project Participant: We are requesting your assistance with a study conducted by a 

researcher at University of Wisconsin-Stout on training evaluation, specifically providing 

feedback regarding the sexual harassment and assault prevention program. The pre and post-

training surveys will take you approximately 10-15 minutes to complete. A reminder will be sent 

to complete the post-training survey prior to the closing date. This study is anonymous. The 

researcher has pledged to keep your data confidential and only to report aggregated results. 

Participation in this study is voluntary and you may withdraw from participation at any time. If 

you have any questions you may contact the researcher: Sydne Flatland. 
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Appendix D: Implied Consent 

The process of obtaining informed consent must comply with the requirements of US Department 
of Health and Human Services, Office for Human Research Protections title 45 Code of Federal 
Regulations 46. For further clarification refer to UW-Stout IRB training. 

 
UW-Stout Implied Consent Statement 

for Research Involving Human Subjects 
 

Consent to Participate In UW-Stout Approved Research  
 

Project Title: Evaluation of US Army SHARP Training 

 

 

Description:  
This research is to evaluate the implementation of the Sexual Harassment/Assault Response and 
Prevention strategy within the work organization. I will disseminate a pre and post-training 
survey with members from various teams within the organization to analyze the online and face-
to-face training and evaluate how much information employees are able to retain. You will be 
part of a brief performance evaluation. Please feel free to ask the researcher any questions you 
have regarding this study. 
 
Risks:  
It is your decision whether to participate in the research and survey or not. You’ll have to reflect 
on the classes and training that you experience. There is a chance your data could be seen by 
someone who should have access to it. I am minimizing the risk by keeping data anonymous and 
removing personal identifiers. 
 
Benefits:  
The interviews will provide insight needed for change and improvement within the organization 
in regard to sexual harassment and assault prevention and response. Participants will experience 
indirect benefits through unit improvement. Participants will also provide insights that could lead 
to future research. 
 
Confidentiality:  
Your name will not be included on any documents. The data will be presented in aggregate form 
so that no one can be identified. Any information regarding the study will be stored on a 
password locked computer and permanently deleted once the semester ends.  
 
Future Use:  
Any information collected for this research project will be stripped of identifiers and will not be 
used in other research in the future. 
 

Time Commitment:  
This surveys will likely last between 10-15 minutes each.  
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Right to Withdraw:  
Your participation in this study is entirely voluntary. You may choose not to participate without 
any adverse consequences to you. You have the right to stop the survey at any time. However, 
should you choose to participate and later wish to withdraw from the study, there is no way to 
identify your anonymous document after it has been turned into the investigator. If you are 
participating in an anonymous online survey, once you submit your response, the data cannot be 
linked to you and cannot be withdrawn.  
 
IRB Approval:  
This study has been reviewed and approved by The University of Wisconsin-Stout's Institutional 
Review Board (IRB). The IRB has determined that this study meets the ethical obligations 
required by federal law and University policies.  If you have questions or concerns regarding this 
study, please contact the Investigator or Advisor.  If you have any questions, concerns, or reports 
regarding your rights as a research subject, please contact the IRB Administrator. 
 
Investigator:  
Sydne R. Flatland 
715.764.2625 
Flatlands0553@my.uwstout.edu  
 

IRB Administrator 
Elizabeth Buchanan  
Office of Research and Sponsored Programs 
152 Vocational Rehabilitation Bldg. 
UW-Stout 
Menomonie, WI 54751 
715.232.2477 
Buchanane@uwstout.edu  

Advisor:  
Jeanette Black, EdD 
242 Jarvis Tech Wing 
UW-Stout 
Menomonie, WI 54751 
Blackj@uwstout.edu  
 
  

 
Statement of Consent: 
By completing the following survey, you agree to participate in the following project entitled, 
Evaluation of U.S. Army SHARP Training.
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Appendix E: Pre-Training Survey Questions 

Demographics 
 
Q1. What is your gender? 

1. Male 
2. Female 

 
Q2. Where is your region of residence? 

1. Midwest 
2. Northeast 
3. West 
4. South 

 
Q3. What is your age?  

1. 17-21 
2. 22-26 
3. 27-31 
4. 32-36 
5. 37-41 
6. 41 and older 

 
Q4. Ethnicity  

1. White 
2. Black or African American  
3. American Indian or Alaskan Native 
4. Native Hawaiian or Pacific Islander 
5. Asian 
6. Hispanic, Latino or Spanish  

 
Q5. What is your rank? 

1. E1-E3 
2. E4-E6 
3. E7-E9 
4. W1-W3 
5. W4-W5 
6. O1-O3 
7. O4-O6 
8. O7 or above 

 
Q5. How long have you been in the 337th MI BN? 

1. 1-3 years 
2. 4-6 years 
3. 7-9 years  
4. 10 years or more 
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Comprehension 
 
Q1. What is the purpose of the Army SHARP program? 

1. To inform soldiers of sexual harassment and assault so they know how to identify 
occurrences when they see them 

2. To reinforce the Army’s commitment to eliminate incidents of sexual assault 
through a comprehensive policy that centers on awareness and prevention, victim 
advocacy, response and reporting 

3. To allow victims to come forward and file a report 
4. To fulfill an annual requirement 

 
Q2. Sexual assault includes what acts: 

1. Rape 
2. Rape, non-consensual sodomy (anal sex), unwanted sexual contact or fondling  
3. Rape, non-consensual sodomy (oral or anal sex), unwanted sexual contact or 

fondling, attempts to commit these acts 
4. Rape, non-consensual sodomy (oral or anal sex) 

 
Q3. A victim can change a restricted report to unrestricted at any time. 

1. True 
2. False 

 
Q4. Select all that apply. A victim of sexual assault can make a restricted report to: 

1. A healthcare provider 
2. Chaplain  
3. Sexual assault and response coordinator  
4. Chain of command 

 
Q5. Select all that apply. A victim of sexual assault can make an unrestricted report to: 

1. Law enforcement 
2. Chain of command 
3. Legal services 
4. Family advocacy program 
5. Equal opportunity advisor  

 
Q6. Select all that apply. Characteristics of bystander intervention include: 

1. Direct or indirect interference between the victim and offender  
2. Gathering the victims personal identifying information 
3. Getting the victim out of the situation 
4. Active listening 
5. Provide the victim with appropriate options (hospital, emergency contact, police, 

etc.) 
 

Q7. What does the acronym ABC stand for? 
1. Assess for safety, be with others, care for person 
2. Assess for safety, be helpful, care for person 
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3. Assume control, be with others, confront the person 
4. Assume control, be helpful, create a distraction  

 
Q8. Select all that apply. How can you reduce risk of sexual assault? 

1. Travel with a buddy or group 
2. Leave a drink unattended 
3. Walk in lighted areas after dark 
4. Keep a cellphone nearby 

 
Q9. Select all that apply. What are examples of non-verbal sexual harassment? 

1. Staring 
2. Blowing kisses 
3. Winking  
4. Licking one’s lips in a suggestive manner 

 
Q10. What is not a recommended technique of dealing with sexual harassment? 

1. Direct approach 
2. Indirect approach 
3. Third party 
4. Ignoring the situation  
5. Filing a formal complaint 

 
  



68 
 

Appendix F: Post-Training Survey Questions 

Comprehension 
 
Q1. What is the purpose of the Army SHARP program? 

1. To inform soldiers of sexual harassment and assault so they know how to identify 
occurrences when they see them 

2. To reinforce the Army’s commitment to eliminate incidents of sexual assault 
through a comprehensive policy that centers on awareness and prevention, victim 
advocacy, response and reporting 

3. To allow victims to come forward and file a report 
4. To fulfill an annual requirement 

 
Q2. Sexual assault includes what acts: 

1. Rape 
2. Rape, non-consensual sodomy (anal sex), unwanted sexual contact or fondling  
3. Rape, non-consensual sodomy (oral or anal sex), unwanted sexual contact or 

fondling, attempts to commit these acts 
4. Rape, non-consensual sodomy (oral or anal sex) 

 
Q3. A victim can change a restricted report to unrestricted at any time. 

1. True 
2. False 

 
Q4. Select all that apply. A victim of sexual assault can make a restricted report to: 

1. A healthcare provider 
2. Chaplain  
3. Sexual assault and response coordinator  
4. Chain of command 

 
Q5. Select all that apply. A victim of sexual assault can make an unrestricted report to: 

1. Law enforcement 
2. Chain of command 
3. Legal services 
4. Family advocacy program 
5. Equal opportunity advisor  

 
Q6. Select all that apply. Characteristics of bystander intervention include: 

1. Direct or indirect interference between the victim and offender  
2. Gathering the victims personal identifying information 
3. Getting the victim out of the situation 
4. Active listening 
5. Provide the victim with appropriate options (hospital, emergency contact, police, 

etc.) 
 

Q7. What does the acronym ABC stand for? 
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1. Assess for safety, be with others, care for person 
2. Assess for safety, be helpful, care for person 
3. Assume control, be with others, confront the person 
4. Assume control, be helpful, create a distraction  

 
Q8. Select all that apply. How can you reduce risk of sexual assault? 

1. Travel with a buddy or group 
2. Leave a drink unattended 
3. Walk in lighted areas after dark 
4. Keep a cellphone nearby 

 
Q9. Select all that apply. What are examples of non-verbal sexual harassment? 

1. Staring 
2. Blowing kisses 
3. Winking  
4. Licking one’s lips in a suggestive manner 

 
Q10. What is not a recommended technique of dealing with sexual harassment? 

1. Direct approach 
2. Indirect approach 
3. Third party 
4. Ignoring the situation  
5. Filing a formal complaint 

 
Effectiveness 

 
Q1. I was well-prepared for the training session.  

1. Strongly Agree 
2. Agree 
3. Disagree 
4. Strongly Disagree 

 
Q2. The instructor was well-prepared for the training session.  

1. Strongly Agree 
2. Agree 
3. Disagree 
4. Strongly Disagree 

 
Q3. The instructor made the training interesting and engaging.  

1. Strongly Agree 
2. Agree 
3. Disagree 
4. Strongly Disagree 

 
Q4. The instructor made the training easy to understand.  

1. Strongly Agree 
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2. Agree 
3. Disagree 
4. Strongly Disagree 

 
Q5. The provided instruction will be very useful to me on the job.  

1. Strongly Agree 
2. Agree 
3. Disagree 
4. Strongly Disagree 

 
Q6. The physical/environmental conditions of the training room were pleasant and not 
distracting.  

1. Strongly Agree 
2. Agree 
3. Disagree 
4. Strongly Disagree 

 
Q7. I believe this training will help me be a better leader and coworker.  

1. Strongly Agree 
2. Agree 
3. Disagree 
4. Strongly Disagree 

 


