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SUMMARY 

This Study examines three determinants of officer supply—eligible 

population, the draft, and pay—and estimates the additional budgetary 

costs to the Department of Defense if the draft were eliminated. It 

was part of a larger effort, sponsored by the Office of the Secretary 

of Defense, to estimate the costs of eliminating the draft as a 

method of procuring adequate military manpower. 

The relation between eligible population and officer-supply was 

examined by means of the "enrollment rate" in ROTC-I; i.e., the 

number of males enrolled in ROTC-I per hundred male undergraduate 

freshmen, in schools where ROTC was voluntary. (RÛTC was the most 

fruitful source of data because of demand constraints on many of the 

other commissioning programs.) This "enrollment rate" proved to be 

extremely stable except for years in which major changes occurred in 

either draft policy or policy regarding the length of the initial 

tour of duty for officers commissioned from these programs. 

Since there were no direct behavioral data which would allow us 

to distinguish between draft-motivated and truly voluntary officers, 

we had to rely on responses to survey questions to estimate the 

effect of the draft on officer-procurement. The proportion of first- 

term officers (or potential first-term officers) who would not have 

sought (or will not consider) commissions in the military service in 

the absence of a draft varied by level of education, service, and 

source of commission. There was an Inverse relationship between level 

of education and estimated impact of the draft on officer-accessions. 

The draft also had a relatively larger influence on officers cosmds- 

sioned from programs which required starter initial tours of duty. 

To estimate supply response to changes in relative military pay, we 

again focused on ROTC. Data existed for these programs from which 
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supply relationships could be identified. Earnings of college gradu¬ 

ates were significantly negatively associated with enrollment rates. 

Enrollment rates were also significantly related to th” type of ROTC 

program and the geographic location of the institution. We concluded 

from this analysis that a 10 percent increase in first-term military 

pay could raise the enrollment rate by as much as 20 percent. 

In estimating the costs of maintaining an all-volunteer officer 

force in 1972, it was assumed that military strength would return to 

the pre-Vietnam level of 2.65 million, and that the stata of cold-war 

tension would also return to the pre-Vietnam level. Given a continuing 

draft and stable relative pay, population growth will enable the 

Services to continue to meet required officer-accessions. 

Projections of the supply of officers in the absence of a draft 

were derived by adjusting downward the projections of officer-accessions 

with a continued draft. Estimates of the draft-effect were derived 

from one of the DoD surveys. The no-draft projections indicate that 

officer-accessions will be short of estimated required accessions by 

27 percent. The shortage of 9.7 thousand officers is about 60 percent 

of what we considered pay-sensitive officer-accessions, and could be 

eliminated by raising the pay of entering officers by 30 percent. 

It would cost from $68 to $363 million to raise officer pay by enough 

to produce an all-volunteer officer force. 

This cost does not take into account increases in retirement costs 

that would result from having to pay retirement on a larger base pay 

to a larger number of officers. It also does not include the cost 

increases that would result from the relatively more experienced 

officer force produced under all-volunteer circumstances. Offsetting 

these, it doec not fully account for the cost saving which would re¬ 

sult from the lower turnover of an a11-volunteer force. 

These costs repr«sent the increased budgetary expenditures re¬ 

quired by the Department of Defense to shift to an all-volunteer officer 

force. No attempt has been made to estimate the total costs to the 

nation of shifting to an all-volunteer force. Under most conditions 

a shift to an all-volunteer force would produce net benefits to the 

nation. 

xii 



1 

NATURE AND SCOPE 

This Study was part of a larger research program, sponsored by the 

Office of the Secretary of Defense, to estimate the feasibility and 

costs of meeting military requirements in the absence of a draft. 

It examines the effects of population trends, military conscription, 

and pay on the supply of newly commissioned officers and, based on 

these factors, estimates the additional budgetary costs that would be 

incurred by the Department of Defense in eliminating the draft as a 

procurement factor for officers. 

Section 2 reviews current trends and patterns of officer- 

procurement. Section 3 discusses the factors which are thought to 

be important determinants of officer-supply ; eligible population, 

the draft, and earnings opportunities for potential officers in 

military and non-military careers. It also contains estimates of 

the effect of population trends on the supply of newly commissioned 

officers. The effects of military conscription are examined in 

Section 4. Military and non-military earnings opportunities and 

their effects on supply are treated in Section 5. The final section 

contains a summary of our findings and an illustrative example of 

how these may be used to estimate the cost of shifting to an all- 

volunteer officer force. 
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2 

OFFICER-PROCUREMENT PROGRAMS 

Recent officer-procurement experience is examined here to serve as a 

background for our analysis. In general, the number of officers 

commissioned has been adequate to meet Service requirements. 

2.1 RECENT TRENDS 

Recent trends in officer-accessions by Service are illustrated in 

Figure 1. The large changes in DoD totals that occurred between 1957 

and 1960, 1961 and 1962, and 1965 and 1966 (Table 1) are attributable 

to planned changes in force levels.^" Active duty officer strength 

declined by 8 percent between 1957 and 1960 and rose by 8 percent 

between 1961 and 1962 compared to a 27 percent decline and a 29 

percent rise in officer-accessions for these years. The planned 

increase in officer-accessions for fiscal years 1966 and 1967 con¬ 

forms to the planned active duty force buildup from 2.7 to over 3.0 

million men as a result of the Vietnam conflict. The fact that the 

Army has experienced the largest relative changes in both active duty 

1. The relation between active duty officer strength and required 
officer-accessions is given by the following equation. 

At = ^St + ^t 

where At and Lt represent accessions and losses during period t and 

ûS,:; represents the change in the level of active duty strength which 

has occurred over period t. It can be seen that A. will vary posi¬ 
tively with both ûSt and Lt 

3 
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ofí icer-strength and officer-accessions lends further weight to the 

notion that these accessions statistics reflect planned changes in 

force levels and are therefore primarily affected by changes in 

of ficer-requirements. 

Table 1 

NUMBER OF NEWLY COMMISSIONED AND ACTIVE DUTY OFFICERS, DOD TOTALS 
1957 AND 1960-1965; 1966-1967 (PROJECTED)3 ’ 

Fiscal Year 

Newlv Commissioned Active Dutv 
Number 

(thousands) 
Percent 
Charge 

Number 
(thousands ) 

Percent 
Change 

1957 

1960 

1961 

1962 

1963 

1964 

1965 

1966 (projected) 

1967 (projected) 

42.3b 

30.8 

29.3 

41.4 

41.0 

41.3 

40.3 

51.1 

51.3 

base 

- 17.2 

- 20.7 

- 2.1 

- 3.1 

- 2.4 

- 4.7 

20.8 

21.3 

342.9 

316.7 

314.8 

343.2 

334.4 

337.5 

338.9 

base 

- 7.6 

- 8.2 

0.1 

- 2.5 

- 1.6 

- 1.2 

a. Office of the Assistant Secretary of Defense (Manpower) unpub¬ 
lished tables. 

b. Details for each Service are contained in Appendix A. 

Still further evidence to support the assertion that the Services 

were more than able to meet their officer-requirements may be found 

in other data. In the late 1950's the Army had more candidates in its 

ROTC program than it needed for its active duty requirements. It there 

fore assigned its excess officers to active duty for only six months, 

and immediately diverted them to the Reserves. Although these excess 

accessions do not appear in Table 1, they are clearly relt.ant to a 

supply analysis. Since 1962 all new officers from the Army ROTC pro¬ 

gram have served on active duty for a full two years (Table 2). 

In addition, the Service Academies and the Navy Regular ROTC pro¬ 

gram have had more applicants than available vacancies. The Navy 

Regular ROTC program had 23,000 applicants for only 1,700 places in 

1964. The Service Academies receive nominations for many times the 

5 



Table 2 

ARMY ROTC OFFICERS COMMISSIONED TO SERVE FOR SIX MONTHS ACTIVE DUTY, 
FISCAL YEARS 19SS-lSt 

a. Annual Reports of the Secretary of Defense on Reserve Forces . 

number of vacancies available. Moreover, these nominations do not 

fully reflect the number of applicants since the number of individuals 

authorised to nominate and the number who may be nominated each year 

is limited by law. 

Finally, there is evidence that, for several years, the Army ROTO 

program limited its graduates (including those found in Table 2) by 

means of a screening test given between the basic (first two years) 

and advanced (last two years) courses. Cut-off scores were chosen 

to allow a sufficient number of students into the advanced program to 

produce the desired number of officer-accessions. 

This evidence indicates that the number of officers procured has 

been largely demand-determined. We must, therefore, look to specific 

programs at specific periods to find evidence of supply effects. 

2.2 PROGRAM MIX 

Table 3 summarizes the distribution of procurement programs in 

selected years between 1957 and 1966. Each Service relies on different 

types of programs for meeting its new officer requirements. Moreover, 

within each Service, the emphasis shifts among procurement programs 

at times of sudden buildups. The shift is from programs which require 

long lead times for training to those which need only short lead times . 

1957 and .1965 represent years in which manpower requirements remained 

fairly stable. 1962 and 1966 are years in which large and rapid buildups 

6 



Table 3 

RELATIVE IMPORTANCE OF SELECTED PROCUREMENT PROGRAMS AS SOURCES OF 
NEWLY COMMISSIONED OFFICERS IN SELECTED YEARS, 1957-19663 

Service and 
Procurement Program 

Perce nt of Tote il Access! pns 
FY 1957 FY 1962 FY 1965 FY 1966 

Army 

Military Academy 

ROTC 

Officer Candidate School 

Direct Appointment, Health 

All Otherc 

2.9 

57.5 

4.8 

14.1 

20.7 

3.0 

66.1 

3.3 

12.9 

14.7 

3.2 

60.5 

13.9 

10.2 

12.2 

2.2 

43.1 

25.0 

13.5 

16.2 

Nav* 

Naval Academy 

ROTC - Regular 

Contract 

Officer Candidate School 

Direct Appointent, Health 

Naval Cadets 

All Others 

4.3 

8.1 

7.3 

36.5 

11.6 

11.8 

20.4 

6.3 

8.0 

6.5 

45.5 

12.9 

3.6 

17.2 

6.5 

8.2 

6.2 

35.3 

8.8 

3.3 

31.7 

6.0 

8.6 

6.7 

28.6 

17.9 

3.5 

26.7 

Marine Corps 

29.3 

25.1 

13.9 

31.7 

43.2 

24.9 

4.8 

27.1 

22.2 

43.3 

9.3 

25.2 

22.8 

16.8 

4.7 

55.7 

Officer Candidate Course 

Platoon Leaders Course 

Marine Cadets 

All Others 

Air Force 

2.6 

47.9 

mm w 

12.0 

26.2 

11.3 

3.9 

32.1 

20.7 

4.9 

26.9 

11.5 

5.2 

34.7 

33.1 

1.4 

23.1 

2.5 

4.4 

41.7 

23.4 

27.3 

3.2 

Academy 

ROTC 

Officer Training School 

Aviation Cadet 

Direct Appointment, Health 

All Others 

a. Detailed figures and notes are contained in Appendix A. 
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took place; the tormer because of the Berlin and Cuban crises, the 

latter because of the Vietnam conflict. 

The procurement programs singled out for analysis were those 

which were either major sources of newly commissioned officers, such 

as the ROTC in the Army; or which are unusual in the type of officer 

they commission, such as Service Academies, which attract highly 

motivated individuals,^ and Direct Appointment programs for doctors, 

dentists, and veterinarians.3 

The Army uses its ROTC as its major source of commissioned officers. 

This program provides a large number of officers, but only 25 percent 

remain on active duty after completing their two-year obligated tour. 

During the 1962 buildup the Amy relied almost entirely on the excess 

of ROTC officers who up until this time had been transferred to the 

Reserves after six months of active duty. By extending the six-month 

tour to two-year tours the Army was able to increase its accessions almost 

instantaneously. After 1962, the number commissioned from this program 

was no longer adequate to meet requirements. For the 1966 buildup, the 

Army is making more intensive use of its Officer Candidate School (OCS). 

Originally used for obtaining commissioned officers from the enlisted 

ranks, the OCS pxjgram was revamped in 1965 so that it might also be 

used to commission college graduates who did not participate in ROTC 

in college. Initial plans for the new OCS called for commissioning 

one-half of its officers from the enlisted ranks and one-half from the 
4 

colleges. The increased reliance on OCS as a source of commissioned 

2. Over 75 percent of the officers commissioned from the Service 
Academies currently remain on active duty after they have completed 
their initial four-year obligated tour. 

3. Direct Appointment programs obtain most of their officers by 
threatening to induct the prospective officers as enlisted men if 
they do not apply for commissions. 

4. Most of the officers commissioned from OCS in 1966 did, 
however, come from the enlisted ranks because of an inadequate supply 
of college-graduate applicants. 
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officers with college degrees stemmed, in part, from the inability of 

the ROTC program to produce an adequate number of commissioned officers. 

The OCS program is also more responsive to changes in requirements as 

it can produce a newly commissioned officer in three months in contrast 

to the two-year lead time required to produce an ROTC officer. 

The Navy relies heavily on its OCS for new officers. Unlike the 

Army program, all its candidates are college graduates. Although 

fluctuations in Navy officer strength have not been as severe as those 

of the Army, notable changes have occurred in the relative output of 

the different procurement programs. The reduction in output from the 

Naval Cadet program results from a decision to phase this program out. 

This program produces Naval aviators with only two years of college. 

In its place the Navy has initiated a special Naval Aviator program 

for college graduates. Officers commissioned from this program are 

counted as part of OCS output. The growth in importance of ’’All 

Others” in recent years represents increased reliance on programs 

which commission officers from the enlisted ranks.^ The increased 

proportion of accessions coming from Direct Appointment, Health, 

appears to represent a special Vietnam requirement. 

The Marine Corps obtains most of its commissioned officers from 

its Officer Candidate Course (OCC) and Platoon Leaders programs. The 

former program is analagous to Navy OCS and the latter resembles Navy 

ROTC. In 1962 the Marine Corps relied entirely on OCC, with its short 

lead time, to supply the additional officer-accessions required. In 

1966, the Marines reverted to a program of temporary commissions in 

which enlisted non-commissioned officers are appointed ’’Temporary 

Lieutenants” with the understanding that once they are no longer 

5. The most important of these programs is the Limited Duty Officer 
program which obtains its officers from the ranks of the enlisted men 
with six to ten years of service experience. These enlisted men are 
commissioned as Ensigns (0-1) and can expect to make Lieutenant or 
Lt. Commander before they retire. Another program in this group is 
the Navy Enlisted Scientific Education program, which selects bright 
young enlisted men and sends them to college for degrees. After 
completing their schooling, they are commissioned Ensigns. 

9 
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needed as officers they will revert back to their original non­

commissioned grade. This program, included under "All Others," has 
advantages of both speed and flexibility.

The Air Force, like the Army, relies most heavily on ROTC for Its 
newly comnlssloned officers. Since 1960 it has been expanding Its 
Officer Training School (OTS) program, a three-month program which 
commissions persons with college degrees; while contracting Its 
Aviation Cadet program, an 18-month program which commissions persons 
with two years of college. The big Increase in annual officer- 
accessions in the Air Force occurred in 1963 and was supported mainly 
by the expansion of OTS. The reason for this one-year lag in the 
Air Force buildup may stem from the lead time required to institute 
the OTS as a major commissioning program.

2.3 SUMMARY

Several interesting facts emerge from this examination. First, 
variations in officer-accessions are largely the result of changes 
in force levels and are thus demand—rather than supply—determined. 
These force level changes generally have their largest impact on the 
Army. Second, for rapid expansions of force levels, the Services 
usually rely heavily on their short lead time programs. Finally, 
there has been a tendency for the Services to switch from programs 
which produce officers without college degrees to programs which 
commission officers with Bachelors degrees. In part, this tendency 
may have been the result of an excess supply of applicants to the 
officer-commissioning programs. However, the Army, Navy, and Marine 
Corps have had to lower their educational standards recently because 
of the large buildup for Vietnam and are again turning to programs 
that commission noncollege graduate officers. We can expect similar 
qualitative changes to occur whenever requirements for officers change 
suddenly and substantially.
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3 

ELIGIBLE POPULATION AND THE SUPPLY OF OFFICE1VACCESSIONS 

Hiere are a large number of factors that affect the supply of military 

officers. We have examined a small number of these; eligible popula¬ 

tion, military conscription, and expected earnings of potential 

officers in both military and civilian careers. These variables are 

important supply determinants for which data are readily available. 

3.1 ELIGIBLE POPULATION 

Eligible population, the pool from which potential officers may 

be drawn, varies for the different officer-procurement programs . The 

educational limitations on eligibility range from male high school 

graduates to males with advanced degrees. Other limitations, such 

as age and physical standards, are, for the purpose of this study, 

considerably less important. 

Newly commissioned officers with no prior Service experience have 

been grouped according to the populations from which they are drawn: 

high school graduates, college freshmen, college drop-outs, college 

graduates, and post-graduates. High school graduate programs include 

Service Acadanies and Navy ROTO (Regular). The RPTC, Marine Platoon 

Leaders Course and Navy Reserve Officer Corps draw their candidates 

from entering college freshmen. College drop-out programs include 

the Navy and Air Force Aviation Cadet programs. The Navy OCS (in¬ 

cluding Aviation Officer Candidates), the Air Force OTS, the Marine 

Corps Officer Candidate Course and Marine Cadet Program (MARCAD) have 

college graduates as their candidates. Direct appointments to com¬ 

missions from civilian life are usually tendered to individuals with 

specialties which require post-graduate training, e.g., doctors, 

dentists, lawyers, chaplains, and veterinarians. 

11 



3.2 HIGH SCHOOL GRADUATE PROGRAMS 

New officers are produced from these programs by offering what are 

essentially four-year college scholarships in exchange for four years 

of active duty as regular commissioned officers. Because of quota re¬ 

strictions the number of officers commissioned from these programs are 

determined primarily by demand factors. We have therefore restricted 

our analysis to the number of applicants . 

There has been no apparent trend in the number of applicants to 

the Navy Regular ROTC p'-gram over the past eleven years (Figure 2). 

The net increase of onl^ six percent in the annual number of applicants 

contrasts sharply to the over 85 percent increase in the annual number 

of male high school graduates. The most plausible explanation is that 

a decline in recruiting effort in this program may be offsetting popu¬ 

lation growth. As population increases and program size remains con¬ 

stant, a sufficient number of applicants can be produced with less and 

less effort. Other factors that may explain this apparent lack of 

relation between applications and number of high school graduates are: 

the lengthening of the initial tour of obligated duty from three to 

four years in 1957; the provision of deferments to individuals enlist¬ 

ing in Reserve units under programs providing for an initial period of 

active duty training, typically six months, and a total six-year Reserve 

training obligation; declining relative military pay;1 and the increas- 
. . . 2 
mg availability of civilian college student aid funds. 

This analysis does not take into account the offsetting factor of 

rising costs of tuition and fees. These have risen in the private 

liberal arts colleges by 100 percent over the past ten years. 

1. Annual earnings of a newly commissioned officer increased 
7 percent during the period 1954-1963, in contrast to the 50 percent 
rise in starting salaries for college graduates. 

2. Expenditures for student aid in private liberal arts colleges 
changes both in the proportion of students receiving aid, and given 
this proportion, changes in the amount of aid received per student. 
This aid has increased by 160 percent from 1952 to 1962, implying 
that there are more student aid funds available per student now than 
in 1952 (U.S. Office of Education, Biennial Survey of Education). 
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FIGURE 2 Applicant! to Naval ROIC (Regular) and in Mala High School 
Graduates, 1954*1964 

Source: Appendix 6 
tr-t*-*?-» ,, 



(Figures from private liberal arts colleges are used in order to mini¬ 

mize the effects of graduate student aid, which is a large, tut un¬ 

determinable fraction of total aid in universities.) 

There are no direct statistics on applicants to the Service 

Academies. The closest one can get is the number of individuals 

nominated (Table 4). These figures substantially understate the 

number of applicants since there is a legal ceiling on nominations. 

The Army and the Air Force estimate that the number of applicants are 

approximately ten times the number of nominees to their academy pro¬ 

grams. The legal constraints on nominations make them poor measures 

of supply behavior. 

Table 4 

NOMINATIONS TO MILITARY ACADEMIES, 19SS TO 1964 

Year Army3 Navy Air Force 

1955 
1956 
1967 
1958 

1959 
1960 
1961 

1962 
1963 
1964 

na 
na 
na 
na 

2,434 
na 
na 

2,952 
3,104 
3,224 

3,925 
4,201 
4,690 
5,678 

5,972 
5,862 
5,735 

6.219 
5,684 
6.220 

6,500 
5,533 
5,260 
5,613 

6.781 
7,100 
7,210 

7,700 
7.781 
7,735 

a. Number nominated and examined. Understates number nominated, 
since all nominees do not take examinations. Figures for 195S- 
1958 and 1960-1961 were not available. 

These programs are the most expensive of the commissioning pro¬ 

grams. The average cost of a commissioned officer from one of the 

Service Academies ranges from $30,000 to $50,000. The Regular Navy 

ROTC Program produces a commissioned officer at an average cost of 

approximately $9,000.^ 

3. The marginal costs would be higher if expansion of the pro¬ 
grams resulted in a deterioration in the quality of their students 
and a consequent increase in attrition rates. 
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Legislation has recently been passed in Congress which authorizes 

the Army and the Air Force to establish ROTC programs similar to that 

ol the Navy Regular ROTC.^ These programs, once established, will 

contain up to 5,500 students each. These Services, unlike the Navy, 

will finance the last two years of schooling for students who have 

completed two years of ROTC, or have completed equivalent training 

during a special summer program. The net effect of this legislation 

will be to increase the number of new officers produced from Regular 

ROTC. 

3.3 COLLEGE STUDENT PROGRAMS 

ROTC Programs (other than Navy Regular ROTC), Marine Platoon 

Leaders' Programs, and Navy Reserve Officers' Programs share the 

feature of providing officer training concurrent with college training. 

The ROTC programs consist of four years of military science courses 

and four to six weeks of training during a summer. The Marine Platoon 

Leaders Class (PLC) and the Navy.Reserve Officers Course (ROC) consist 

of one or two summers of training during the college years. 

The major source of accessions from these programs is ROTC. There 

are currently 309 institutions offering ROTC programs. These schools 

account for 47 percent of the 1964 male undergraduate freshmen class. 

Physical and other limitations are imposed on participation.6 

Initial enrollments in ROTC do not appear to be limited by quotas 

or limitations of training personnel and equipment. However, institu¬ 

tional policy concerning enrollment in the basic ROTC program compli¬ 

cates the use of enrollment figures as evidence of supply behavior. 

Some institutions compel their students to take the basic ROTC program; 

4. The bill was entitled "Reserve Officers' Training Corps Vitali- 

zation Act of 1964." 

5. In fiscal year 1964, 15,391 of th« 16,389 commissions, or 95 
percent of the total supply produced from college student programs, 
were from the ROTC. 

6. The Navy, for example, does not allow married men to enter 
their program. Persons who have committed felonies are also in¬ 

eligible. 
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at other institutions the program is optional.7 The rormer will be 

called "compulsory" institutions and the latter, "voluntary" institu¬ 

tions. 

There was a shift in institutional policy, concentrated mainly in 

the years 1960 and 1961, away from requiring students to take basic 

ROTC. This has decreased the importance of the compulsory institutions 

in terms of overall student enrolljnent. Other things equal, enroll¬ 

ments in basic ROTC in compulsory schools are considerably higher than 

in voluntary institutions. To standardize for the effect of this shift 

in policy, we have classified the enrollment data by institutions 

according to their ROTC enrollment policy. 

Enrollments in the first course of basic ROTC (ROTC-I) were di¬ 

vided by male freshman enrollments to derive enrollment rates. 

Stability in these rates would imply stability in the relationship 

between enrollment in ROTC-I and male freshman enrollments. Several 

interesting patterns emerge. There has been considerable variation 

in enrollment rates in both the voluntary and the compulsory schools 

(Figure 3). Enrollment rates have generally been rising in compulsory 

schools and declining in voluntary schools. Part of this variation 

reflects changes that have occurred as institutions have changed en¬ 

rollment policies. Standardized enrollment rates appear in Figure 4. 

With the exception of the Navy, ROTC-I enrollments in compulsory 

schools have been rising at a more rapid rate than male freshman 

enrollments. This may reflect the gradual decline of GI-ßill 

veterans enrolled in these institutions."^ 

7. The basic ROTC program is generally taken during the first 
two years of college. 

8. In 1954 compulsory institutions accounted for 57 percent of 
the male freshmen enrollments in institutions offering ROTC; by 1953 
the fraction fell to 40 percent. A chronological account of the change 
appears in Appendix C. 

9. It would imply that proportional changes in the population 
would produce equi-proportionate changes in enrollments. 

10. Veterans enrolled in institutions of higher education have 
fallen from 451,000 in 1955 to 38,000 in 1963. See U.S. Bureau of the 
Census, Statistical Abstract of the United States, 1964 (85th edition), 
Wa shington, D. C. , 1§64, Table 37¾. 
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"he enrollment rate in voluntary schools cropped sharply for each 

service in 1957. The Navy and Air Force rates remained at the lower 

levels, but the Army rate rose above its former level in 1958. We 

believe tnis drop was the result of the 1957 decision of the Selective 

Service Board to defer persons above the age cf 19½ who fulfill their 

military obligation by enlisting in the Reserves, typically for six 

months of active duty training. In effect, this offered a more 

desirable option than ROTC (in terms of active duty time) for college 

students. The fact that the impact was felt less by the Army, which 

had a six-month active duty program for its ROTC Officers,11 further 

strengthens this speculation. 

With the exception of 1957, enrollment rates for the Army program 

were extremely stable until 1962, when the Armv eliminated its six- 

month active duty program. The enrollment rate then fell from 17.9 

to 15.5. We attribute the subsequent decline from 15.5 in 1963 to 13.5 

in 1964 to the influence of an Executive Order which, for all practical 

purposes, exempted married men from draft liability. This influence 

also had a substantial impact on the Navy and Air Force programs. The 

Navy's enrollment rate in voluntary schools fell from 2.9 to 2.2 and 

the Air Force rate declined from 18.3 to 16.5. 

Navy enrollment rates in voluntary schools declined also in 1962 

from 3.9 to 2.9, when it lengthened its initial tour of obligated duty 

from two to three years. The enrollment rate in the Air Force program 

dropped significantly from 19.8 to 18.4 in 1960, when its initial tour 

of obligated duty was lengthened from three to four years. 

With the exception of periods in which draft policies or tours 

of obligated duty were changed, enrollment rates have been fairly 

stable. The range of variation has been less than one per 100 male 

freshmen undergraduates in each of the programs. 

11. See Table 2. 
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3.4 COLLEGE GRADUATE PROGRAMS 

Accessions from the college graduate population are mainly derived 

from the Navy Officer Candidate and Air Force Officer Training programs. 

Table 5 contains data describing the annual number of applicants to 

these programs. It is apparent that the rising trend in applicants to 

these programs is due to more than just population growth. In fiscal 

year 1964, applicants to these programs totaled approximately eight 

percent of the male college graduating class in contrast to the three 

percent of 1954. The most significant feature of the table is the 

dramatic rise in the number of applicants between 1961 and 1962, when 

they more than doubled. This resulted from the expansion of the OTS 

program and the force buildup produced by the Berlin and Cuban crises. 

OTS applications more than tripled from 2.7 to 9.4 thousand as the 

program was expanded and the recruiting effort was increased. In sub¬ 

sequent years the number of applicants has stabalized at nearly 12 

thousand per year. There was also a sizable increase in the number of 

OCS applicants in 1962; but this increase may be attributed to the 

Berlin and Cuban crises and was not sustained in subsequent years. A 

sudden surge in applications to the Navy programs also occurred in 

1957. We have been unable to trace its cause. 

Statistics were not examined for the other college graduate pro¬ 

grams because of time and resource limitations and because of the small 

number of accessions from these programs. 

3.5 COLLEGE DROP-OUT PROGRAMS 

The Air Force and Navy Aviation Cadet programs draw their appli¬ 

cants from the ranks of the population with some college but no degree. 

Both programs are currently rather small and are gradually being 

phased out. Discussion with persons involved in recruiting for these 

programs revealed that there are considerably more applicants than 

there are places in the programs. 
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Table 5 

APPLICATIONS TO THE OCS, AOC, AND OTS PROGRAMS AND MALE 
BACHELORS, AND FIRST PROFESSIONAL DEGREES, 19b5-19643 

Fiscal 
Year OCS AOC OTS Total 

Male 
Bachelors and 
First Degrees 
(in thousands) 

1955 
1956 
1957 

1958 
1959 
1960 
1961 

1962 
1963 
1964 

5,699 
5,452 
7,590 

4,218 
5,686 
4,638 
5,096 

9,874 
6,808 
6,334 

17 
1,184 
1,707 

776 
716 

1,040 
1,688 

2,198 
1,920 
2,168 

2,608 
2,780 

9,429 
12,334 
12,008 

5,716 
6,636 
9,297 

4,994 
6,402 
8,286 
9,564 

21,501 
21,062 
20,510 

183 
199 
222 

242 
254 
254 
254 

261 
273 
298 

a. Applications: Unpublished tabulations from the Services. 
Bachelors and First Degrees: U.S. Office of Education, 
op. cit., 21. 

3.6 SUMMARY 

Among the non-prior service sources of officer-accessions, we 

noted that the Service Academies and the Regular-ROTC programs had 

excess supplies of applicants. Enrollments in the ROTC programs were 

found to be sensitive to institutional policy concerning compulsory 

enrollment in ROTC and to changes in draft policy. The OCS and OTS 

programs expanded substantially during the past ten years, largely 

because of the Services' decisions to recruit a larger proportion of 

its officers from the population of college graduates. The Cadet 

programs, currently being curtailed by the services, also appear to 

have had an excess of applicants over available places 

For programs which secure applicants from high school graduates 

or college drop-outs, the number of officers produced will be determineci 

by military service requirements since these programs have a substantial 

excess of applicants over available vacancies. Variations in the number 

of applicants to programs which draw from college freshmen or college 

graduates were found to be highly correlated with variations in the 

size of the population. 

21 



BLANK PAGE 



4 

MILITARY CONSCRIPTION AND THE SUPPLY OF NEW OFFICERS 

Military conscription operates to increase the supply of military 

officers over what the supply would have been in its absence. One 

could explain this behavior by suggesting that, to the potential 

officer, an increase in the likelihood of being drafted is equivalent 

to a reduction in -'xpected earnings over his civilian career. A 

potential officer can expect smaller earnings if he is drafted than ^ 

he can obtain at the same point in his career in a civilian occupation. 

Given earnings expectations in military and civilian occupations, an 

increase in the likelihood of being drafted represents an increase in 

the likelihood of experiencing two years ¿.t substantially reduced 

earnings for his civilian career, and thus acts to enhance the rela¬ 

tive attractiveness of military duty as an officer. Another explana¬ 

tion might be based on the distribution of potential officers with 

respect to their preferences and tastes for the uncertainty that ac¬ 

companies the draft. Given a finite likelihood of being drafted, those 

potential officers with considerable distaste for this uncertainty 

might volunteer to serve as officers in order to be able to determine 

the branch and type of military service they will perform. The larger 

the likelihood of being drafted, the greater the number of potential 

officers who will try to enter the Service as officers. 

For enlisted men the draft has both a direct and an indirect 

effect. It is clear that, other things equal, inductees would not 

have entered the service had it not been for the draft. The indirect 

effect is more difficult to isolate. It consists of those individuals 

who enter service by means other than induction (who therefore entered 

on an apparently voluntary basis), but would not have entered military 

service if there had been no draft. 

1. See Appendix I. 
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Since the impact of th'' draft on officer-procurement is indirect, 

estimating its magnitude is extremely difficult. We have examined 

two types of data relating to draft-impact—behavioral and attitudinal. 

Behavioral data were bared on directly observable events; attitudinal 

data were derived from responses to survey questionnaires. 

4.1 BEHAVIORAL EVIDENCE ON THE IMPACT OF THE DRAFT 

Some notion of the effect of changes in draft policy has already 

been derived from our description of the experience of the ROTC pro¬ 

grams. We noted that enrollment rates in ROTC-I fell dramatically in 

1957 after the six month active duty option became available to men 

of college age. We inferred from this that large number of college 

students, when given the choice, preferred enlisting in the Reserves 

for six months of active duty to enrolling in ROTC for a commission 

and at least two years of active duty. A similar decline in enroll¬ 

ment rates was observed after tours of obligated duty were lengthened. 

These actions imply that there are many individuals who, at current 

levels of expected relative military career earnings, are not willing 

to spend more than the minimum amount of time in military service. 

While this may only reflect a desire to minimize the period of con¬ 

tractual obligation, it is likely that, for some individuals, it also 

reflects an unwillingness to be in service at nil. 

The virtual exemption of married men from draft liability through 

an Executive Order signed by the President in September 1963 provided 

us with a unique opportunity to examine the way in which a particular 

group reacted to what, for them, appeared at the time to be an inde¬ 

finite deferment. Enrollments in Officer-Candidate School and 

Aviation Officer Candidate classes were classified by martial status 

of enrollees for the first three calendar quarters of 1963 and 1964. 

If we assume that relative changes in other factors affecting the 

supply of enrollees were independent of marital status, then dif¬ 

ferentials changes in enrollments by marital status for this period 

may te traced directly to the effect of the Executive Order. 
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fable 6 contains the statistics used in computing the "Executive 

Order effect " From these figures we might infer that the Executive 

Order reduced enrollments of married men in these programs 37 per¬ 

cent below what they otherwise would have been. However, otner 

events were operating during this period which lead us to suspect 

that this actually underestimates the Executive Order effect. The 

most important of these events was the announcement by President 

Johnson of a study to consider the possibilities of eliminating the 

draft, and the injection of the draft as an issue in the presidential 

election campaign. The creation of uncertainty as to the future of 

the draft should have caused draft-motivated enrollees to defer de¬ 

cisions about entering military service until after the issue had been 

resolved. Since married men had already been exempt from the draft 

by the time these events occurred it is likely that the uncertainty 

concerning the draft would have affected only single men, reducing 

their enrollments in these programs. Ihis would have reduced the 

differential decline between married and single enrollees that would 

have resulted fron the Executive Order alone. 

Table 6 

ESTIMATES OF THE EFFECT OF THE EXECUTIVE ORDER OF SEPTEMBER, 1963 
ON ENROLLMENTS IN THE NAVY OCS AND ROC PROGRAMS BY MARITAL STATUS* 

Enrollments, married candidates, first three 
quarters, 1963 

Enrollments, married candidates, first three 
quarters, 1964 

654 

381 

Percent change, married candidates, 1963-1964 - 41.7 

Enrollments, single candidates, first three 
quarters, 1963 

Enrollments, single candidates, first three 
quarters, 1964 

2858 

2730 

Percent change, single candidates, 1963-1964 - 4.5 

a. Bureau of Naval Personnel 
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Even if this were an unbiased estimate of the Executive Order 

effect, it is not necessarily an unbiased estimate of the draft-effect 

for groups other than married men. It is likely that married enrollees 

were relatively less draft-motivated than single enrollees even feiere 

the Executive Order since they had a relatively greater opportunity to 

qualify for exemption by means of dependency status. Thus, it is 

likely that their response understates the change that could occur to 

all enrollees from an elimination of the draft. These considerations 

lead us to conclude that 37 percent is a conservative estimate of the 

decline in officer-accessions that would occur in this program if the 

draft were abolished. 

4.2 EVIDENCE BASED ON SURVEY DATA 

Since we could not derive parametric estimates of the influence 

of draft pressure on procurement from the data available, we relied 

on responses to survey questions on attitudes and motives. Because 

of the likelihood of response or classification errors, we used a 

number of surveys and questions to check the consistency of our 

estimates. 

Civilian nonveterans were asked whether they would enter military 

service if there were no draft. The fraction of male college students 

and graduates who answered nyes, definitely” or "yes, probably" is 

shown in Table 7. Thirty percent of the male college students 

but only seventeen percent of the male college graduates responded 

that they would enter serv'ce in the absence of a draft. The more 

positive attitude of college students may be attributed to their 

relatively poorer civilian earnings opportunities and to the fact 

that they have not yet committed themselves as firmly to a civilian 

occupation as have the college graduates. It is interesting to note 

that, even when standardized for age, the male college students still 

show a greater willingness to enter military service than do the male 

college graduates. This is consistent with the notion that 

2. Deferments were granted to men with children prior to the sign¬ 
ing of the Executive Order. Other things equal, a married man should 
expect to qualify for this deferment more readily than a single man. 
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Table 7

DISTRIBUTION OF CIVILIAN NON-VETERANS BY WHETHER THEY 
WOULD ENTER MILITARY SERVICE IF THERE WERE NO DRAFT^

Huisbar
(in

thousands)

No IdM
School biroXlMnc 

Status
Yas,

Daflnltaly
Vas,

Probably
Ho,

Probably
Ho.

Daflnltaly
(In

thousands)

Colloqa qraduatoa i 
20-is yoar oUa 2St 2.4 14.6 67.7 IS.3 30

EnroUad in coUoga:
Undar 20 yoar* •OS 9.7 22.1 49.5 IS.9 175
20-25 yaart •67 S.9 22.0 S3.5 18.7 ISO
(Waiqhtad avoraga) — 7.7 22.0 Sl.S 18.9 ~

«. SpacUl tabulation producad fron Dapartvant of Dafaisa Survay of Civilian Han, 
1&>34 yaart old, Octobar, 1964, quastion 26, non>vctarar survay.

job-conanitment is an important factor in explaining the difference 
in attitudes bet%reen the two groups. It suggests that recruiting 
efforts ought to be concentrated on potential officers before they 
complete their schooling and become committed to specific civilian 
occupations.

Civilian veterans were asked substantially the same question. 
Thirty-four percent of the respondents »dio served as officers in 1954 
and afterward stated that they would have entered military service 
even if there had been no draft (Table 8). When these veterans were 
classified by level of schooling completed, it was found that those 
who had not completed college were substantially more positively in­

clined toward military service than were those %»ho had completed 
college. Again, this may reflect differences in alternative civilian 
earnings between the two groups.

Further estimates of the effect of the draft on officer-accessions 
were derived from two DoD surveys taken in 1964. Respondents analyzed 
were junior officers.

The first survey, the DoD Retirement Survey, was made in April 1964. 
Responses to two questions were tabulated for officers %^o had less than 
two years of active comnissioned service: one question asked for the

27



. V

n
Table 8

DISTRIBUTICW OF CIVILIAN VETERANS BY WHETHER THEY WOULD HAVE 
ENTERED THE MILITARY SERVICE IF THERE WERE NO DRAFT

Cjt» «nd Mode 
of Entry, kg* 
and Education
Tot«ls 
»«for« 195*

Enlisttd 
Officers 
Dr*ft k Reserve

i9S* «n0 Rfter
Enlisted 
Officers 
Or*ft E Reserve

Officers 
Before 19S4

Less th*n College 
Degree

College Degree
1954 *nd After

Less then College 
Degree

College Degree

Numter
(In

thousends)

2, 550
1,«14

SB
1,080
4,093
1,699

215
2,179

56
12

33
182

Percent
Yes,

Definitely

38.6
55.3
32.1
17.0
34.9
57.9
14.9 
18.7

32.1
33.3

31.8
15.0

42.4
9.9

Yes,
Protetly

18.8
19.5
14.3
18.1
19.4
23.0
19.1 
16.6

14.3
16.7

13.6
19.2

15.2
19.8

No,
Profc*tly

26.6
16.3
28.6
39.9
26.2
13.1
40.5
35.0

28.6
16.7

31.8
40. 7

30.3
42.3

No, 
Definitely

16.0

li;:
19.7
6.1

25.6
29.7

25.0

33.3

22.7

25.7

12.1
27.5

NianLer
(In thousends} 

No Ide*

273
94

356
103

31
223

9
22

Speci*l tefculation froir Departaent of Defense Survey 
old, October, 1964, Veteran survey, question 29.

of Civilian Hen, 16*34 years

respondent’s most important reason for entry into service; the sec­

ond asked for the respondent’s career plans at the time he entered 
service. the basis of their answers respondents were classified 
into groups which could conveniently be transformed to draft- 
motivated and voluntary accessions. Table 9 summarizes the distri­

butions .^ The rankings conform to a priori expectations. The mili­

tary academies had the smallest proportion cf its officers in groups 
considered draft-motivated, with the estimates ranging between 5 and 
10 percent. Other nonprior-service college-graduate officers were 
from 40 to 70 percent draft-motivated, depending on service and 
source of commission. Cadet programs, which draw their officers pre­

dominantly from the population of college dropouts, had proportionately 
less draft-motivated accessions. The proportion of ROTC officers who

3. Details are contained in Appendix G.
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Table 9 

COMPARISON OF SURVEY ESTIMATES OF PROPORTION OF OFFICERS 
WHO ARE DRAFT MOTIVATED8 

Retirement Survey Service Plans Survey 
Branch oí 
Service and 
Source oí 
Commission 

Most Important 
Reason For 
Entering 
Service 

Career 
Plans 

Most Important 
Reason For 
Entering 
Service 

Draft 
Influence 

Army 

Academy 
ROTC 
OCS 
Direct Ap¬ 
pointment 

Other 

5.6 
69.0 
37.2 

68.4 
38.4 

5.9 
66.5 
57.2 

73. 7 
24.9 

4.8 
70.4 
12.3 

79.8 
24.4 

9.4 
55.4 
41.5 

66.5 
19.4 

Navy 

Academy 
ROTC 
OCS 
Cadet 
Direct Ap¬ 
pointment 

Other 

10.5 
47.4 
61.0 
14.7 

55.3 
29.0 

7.3 
43.5 
62.5 

62.6 
15.8 

9.7 
66.1 
74.6 
28.5 

72. 7 
11.4 

9.4 
44.1 
58.7 

49.4 
41.1 

Marine Corps 

Academy 
ROTC (Navy) 
OCC 
Cadet 
Other 

7.1 
47.5 
52.9 
16.7 
28.6 

0.0 
43.7 
47.1 

17.0 

0.1 
62.5 
62.7 
8.6 
2.2 

0.0 
28.6 
38.6 

• mm 

10.2 

Air Force 

Academy 
ROTC 
OTS 
Cadet 
Direct Ap¬ 
pointment 
Other 

5.3 
42.3 
56.0 
15.4 

50.3 
49.7 

13.6 
39.4 
53.4 

60.9 
35.1 

7.1 
39.8 
43.7 
13.3 

73.2 
20.8 

15.6 
32.4 
48.9 

53.8 
26.8 

a. Estimates are derived from two DoD studies: Retirement Survey 
of Active Duty Personnel and Survey of Military Service Plans? 
Experience and RttituJës, Commissioned and Warrant Officers. 
The figures show 'here represent responses which are considered 
to reflect draft-motivation from questions concerning reasons 
for entering service, career plans, and whether or not the 
officer would have entered Service in the absence of the draft. 
See Appendix F for detail. 
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were draft-motivated was largest in the Army, which has the short.- t 

tour of obligated duty, and was smallest in the Air Force, which has 

the longest tour. The proportion of Navy OCS officers who were 

draft-motivated is considerably larger than the 37 percent implied 

by the Executive Order effect. 

The second survey, the DoD Survey of Active Duty Military Personnel 

as of 31 October 1964, contained two questions which were tabulated to 

estimate the proportion of first-term officers who were draft-motivated. 

They relatei to the respondent’s most important reason for originally 

entering service and whether, in the absence of a draft, they would 

have entered military service. Respondents were again classified 

into groups which could conveniently be called draft-motivated and 

voluntary. Distributions are also summarized in Table 9. Again the 

rankings conform with ^a priori expectations for nonprior-service first- 

term officers. 

Since the two surveys were taken within a relatively short time 

of each other we have classified essentially the same group of officers 

in each survey,^and the results should not vary significantly because 

of lac', of comparability between the two samples. The greater part 

of the variation in our estimates should be attributed to response 

and classification bias. The four estimates may be conveniently 

analyzed by type of survey question; two of the estimates were based 

on questions relating to the respondent’s most important reason for 

entering military service, one estimate was based on original career 

plans upon entry into military service, and one was based on whether 

the respondent would have entered service in the absence of a draft. 

There is significantly more variation between the estimates based on 

different questions than there is between the estimates based on the 

two similar questions. This supports our notion that the variation 

4. The tour of duty for first-term ROTC officers is two years 
for the Army, three years for the Navy, and four years for the Air 
Force. 

5. The first-term officers include officers with 3,4, and 5 
years of service, depending on the particular source of commission. 
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ia estimates is caused :y dilierence in wording of the questions on 

the several surveys. With the exception of the academy officers, the 

career-intent ions question produced the highest estimates of draft- 

motivated officer-accessions. The lowest estimates resulted from the 

question relating to iehavior if there were no draft. 

Finally, a National Science Foundation survey of 1958 college 

graduates asked these who had been in military service their reason 

for entering. Respondents had a choice of three answers: " :o follow 

a military career," "undecided," and "to discharge military obliga¬ 

tion." Table 10 contains the distribution of respondents by their 

military rank and their reason for entering service. Roughly two- 

thirds of the officers and five-sixths of the enlisted men responded 

that they were in service to discharge tfu-'r military obligation. 

We classified these respondents as draft-motivated officer-accessions.7 

This corresponds closely to our earlier figures of 70 percent of the 

civilian veteran officers who stated they would not have served had 

there been no draft (Table 8). 

Table 10 

DISTRIBUTION OF 1958 MALE COLLEGE GRADUATE MILITARY VETERANS 
BY REASONS FOR ENTERING SERVICE 

Rank Number 

Reason for Entérina 
To Follow a 

Miltary Career Undecided 
To Discharge 

Military Obligation 

Officer 

Enlisted 

Total 

2,595 

6,964 

. 

10.9 

3.1 

5.2 

22.2 

9.6 

13.0 

67.0 

97.3 

81.8 

a. Special tabulation, from the National Science Foundation survey 
of 1958 college graduates. 

7. The large percentage of college graduates who served as en¬ 
listed men and who were draft-motivated stems in part from the fact 
that some of these were inductees. 
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4.3 £:1MMAPY 

Evidence frorr.. the efiects of the Executive Orcier on enroll-'ents 

of married men in the Navy Officer Candidate pr 0010-1.1.. say jests that 

the proportion of of f icer'-accessions from that program who are draft 

motivated is at least 3/ percent. Tabulations from survey question¬ 

naires indicated that this proportion varies by source of commission, 

branch of service, and level of education. It is as fpgh as /b per¬ 

cent for non-prior service accessions from the college-graduate popu- 

lat ion through the fellowship programs. It is also relatively low 

for officer-accessions from college dropouts, ranging from 9 to ¿8 

percent in the Cadet programs. 
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5 

RELATIVE MILITARY EARNINGS AND 1HE SUPPLY OF OFFICERS 

Expected earnings of potential officers in military and civilian 

careers operate to determine the number who will choose military 

careers. Because of the many differences in military and civilian 

occupations, a potential officer might be unwilling to choose a 

military career for the same career earnings he would receive as a 

civilian. In principle, there is an "equilibrating” career earnings 

differential for each potential officer which, given his relative 

preferences for the non-pecuniary aspects of the work in each career 

makes him indifferent about working in either.* Potential officers 

will choose a military career only if the actual differential exceeds 

their equilibrating differential. Since individuals differ in tastes 

there will be some dispersion in equilibrating differentials. For 

a given dispersion, the larger the actual differential, the greater 

the number of potential officers who will choose military careers. 

This responsiveness of the supply of new officers to changes in pay 

differentials is an important consideration in estimating the cost 

of an all-volunteer officer force. 

5.1 ESTIMATION OF THE SUPPLY RESPONSE OF NEWLY COMMISSIONED OFFICERS 
WITH RESPECT TO CHANGES IN RELATIVE MILITARY EARNINGS. 

Officers commissioned by the different commissioning programs 

will display different sensitivities to changes in military end ci¬ 

vilian career earnings. Programs which now enjoy excess supplies of 

,- This discussion is based on the concept of "equalizing dif- 
ferentials found in the theory of occupational supply. See, for 
example, M. Friedman, Price Theory: A Provisional Text. fCMr«««» 
Aldine Publishing Co.,M. Erledman and 5. KuznSi, ScSÜ^ro 
Independent Professional Practice, (New York: National Bureau of- 
Economic Research, 1954) p. 82-83 
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applicants can, within a certain ranee, ineroase the number of officers 
they commission without changing expected aarnings. The Service 
Academies, ROTC-fellowship programs, and the Cadet Programs are cases 
for which this Kind of supply increase is possible. On the other 
hand, the ROTC and Officer Candidate programs do not appear to have 
an excess supply of applicants presently, even in the presence of a 
draft. Moreover, the considerable extent to which the supply of 
officer-accessions from these programs are affected by the draft 
strongly suggests that there would be a further shortage n the 
absence of a draft. These programs could not expand their outputs 
without an increase in expected earnings or without some other measure 
designed to increase their supply of applicants.

The only data from wriich the supply response could be estimated 
were statistics of ROTC enrollments in "voluntary" schools; i.e., 
schools that allow their students the option of enrolling in ROTC. 
Median 1963 incomes of the 1958 male graduates of these schools were 
derived from a special tabulation from a National Science Foundation 
survey. Other things equal, a higher level of income of the male 
college graduates should be associated with a lower level of enroll­

ments in ROTC-I. Our estimating equation^ was:

log e = log a ♦ b log + u (1)

2. This equation assumes the following relationship between 
officer-supply and expected earnings:

> 0

**ereuX equals the supply of applicants to ROTC per 100 mala freshmen; 
e<iuals expected military career earnings and Y^ equals expected

civilian career earnings. Expressed in logs, this equation may be 
written:

log X * log (log Y^^^ - log Y^)

This functional form is not necessarily the best to describe the 
supply relationship. It was chosen because there is reason to be­

lieve that the supply schedule is non-linear and the log-linear 
function is a convenient non-linear form. There is no a priori 
reason to think that this function is superior or inferTor to any 
alternative form.
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where e represents enrollments in ROTC per 100 male freshmen, 

equals median incomes of 1958 male college graduates, and u repre¬ 

sents a random error tem.^ 

Statistics of ROTC-I enrollments, undergraduate male freshmen, 

and median income of 1958 male college graduates are available for 

1983 from '2 schools which were classified as ’'voluntary.” While 

there were actually 150 "voluntary" schools which could have been 

used, many had to be dropped from the analysis because of inadequate 

sample sizes for computing medians or because the median income fell 

in open-ended classes. Two institutions were dropped because of 

strong administrative pressure on the students to enroll in ROTC. 

Estimates of pay-sensitivity were derived from regression analyses 

performed on the data from these 82 institutions. The dependent 

variable was enrollments in ROTC-I per 100 male undergraduate fresh¬ 

men, hereafter referred to as the "enrollment rate." A number of 

additional independent variables were added to the estimating equation 

to control the factors, independent of income, which affect enroll¬ 

ment rates. These included variables measuring program mix, the number 

of different ROTC programs offered, region (South and non-South) and 

place of residence of students (rural-urban), graduate school intentions, 

and family backgrounds of students. A description of the estimates of 

these variables and the manner in which they are expected to influer.ee 

enrollment rates appears in Appendix G. 

Table 11 summarizes the coefficients of the regression fit to 

Eq. 1. The variables that were significantly related to enrollment 

rates were income, three dummy variables denoting the ROIC programs 

available, and a dummy variable for regional background. These five 

variables accounted for 40 percent of the total variation in enrollment 

3. The effects of variation in military incomes (as well as the 
draft and tastes) will be reflected by the error term and will not 
bias our estimate of if they are independent of variations in in¬ 
comes of male college graduates. 

4. Income classes of $500 intervals were used between six 
nine thousand dollars and there were open-ended intervals below six 
and above nine thousand dollars. 
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rates. Their coeeficients all had the "expected" i Lyr.s and all but 

Region were statistically significant at the .001 level. Region was 

also significant, but only at the 0.05 level.^ Hie remaining inde¬ 

pendent variables did not contribute significantly to "explaining" 

the variance in log e, and they had virtually no etrect on the 

income coefficient. The regression coefficient of the income variable 

implies that a 10 percent increase in civilian income is associated 

with a 19.9 percent reduction in the enrollment rate. The coefficients 

of the dummy variables representing program mix may be interpreted as 

"shift" variables; i.e., for a given level of income, the presence of 

the Army program results in a larger enrollment rate than if there 

were no Army program; for given levels of income, the presence of the 

Navy program results in a smaller enrollment rate than if there were 

no Navy program.& The sign of the Region coefficient indicates that, 

given income and types of programs available, Southern schools have 

higher enrollment rates than non-Southern schools. Further regressions 

were run on Eq. 1 with the interaction between income and each of the 

dummy variables as independent variables. This tests whether these 

dummy variables affect the slope as well as the level of the supply 

5. Auto correlation in the residuals ranked by the magnitude 
of log e was discovered. This means that the significance levels 
are overstated. 

6. Algebraically, this may be illustrated by the following 
example: 

Let X ^ a + bY + cZ, where Z = 1 if there is an Army program 

= 0 is there is no Army program 

and c > 0. 

For schools with an Army program, this equation solves to: 

X = (a + c) + bY. 

For schools with io Army program, the equation becomes: 

X = a + bY. 

Thus, the presence of an Army program raises X by c for all values 
of Y. 
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Table 11 

COEFFICIENTS ESTIMATED FROM LOG-LINEAR ESTIMATING EQUATION 

Variable Constant Y 
eg 

D-A D-N D-AF 
O 

Region R* 

Coefficient 

Standard 
error 

t-ratio 

8.869 

3.053 

2.91 

-1.987 

.7935 

-2.50 

.2696 

.0616 

4.38 

-.2166 

.0571 

-3.80 

.1956 

.0648 

3.02 

- .1585 .41 

.0737 

-2.15 

Glossary: 
YCg = median 1963 income of male college graduates 

D-A = dummy variable; equals one if Army ROTC is offered 
and zero if it is not. 

D-N = dummy variable; equals one if Navy ROTC is offered 
and zero if it is not. 

D-AF = dummy variable; equals one if Air Force ROTC is 
offered and zero if it is not. 

Region = dummy variable; equals zero if the school is in the 
South and one if the school is not. 

function.7 The interaction terms were not significant, leading us 

to conclude that the dummy variables are important determinants of 

enrollment rates, but do not affect the sensitivity of these rates 

to changes in income. 

We suspect that the poor results derived from the education 

variable—the proportion of the 1958 male college graduates who took 

some additional schooling beyond the bachelors degree—was due in 

part to measurement error. This statistic does not adequately 

7. Again the effect of the interaction term on the slope may be 
demonstrated algebraically: 

Let X = a + bY + cZ + dYZ, where Z = 1 if the school has an Army 
program; 

= 0 if the school has no Army 
program; and 

c > 0. 

For schools with an Army program, this equation becomes: 

X = (a + c) + (b + d) Y. 

For schools with no Army program, the equation becomes: 

X * a + bY. 
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reflect the number of 1958 male college graduates who continued 

their schooling full time after having obtained their bachelors 

degree. In teaching, for example, many continue their schooling on 

a part-time basis because they are paid higher salaries if they have 

taken additional course work. A possible bias may result because 

students who have taken graduate training may have earned more 

money on average in 1963 than students who did not. They are less 

likely to enroll in ROTC because they do not wish to tie themselves 

down to military service after college graduation or because they 

think that the further exemptions for graduate school lessens the 

probability of their being drafted. If the true education variable 

is positively related to our estimate of income, failure to measure 

it properly may cause the income variable to capture some of the 

effects of the education variable, and may lead to an overstatement 
Û 

of the income coefficient. 

Similar regressions were run on the following estimating 
, 9 

equation. 

6 ' aA + bA Ycg + U <2> 

We again experimented with a variety of independent variables other 

than income in our regression analysis. 

The results are quite similar. Virtually the same variables 

proved to be significantly related to enrollment rates but the pro¬ 

portion of the variance that was accounted for was somewhat less. 

8. If one expects a negative relation between education and 
enrollment in ROTC and a positive relation between education and 
income of college graduates, then omitting education from the 
equation results in its effects being included with those or che 
income variable, biasing the coefficient of the income variable 
toward a negative coefficient. This is commonly called a "speci¬ 
fication bias." For a discussion of this bias, see Z. Griliches, 
"Specification Bias in Estimates of Production Functions," Journal 
of Farm Economics, February 1957, pp. 8-20. 

9. This implies the following supply function: 

X ~ aA + ß* (Y A ' m V 
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The regression coeiticients are sumn¡ari»'.ed in lable 12. The ni¬ 

ables tor Air Force Program and Region proved to be significant at 

the 0.10 level. At the point representing the mean value ot income 

and enrollment rates, a 10 percent increase in income is associated 

with a 13.5 percent decrease in enrollment rates.10 This regression 

equation produced a slightly less sensitive response to pay changes 

than did the log-linear equation. 

Table 12 

COEFFICIENTS ESTIMATED FROM LINEAR ESTIMATING EQUATION 

Variable Constant Y 
cq 

D-A D-N D-AF Region R2 

Coefficient 

; tandard 
error 

t-ratio 

50.75 

14.33 

3.54 
— 

-.003916 

.001954 

2.0 

9.692 

2.682 

3.61 

-9.431 

2.483 

-3.80 

3.631 

2.830 

1.28 

-4.815 

3.220 

-1.50 

.33 

Glossary: See Table 11. 

5.2 SUPPLY RESPONSE IN THE ABSENCE OF A DRAFT 

These regression equations were estimated in the presence of a 

draft. It is difficult to determine directly the pay sensitivity of 

the enrollment rate if there were no draft. Removal of the draft 

may simply lower the enrollment rate by an equal (or equipropor- 

tionate) amount at all levels of income, or may both lower the en¬ 

rollment rate and change the sensitivity of the estimated supply 

function. 

Several attempts were made to determine whether the sensitivity 

would change. Responses to survey questions indicate that first- 

term officers and former officers have been slightly more draft- 

motivated at higher levels of expected or actual civilian earnings. 

10. This was derived by multiplying the income coefficient, 
-.003916, by the ratio of the average value of Y , $7,723, to the 
average value of e, 22.42. In economic parlance,ythis measures 
the elasticity of enrollment rates with respect to income at their 

means. 
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Table 13 contains the distribution of 1958 male college yradu ites 

who served as officers and listed "to fulfill military obligation” 

as their reason for entering service. The proportion rises with 

income, but the relationship is weak. Table 14 contains the dis¬ 

tribution of first-term officers grouped by Service, expected 

civilian income and their responses to the question: If there were 

no draft and you had no military obligation, would you have entered 

military service? In the Army and the Air Force the proportion who 

answered "yes” declined with expected civilian income. However, the 

relationship does not appear to hold for the Navy and the Marine Corps. 

These tabulations indicate that there is some systematic relation¬ 

ship between the effects of the draft and income. We can therefore 

state that there is some evidence indicating that pay-sensitivity 

differ in a no-draft world. However, the evidence is extremely 

weak. 

If we assume a positive relationship between draft-effect and 

income, then our estimates of pay-sensitivity tend to overstate the 

oay-sensitivity in no draft circumstances. In the case of the arith¬ 

metic Eq. 2, if the effect of an abolition of the draft was to reduce 

enrollment rates without effecting the estimated income coefficient, 

a given relative change in income would produce a larger relative 

change in enrollment rates. Enrollment rates would be lower, while 

the income coefficient and average civilian pay would remain unchanged. 

For example, if we use a draft-effect of .4, a 10 percent increase 

in civilian income would produce a 22.5 percent decrease in enroll¬ 

ment rates in the absence of a draft. 

5.3 SUMMARY 

Evidence derived from ROTC participation rates in voluntary 

schools suggests that officer-accessions are highly responsive to 

variations in civilian income. A 10 percent increase in civilian 

income was associated with a decrease in participation rates between 

13.5 and 19.9 percent, depending on the estimating equation. These 

equations also account for the effects of different program mixes 
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TabJe 13 

DISTRIBUTION OF 19S8 MALE COLLEGE GRADUATES WHO HAVE 
SERVED OR ARE SERVING AS OFFICERS BY THEIR REASON 

FOR ENTERING .MILITARY SERVICE AND INCOME3 

Income, $ 
Proportion Who Answered 

"To Fulfill Military Obligation" 

Less than 7,000 

More than 7,000 

59.8 

69.9 

a. Special tabulation from NSF, 5 year follow-up of 1958 college 
graduates . 

Table 14 

DISTRIBUTION OF FIRST-TERM OFFICERS BY WHETHER IN THE ABSENCE 
OF A DRAFT, THEY WOULD HAVE ENTERED MILITARY SERVICE, 

EXPECTED CIVILIAN INCOME, AND BRANCH OF SERVICE3 

Branch of Service and 
Expected Civilian Income Percent Who Responded "Yes" 

Army 

Less than $7,500 
More than $7,500 

53.5 
46.7 

Navy 

Less than $7,500 
More than $7,500 

53.8 
64.8 

Marine Corps 

Less than $7,500 
More than $7,500 

68.0 
76.5 

Air Force 

Less than $7,500 
More than $7,500 

62.7 
57.4 

a. Special tabulation from the DoD Officers Survey, 
October 1964. 
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and Region, which were also found to be significantly related to 

enrollment rates. Other variables, such as the number of programs, 

size of place, and family background proved to have little effect 

on our estimates of pay-sensitivity. We believe our estimates may 

overstate che actual pay-sensitivity of ROTC programs due to our 

inability to adequately control for the effects of graduate school 

plans of potential enrollees. The effect of the presence of a draft 

on our estimate is unclear and it is difficult to determine how 

estimates made in no-draft circumstances would have differed. 
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6 

S'IMMARY OF FINriNGS AND ESTIMATES OF THE 
COSTS OF AN ALL-VOL'INTEER OFFICER FORCE 

6.1 TRENDS IN OFFICER-PROCUREMENT 

Variations in new officer-accessions were found to be closely 

associated with changes in military manpower force levels. In 

addition, many of the commissioning programs showed evidence of an 

excess supply of applicants. These factors combined to indicate 

that the number of new officers commissioned was determined largely 

by quotas and was strongly affected by demand rather than supply 

factors. 

Examination of applicants and officers commissioned from the 

various commissioning programs over the period 1957-1964 produced 

several Interesting findings: (1) programs which offered free 

college educations (i.e., Service Academies and Regular ROTC) had 

considerable excess supplies of applicants; (2) programs which 

commissioned officers without college degrees (i.e., Warrant Offi¬ 

cers, All Other) also had excess supplies of applicants; (3) there 

was a tendency for the Services to draw a proportionately larger 

number of their officers from the college-graduate population 

(Service Academies, ROTC, Officer-Candidate schools and Direct 

Appointment programs). All of these accord well with what economic 

theory woulc. suggest. 

The popularity of the programs which subsidize college training 

stems in pc\rt from the high returns offered in the form of improved 

earnings potential relative to the cost to the individual. Military 

careers as officers appear more attractive to persons without college 

degrees in part because initial earnings opportunities in military 

careers relative to nonmilitary careers are higher than they are 

for college graduates. Newly commissioned officers were paid 
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approximately $4,800 per year (base pay, allowances, and tax advan¬ 

tages) indepencent of their schooling completed.1 In contrast there 

was a 11.1 percent differential between the median incomes of males 

who were 25 to 34 year-old college graduates and males in the same 
2 

age group who had one to three years of college. The tendency ot 

the Services to enrich the educational mix of their officers is 

typical of the behavior of employers in loose labor markets. With 

the draft stimulating more potential officers to seek commissions 

than otherwise would, the labor market for newly commissioned officers 

has been predominantly a buyers market and available positions have 

been rationed by raising educatimal standards. 

6.2 POPULA IT ON AND THE SUPPLY OF OFFICER-ACCESSIONS 

Because of the demand constraints operating on many of the com¬ 

missioning programs, our analysis of the effects of population on the 

supply of officers was limited to programs in which demand constraints 

did not exist. The most fruitful source of data was that generated 

by ROTC. We discovered that demand constraints had been operating 

on the number of new officers produced from these programs, but 

that recently these programs were unable to meet their production 

goals. Moreover, there did not appear to be any significant con¬ 

straint on enrollment in first-year ROTC (ROTC-I). We performed 

our analysis on data for schools stratified by whether ROTC was 

’’compulsory" or "voluntary" for first-year students. Data for com¬ 

pulsory schools were not useful in understanding voluntary supply 

1. Newly commissioned officers with post-graduate training in 
certain areas are exceptions to this statement. Their military pay 
is considerably higher because they are initially commissioned inte 
higher ranks, or are given longevity credit for the time they spent 
in graduate school, or are given special pays in addition to their 
base pay and allowances. A detailed analysis of military and civilian 
pay is given in Appendix H. 

2. College graduates had a median income of $7,235 and persons 
with one to three years of college had a median income of $6,386 in 
1964. U.S. Bureau of the Census, Current Population Reports, Series 
P-60, Consumer Income, No. 47, Table 22. 
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behavior. The relation between eligible population and officer- 

supply was examined by means of the "enrollment rate" in ROTC-I_ 

the number of males enrolled in ROTC-I per hundred male undergraduate 

freshmen. This "enrollment rate" proved to be stable except for 

years in which major changes occurred in either draft policy or policy 

regarding the length of the initial tour of duty for ROTC officers. 

In general, whenever a new policy tended to reduce the likelihood 

of a potential ROTC student being drafted or resulted in his having 

to serve a longer tour of duty, the enrollment rate fell. We con¬ 

cluded from these data that, given draft policies and a stable length 

of initial tour of duty, "voluntary" enrollments in ROTC would vary 

proportionately with variations in enrollments of undergraduate male 

freshmen. 

6.3 THE EFFECTS OF MILITARY CONSCRIPTION ON THE SUPPLY OF NEW OFFICERS 

Evidence implying a substantial draft-effect on officer-procure¬ 

ment was described in Section 5. Enrollment rates in ROTC were quite 

sensitive to changes in draft policy and tour of obligated duty.3 

Further evidence of how the draft affects officer-supply was obtained 

from an analysis of the effect of an Executive Order in September, 

1963, which placed married men at the bottom of the draft pool. En¬ 

rollment statistics, classified by marital status of the enrollees, 

vttni examined in the Navy Officer-Candidate program for the first 

three quarters of 1963 and 1964. We inferred from these data that 

the Executive Order reduced enrollments of married men 37 percent. 

This represented a lower bound estimate of draft-effect for this 

program. 

Since there were no direct behavioral data for all programs which 

would allow us to distinguish between draft-motivated and truly vol¬ 

untary officers, we had to rely on responses to survey questions. 

3. While the declines in enrollment rates accompanying the 
lengthening of initial tour of duty may only reflect aversion to 
long contractual agreements, it is also likely that it reflects, 
for some, an unwillingness to be in service at all. 
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Questions appearing on surveys conducted by the Department of Defense, 

sureau of the Census, and National Science Foundation were analyzed. 

These questions dealt with reasons for entry into service and whether 

the respondent would have entered service in the absence of a draft. 

There was an inverse relationship between level of education and 

estimated impact of the draft on officer-accessions. Among civilian 

nonveterans, college students displayed more of a willingness to enter 

service in the absence of tne draft than did college graduates. Among 

civilian veterans, ex-officers who did not possess college degrees 

were less motivated by the draft to seek commissions. First-term 

officers on active duty in 1964 were asked in two separate surveys 

questions relating to their motives for entering service and their 

career plans when they entered service. Officers commissioned from 

programs that did not require college degrees were less motivated by 

the draft than officers commissioned from college graduate programs. 

Officers who obtained their commissions by means of direct appointment 

(primarily doctors, dentists, veterinarians, and chaplains) tended 

to be most highly influenced by the draft in their decisions to 

obtain commissions. Service differentials in estimates of draft- 

effect for a given type of program may, in part, be due to different 

lengths of initial tours of duty. The draft had a relatively large 

influence on officers commissioned from the Army ROTC program, which 

has a two year initial tour, and a relatively small impact on the 

Air Force ROTC program, which has a four year initial tour. Officers 

commissioned from the Navy Officer Candidate program, which has a 

three year tour, were more highly influenced by the draft than were 

oiticers commissioned from the Air Force Officer Candidate program 

(OTS), which entails a 4 to 5 year initial obligation.4 Officers 

commissioned from the Service Academies exhibited the smallest 

draft-motivation. 

4. Army OCS consists largely of officers commissioned from the 
enlisted ranks and is not comparable to the Navy OCS and the Air 
Force OTS. 
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The inverse relation between draft-impact and level of education 

may be evidence of the relatively better earnings oppoi tur.itie:, the 

military affords a potential officer without a college degree. How¬ 

ever, it is also consistent with a taste differential for the non- 

pecuniary aspects of military relative to civilian working conditions, 

i.e., that persons with higher levels of education have more aversion 

to the military working environment. The inverse relation between 

draft-impact and length of initial tour may reflect aversion to long 

term commitments. Regular officers may be less motivated by the draft 

because programs producing Regular officers systematically select 

more highly motivated applicants. 

6.4 THE EFFECTS OF PÄY ON THE SUPPLY OF OFFICERS 

The effects of relative pay will differ among the commissioning 

programs for a variety of reasons. A particularly relevant reason 

is the presence or absence of excess supplies of applicants to the 

programs. Commissioning programs with an excess of applicants can 

expand their output without resort to changes in relative military 

pay simply by enlarging their inputs. Programs without an excess of 

applicants can expand their output only by increasing their supplies 

of applicants. One method of expanding these supplies is to make 

military careers more attractive by raising relative military pay. 

Because of excess supply conditions in most programs, there were 

only a few programs which appeared to be potentially fruitful in 

yielding estimates of elasticities of supply with respect to relative 

military pay. We again focused on ROTC because data existed from 

which supply relationships could be identified. Earnings of college 

graduates were negatively associated with enrollment rates. Enroll¬ 

ment rates were also significantly related to the type of ROTC program 

and the geographic location of the institution. Enrollment rates 

tended to be higher in schools offering Army or Air Force programs 

and in schools located in the South. The effect of types of ROTC 

program appears to reflect differences in recruiting philosophies 

among the Services. The Navy expects all entering students to stay 
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with the ROTC program until completion and commissioning; the Army 

and the Air Force are less demanding. The South-non-South ditieren- 

tial in enrollment rates may be reflecting regional difttrences in 

tastes for military careers. Supply elasticities estimated from 

logarithmic and linear equations were 1.99 and 1.35, respectively. 

6.5 ESTIMATION OF THE COST OF AN ALL-VOLUNTEER OFFICER FORCE 

The findings of this Study provide a basis for determining the 

cost of eliminating the draft. Briefly, if one wished to determine 

the additional cost to the Department of Defense of procuring its 

officers without the help of the draft, one must determine (1) the 

difference between required and actual accessions in the no-draft 

world; (2) the pay increase required to overcome the accession de¬ 

ficiency; and (3) the cost of such an increase. To determine the 

accession deficiency, we first estimate the supply of accessions 

with a continued draft. This supply may then be adjusted downward 

by our estimates of the impact of the draft on officer-accessions. 

The estimates of no-draft officer supply are then subtracted from 

accession requirements to produce the estimated accession deficiency. 

The pay increase required to overcome this deficiency may be computed 

from our estimate of pay-elasticity, and its costs calculated on the 

basis of the 1964 force level. 

The costs of maintaining an all-volunteer officer force in 1972 

were estimated. We assumed that active force strength would return 

to pre-Vietnam levels of 2.65 million officers and enlisted men and 

that the state of cold-war tension would also return to pre-Vietnam 

levels. 

Officer-accessions with a continuée draft were projected to fiscal 

years 1971 through 1973 by assuming that draft pressure, cold war 

conditions, and relative military pay would remain at the fiscal year 

1964 level. Thus, the only variable capable of influencing accessions 

would be eligible population. It was further assumed that commissioning 

programs operating under quota constraints would not be affected by 

population, but would expand in accordance with service plans. The 

programs affecteci by population are ROTC and Officer Candidate programs 
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(which produced almost three-fourths of the newly commissioned officers 

in 1964). Table 15 contains a summary of these projections. 

Table 15 

PROJECTED ANNUAL NUMBER OF POTENTIAL OFFICER-ACCESSIONS FOR 
FISCAL YEARS 1971-1973 WITH A CONTINUING DRAFT6 

Service Number (in thousands) 

Army 

Navy 

Marine Corps 

Air Force 

19.2 

11.7 

2.8 

13.8 

TOTAL 47.5 

a. Sources and details are contained in Appendix I. 

The Services have met their required officer-accessions with 

little difficulty in the past. Given a continuing draft and stable 

relative pay, population growth will enable the Services to continue 

to meet the officer-accession requirements to maintain a 2.65 million 

man total force. Obviously, the Services will take only the number 

of new officers required. This projection of potential officer- 

accessions, then, provides a base from which we can estimate actual 

officer-accessions in the absence of a draft. 

Projections in the absence of a draft were derived by reducing 

the projections of potential officer-accessions on the basis of the 

estimated draft effect.^ In reducing the projections-with-draft, we 

assumed that officer-accessions from the Service Academies, Regular 

ROTC, Warrant Officer, and ’’Other” accession programs were not af¬ 

fected by the elimination of the draft.6 The projected no-draft 

accessions were 27 percent short of required accessions (Table 16). 

Required officer-accessions were estimated to be the annual total 

officer losses expected during these years. These expected losses 

were generated fron estimates of loss rates in an all-volunteer force 

6. While these programs also produce some draft-mot iva ted officers, 
we assumed that the excess supplies of applicatnts to these programs 
will more than offset the decline in applicants due to the abolition 
of the draft. 
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Table 16 

PROJECTED ACTUAL AND REQUIRED OFFICER-ACCESSIONS IN THE ABSENCE 
OF A DRAFT, ANNUAL AVERAGES FOR FISCAL YEARS 1971-1975* 

Service 
Actual 

(in thousands) 
Required 

(in thousands) Act./Req. 

Army 

Other Services 

TOTAL 

9.6 

16.7 

26.3 

13.0 

23.0 

36.0 

.74 

.73 

.73 

a. Sources and details are contained in Appendix J. 

which were derived from responses to a question about retention plans 

of officers, cross-classified by whether they were draft-motivated 

or voluntary. Required accessions were reduced because of the lower 

loss rates of volunteer officers. However, a full reduction was not 

assumed to occur immediately because of the remaining draft-motivated 

officers who entered service before the draft was eliminated. Obviously, 

if we had made such a full reduction in losses (or requirements), the 

estimated accession deficiency would have been smaller, and the costs 

of the all-volunteer force that might be obtained over a period of 

years would have been lower than those estimated.8 

If the draft were eliminated and relative military pay were 

maintained at the 1964 level, projected accessions would have to 

be raised by 37 percent to maintain a 2.65 million man total force 

in 1971-1973. The pay increase required to overcome projected 

officer recruitment deficits in 1970-1971 were derived from the 

el sticity estimated from the logarithmic Eq. 2. This assumes 

that the elasticity derived from the cross-section data is also 

applicable to the time-series data. The shortage of 9.7 thousand 

officers is about 60 percent of what we considered pay-sensitive 

7* DoD Survey of Active Military Personnel as of 31 October 1964. 

8. foe estimate of the full effects of reduced requirements of 
new officers made after this study, reduces accessions required for a 
theoretical stable force to 28.4 thousand, resulting in a shortage of 
only 1.1 thousand officers. W. Y. Ot, "The Economic Cost of the 
Draft,w American Economic Review. LVII, (May 1967) No. 2, pp. 39-62. 
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officer-accessions and could be eliminated by raiding first-term 

military pay by 30 percent ($1443 annually for first-term officers).10 

The total cost of this pay increase depends upon how it is allo¬ 

cated. In analyzing alternative methods of allocation, we ignore the 

possible affects of changes in the structure of military pay on reten- 

wíon iates. One method of allocation is to offer the increase as an 

enlistment bonus to be paid at the rate of $120 per month over the 

first two years of obligated service. This would not interfere with 

the current pay structure and would be flexible (i.e., the bonus can 

be varied according to the needs of the Service). An alternative 

method is to raise the base pay of officers with less than two years 

of service by $120 per month. This requires an increase in the base 

pay of officers with more than two years of service to maintain a 

positive relation between base pay, pay grade, and years of service. 

The costs of these pay increases are summarized in Table 17. It would 

cost from $68 to $363 million to raise pay enough to produce an all- 

volunteer force. Increasing base pay would cost from three to five 

times the cost of paying recruiting bonuses. The costs of the base 

pay increases could be reduced by allocating them without attempting 

to maintain the structure of the current base pay profile.11 

ra Die 17 

ESTIMATES OF THE COSTS OF RAISING PAY BY THE AMOUNT REQUIRED 
TY'i cutrrr rrv~\ ahit t__» ^ 

Method of Pay 

Recruitment Bonus 
Cost (in millions of dollars) 

68.0 
Increase Base Pay8 

Method I 
Method II 

213.8 
363.8 

a. Details are discussed In Appendix K. 

« lt: 8^ou^ b* noted that this estimate assumes that the subbIv 
»oMlítSZSí ÎÎTnîïî ROTC~Regular, Warrant Officer, Direct^ 
Appointment and "All Other" programs would not be Influenced bv nav 
Chaí°ÍLb^u»* th#y ar* already constrained by demand. We als©*** 
excluded 844 Asuy officers commissioned from the OCS program who were 
assumed to be prior-service enlisted men. * ^ 

* onV*rc*nt increase in civilian pay has the 
same effect on officer supply as a one percent decrease in minravu 
pay and that potential officers consider only first-term nav aa^we^ 
h.v. iMMurad it in dMldlng «htthtr to .nur »iut.”™^lc" 

Apptndix K*t*Í1’ 0Í th* 00,C Ptoowluro «n oontnii-l in 
51 



This cost does not account for the increases in retirement costs 

that will result from having to pay nettement on a larger base pay 

to a larger number of officers. Offsetting this, it does not account 

for the saving which will result from the lower turnover of an all- 

volunteer force. The first two factors do not affect our estimates 

of the costs of shifting to an all-volunteer force by means of a 

recruiting bonus. 

These estimates represent the increased budgetary costs of the 

Department of Defense. They are based on a large number or assumptions. 

In particular, we assumed that the cross-section estimates of the 

responsiveness of the supply of officer-accessions were good approxi¬ 

mations of the time-series estimates. Our cost estimates are biased 

if this assumption is not valid. For example, if the estimated 

responsiveness from time-series experience was lower, the cost estimates 

would be higher. Unfortunately, available time-series data are not 

adequate for estimating a response coefficient for military pay. In 

addition, we assumed that the supply of officer-accessions was 

influenced only by first-term pay and that first-term officer retention 

would be influenced by first-term pay only to the extent that it 

changes the distribution of first-term accessions between voluntary and 

draft-motivated accessions. Altering the pay of first-term officers 

relative to career officers may have further effects on retention 

behavior. Ho attempt has been made to estimate the overall costs and 

benefits to the entire economy of shifting to an a11-volunteer force.12 

Under most conditions a shift to an all-volunteer force should produce 

net benefits. 

12. These costs end benefits have been discussed at great length 
in a number of places. See, for example, S. H. Altman and A. E. 
Fechter, "The Supply of Military Personnel in the Absence of a Draft " 
American Economic Review, LVII (May 1967) No. 2, pp. 19-31, esp. p. 31; 
if*- ^* °P* iflF C1?» » k. Hansen and B. Â. Weisbrod, 
Economics of the Military Draft,” Quarterly Journal of Economics 

ÎÎÏÏÏÏ S°¿ 3' PP- 395jfeir-H'. iilmiS; »Hiliba^anp¿wer 
Utilisation,” in S. Enke, ed., Defense Management, (Englewood Cliff*. 
Mew Jersey: Prentice-Hall, January 1%7), pp. 2*6-266. ’ 

\ 
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Appendix A 

COMMISSIONED OFFICER-ACCESSIONS BY SOURCE 
1957, 1960-1965, AND PROJECTIONS FOR 1966 

AND 1967 
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Table A1 

COMMISSIONED OFFICER-ACCESSIONS BY SOURCE 

- —r _Actual_ Proorammed 
FY 1957 IfY I960 |rY 1961 |FY 1962 | ÍY 1963 |FY 1964 ! FY 1965 FY 1966 FY 1967 

ARMY 
Academies 
ROTC 
OCS 
AD for Res 
Dir Apt MC/DC/VC 

Other* 
All Others6 

TOTAL 

406 
7,930 

658 
1,548 
1,950 
1,101 

203 
117795 

503 
6,252 

729 
525 

1,418 
486 
364 

177777 

487 
6,901 

565 
180 

1,406 
524 
521 

157583 

537 
11,992 

608 
1,343 
2,339 

781 
555 

187155 

465 
10,578 

781 
906 

1,778 
797 
663 

15,958 

494 
10,837 
1,686 
1,042 
2,473 

621 
602 

177757 

524 
9,886 
2,2 77 

595 
1,664 

6Ü0 
792 

17,3§8 

— 
565 

11,248 
6,527 
1,611 
3,529 
1,494 
1,105 

36,579 

565 
12,400 

3,537 
1,868 
2,130 
1,074 
1,576 

71ÍI5Ü 

Academies 
ROIC-Regular 

-Contract 
OCS/AOC 
DfV" 

1JAVCAD 
AD fr Res 
Dir Apt HC/DC/ 

Otherc 
All Others“ 

TOTAL 

S68 
1,064 

966 
4,602 

214 
1,546 

1,624 
439 

2,027 
177155 

HAVy 
648 

1,012 
949 

2,852 
188 
527 
110 

1,038 
217 

1,824 
77555 

664 
894 
BIS 

2,577 
147 
415 

60 
1,025 

228 
787 

77TO 

62 S 
793 
644 

4,541 
129 
355 
139 

1,285 
360 

77774 

722 
974 
775 

4,687 
132 
361 
106 

1,093 
186 

1,079 
T5Í7I7 

837 
810 
80C 

4,09’ 
265 
’di 
64 

1,067 
340 
859 

7,518 

714 
900 
676 

3,877 
283 
361 
515 
966 
465 

2.215 
tüTttö 

826 
891 
687 

2,950 
335 
361 
583 

1,849 
552 

1,286 
157355 

Academies 
ROTC-Regular 

-Contract 
occ 
Plat Ldrs Cl 
AVCAD 
AD fr Res 
Dir Apt* 
All Others* 
Temporary Officer9 

TOTAL 

62 
189 
160 
640 
548 
304 
192 

34 
53 

2,181 

70 
195 
108 
411 
585 
183 
108 

66 
40 

1,796 

MARINE CORPS 
69 

169 
157 
593 
567 
137 
146 

38 
45 

70 
166 

81 
1,024 

591 
113 
212 

44 
69 

1,921 2,370 1,992 

82 
166 

37 
686 
547 
226 

82 
57 

109 

78 
126 

59 
332 
733 
2 36 

64 
26 
85 

T7TÏ7 

78 
159 
103 
4 39 
854 
184 

59 
43 
55 

T7m 

93 
220 

60 
830 
6U 
170 
120 
300 

81 
1.161 

Academies 
ROTC 
OCS (Enl) 
OTS/AECI ( Coll)h 
AVCAD 
Dir Apt-MC/DC 
All Others*1 

TOTAL 

GRAND TOTAL 

341 
6,306 

447 

1,583 
3,445 
1.039 

ij.lfel 

42,288 

325 
3,978 

422 
322 

1,608 
2,149 

529 
97m 

30,766 

AIR -ORCE 

316 
3,096 

394 
616 

2,194 
2,2 72 

320 
"MOB 

29,325 

430 
3,502 

471 
2,255 

534 
2,938 

41,410 

587 
3,590 

257 
5,269 

383 
2,183 

17¾ 
40,988 

564 
3,695 

4,721 
290 

2,562 
423 

177755 
41,269 

579 
3,836 

3,656 
159 

2,548 
262 

117515 
40,322 

490 
4,600 

2,585 

3,010 

11¾ 
51,081 

Source: ASD (Manpower), 26 January 1966. 
See pages 56 and 57 for explanatory notea. 

831 
785 
552 

2,931 
3 • ' 

1,954 
555 

2,174 
Tïïtfe 

96 
190 

50 
1,920 

748 
170 
120 
too 

54 
1,450 
17195 

557 
4,440 

4,030 

2,839 
275 

Î77Ï1Ï 
51,344 
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NOTES ON OFFICER-ACCESSION SOURCES 

General 

Army 

Navy 

Officer-procurement totals include all commissioned 
officer-accessions from civilian life or enlisted 
status, excluding Warrant Officers and changes in 
status (e.g., reserve to regular). 

a. "Other Direct Appointments" include direct appointment 
and voluntary active duty p¿'ograms for professional 
corps officers (Chaplain, Judge Advocate General, 
Medical Service Corps, and Women’s Army Corps). It 
also includes a small number of Regular Army appoint¬ 
ments from civilian life, largely former regular offi¬ 
cers returnning to duty. 

b. "All Others" include Nurses and Medical Specialists and 
a "Miscellaneous" group which includes inter-service 
transfers, recall of retired officers, and a few re¬ 
serve officers serving temporary tours of active duty in 
specialized assignments. 

c. "Other Direct Appointments" indi de, for the most part, 
appointments from civilian professions (i.e., Chaplain, 
Judge Advocate General, Civil Engineer, Nurse Corps, 
Supply Corps and WAVES). 

d. "AH Others" include appointments from the enlisted ranks 
in Limited Duty Officer grades, the Navy Enlisted Scien¬ 
tific and Education Program (NESEP), and Medical Service 
Corps from OCS and enlisted renks. It also includas 
graduates of the Merchant Marine OCS program, inter¬ 
service transfers, a few appointments from other Services, 
and a small number recalled from the tenporary disability 
retirement list. 

Marine Corps 
e. "Direct Appointments” include a few skills appointed 

directly from college, meritorious NCO’s who attend OCS, 
a few appointments from other Services and, in 1963, 16 
appointed in a temporary specialist program. 

f. "All Others” include the Women Marine's OCS program, 
inter-service transfers, the NESEP program, and a 
small number recalled from the retired list. 

g. Temporary officer program for appointment of Warrant 
Officers and Non-commissioned Officer to Second 
Lieutenant in accordance with 10 USC 5.596. 
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Air Force 

h. The Airman Education and Commissioning Program, leading 
to a baccalaureate degree for selected enlisted men, 
is included in the OTS category since the ACEP's attend 
OTS after graduation from college. 

i. "All Others” include direct appointments, similar to 
the Amy program, in the Chaplains, Judge Advocate 
General, and Women's Air Force programs. Unlike the 
Amy, however, the Air Force includes all medical 
personnel (such as medical service corps, nurses, and 
medicei specialists) in the "Direct Appointment, Medi¬ 
cal" category. This category also includes inter¬ 
service transfers, recalls of retired officers and 
volunteers for active duty. 
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Table Bl 

NAVY REGULAR ROTC APPLICANTS AND AVAILABLE PLACES AND MALE HIGH 
SCHOOL GRADUATES, 1954-1964^ 

— 

Year of 
Enrollment 

"1 

Applicants Places 

Male 
High School 
Graduates 
(thousands)1 

Applicants 
Per 100 
High School 
Graduates 

1954 
1955 
1956 
1957 

22,341 
22,254 
27,826 
24,435 

2,000 
2,000 
2,000 
2,200 

612 
648 
682 
696 

3.6 
3.9 
4.1 
3.5 

1958 
1959 
1960 
1961 

23,057 
22,879 
19,500 
20,305 

2,000 
1,600 
1,700 
1,700 

729 
790 
898 
958 

3.2 
2.9 
2.2 
2.1 

1962 
1963 
1964 

18,272 
20,747 
23,716 

2,300 
1,700 
1,700 

941 
959b 

112 9C 

1.9 
2.2 
2.1 

a. Number of applicants: Bureau of Naval Personnel; unpublished 
tabulations. Number of male high school graduates: U.S. 
Office of Education, nProjections of Educational Statistics 
to 1974-75" (1965 edition), Circular 790, 20. 

b. Odd years are linear interpoTStTons. 
c. Preliminary estimate. 

Table B2 

PROPORTION OF NAVY REGULAR ROTC APPLICANTS TESTED AND FOUND ELIGIBLE, 
AND RETENTION RATE 

Application 
Percent of 

Applicants Tested 
Percent Tested 

Who Were Eligible" 
Percent Appointed 
Who Graduate 

1954 
1955 
1956 
1957 

87.4 
88.0 
88.5 
88.5 

31.5 
40.6 
36.0 
32.7 

77.7 
62.4 
61.2 
66.5 

1958 
1959 
1960 
1961 

87.4 
85.4 
84.1 
85.5 

37.3 
39.0 
33.5 
39.1 

61.1 
58.5 
61.9 
59.6 

1962 

1963 
1964 
1965 

86.1 
86.8 
85.5 
85.3 

38.0 
43.6 
42.6 
37.5 

a. Number testrt divided by number of applicant«. % 
b. Number certified divided by number of applicant«. 
c. Number graduating, year t-4; divided by number appointed, year t. 
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Table Cl 

SCHOOLS WHICH HAVE CHANGED ROTC STATUS, WITH BRANCHES OF ROTC 
OFFERED AND MALE FRESHMAN ENROLLMENT 

Year ot 
'hanje 

Nature of 
Change Institution 

F’rograms 
Of fered 

Freshmen 
Hal Enrollment 
Fall, 1963 

t to R4 
E to R 
R to E 

Catholic University 
riorida State University 
Wake Forest College 

Aft 
A-AF 
A 

320 
800 
452 

1950-1957 F to E Grinnell College AF 161 

195 7-195B 

1958-1959 

R to E 
R to E 

K to E 
R to E 
R to E 

F’rovidenc# College 
Utah State University 

Occidental College 
M I.T. 
ASM College of Texas 

A 
A-AF 

AF 
A-AF-N 
A-AF 

597 
1,425 

203 
871 

1,596 

1959-196U R to E 
E to R 
E to R 

E to R 

R to L 

Colby College 
University of Mississippi 
Lkiiversity of Southern 
Mississipi 

South Dakota School of Mines 
and Technology 

Lawrence College of Wisconsin 

AF 
A-AF-N 

A 

A 
AF 

218 
517 

684 

299 
202 

1960-1961 R to E 
R to E 
R to E 
R to E 
E to R 
R to E 

Rutget# University 
Cornell (Riiverslty 
St. Joseph College (Pa.) 
University of Puerto Rico 
A 6 M College of Texas 
University of Wisconsin 

A-AF 
A-AF-N 
AF 
A-AF 
A-AF 
A-AF-N 

2,981 
1,727 

741 
1,945 
1,596 
4,634 

1961-19(2 R to E 
R to E 
E to R 
R to E 
R to E 
R to E 
R to C 
R to E 
R to E 
R to E 

Bradley University 
Drake University 
Eastern Kentucky State College 
St. Olaf College 
New York University 
Ohio State University 
Bucknell University 
Lehigh Ikilvarsity 
Willianette University 
Iktiverslty of Puget Sound 

AF 
AF 
A 
IF 
A-AF 
A-AF-N 
A 
A-AF 
AF 
AF 

558 
875 

1,093 
300 
886 

4,607 
450 
776 
197 
248 

1962-1963 R to E 
R to E 
R to E 
R to E 
R to E 
R to E 

R to E 
R to E 
R to E 
R to E 
R to E 
R to E 
R to E 
R to E 

University of California 
Colorado State University 
University of Connecticut 
Catholic University 
State University of Iowa 
Iowa State Ikilversity of 
Science and Technology 

University of Maryland 
Michigan State University 
University of Michigan 
College of St. thosws 
Oregon State University 
University of Oregon 
University of Washington 
Washington State University 

A-AF-N 
A-AF 
A-AF 
AF 
A-AF 

A-AF-N 
AF 
A-AF 
A-AF-N 
AF 
A-AF-N 
A-AF 
A-AF-N 
A-AF 

4,413 
1,291 
1,191 

320 
1,016 

1,780 
1,894 
3,205 
1,836 

522 
1,522 
1,132 
1,849 

990 

1963-1964 R to E 
R to E 
R to E 
R to E 

University of Idaho 
University of Kentucky 
(Adversity of Usine 
Ikilversity of Nsssechusetts 

Ak»AF-N 
A-AF 
A 
A-AF 

798 
1,621 

777 
1,286 

1964-196S R to E 
R to E 

Ikilversity of Illinois 
Pennsylvania State University 

A-AF-N 
A-AF-N 

4,696 
3,001 

a. E rafara to ROTC «a an alactlva: It, raqulrad. 
b. If > Air Pore# ROTC, A - Any, N • Navy. 
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Table Dl 

ROTC-I AND MALE FRESHMEN ENROLLMENTS IN INSTITUTIONS OFFERING ROTC 
1955-1963« 

School 
Year 

_»11 Institutions_ Cornou Lsorv Inst itutions Voluntan Cions 

Hale 
Freshmen 

ROTC- 
I 

ROTC-I 
Per 100 
Halo 

Freshmen 
Hale 

Freshmen 
ROTC- 

I 

ROTC-I 
Per 100 
Kelt 

Freshmen 
Hale 

Freshmen 

Instituj 

ROTC-I 
I 

ISM-1 
Per 100 
Hale 

Freshmen 

ll»bY-56 
ISbb-S? 
19S 7- *>8 

j^s8-S9 
19S9-6U 
19tO-61 

1961- 62 
1962- 63 
1963- 64 

227,171 
236,602 
230,414 

240,543 
250,660 
269,140 

284,642 
282,355 
276,811 

121,692 
128,613 
125,245 

133,738 
142.353 
152,556 

161.354 
143,321 
134,893 

53.6 
54.4 
54.4 

55.6 
56.8 
56.7 

56.7 
50.8 
48.7 

128,7C7 
133,003 
128,848 

131,558 
141,077 
140,612 

143,375 
120,643 
110,527 

91,559 
97,639 
97,940 

106,126 
114,340 
120,418 

120,283 
98,330 
97,533 

71.1 
73.4 
76.0 

80.7 
81.0 
85.6 

83.9 
81.5 
88.2 

96,454 
103,599 
101,566 

108,985 
109,583 
128,528 

141,267 
161,712 
166,284 

30,133 
30,974 
27,305 

27,612 
28,013 
3°,138 

41,071 
44,991 
37,360 

30.6 
29.9 
26.9 

25.3 
25.6 
25.0 

29.1 
27.8 
22.5 

a. Construct««! trois data supplied by th« various servie« ROTC program components, 
t. Campulsjry institutions are schools which require all eligible freshmen ««les to enroll 

in an ROTC-I course. Voluntary institutions offer ROTC as an elective only. 

Table D2 

ARMY ROTC-I AND MALE FRESHEN ENROLLMENTS IN INSTITUTIONS 
OFFERING ARMY ROTC, 1954-1963 

»11 In stitutio ns Compulsory Institutions Voluntary Institutions 

School 
Year 

Hale 
Freshmen 

R0TC- 
Z 

Per 100 
Hale 

Freshmen 
Hale 

Freshmen 
ROTC- 

I 

ROTC-I 
Per 100 
Hale 

Freshmen 
Hale 

Freshmen 
ROTC- 

I 

röHsi 
For 100 
Hale 

Froahmen 

1954- 55 
1955- 56 
1956- 57 

177,232 
185,871 
193,623 

60,609 
65,794 
69,774 

34.2 
35.4 
36.0 

110,583 
115,400 
119,257 

46,119 
51,360 
54,697 

41.7 
44.5 
45.9 

66,649 
70,471 
74,366 

14,490 
14,434 
15,077 

21.7 
20.S 
20.3 

1957- 58 
1958- 59 
1959- 60 

187,913 
196,435 
201,909 

69,203 
74,433 
79,096 

36.8 
37.9 
39.2 

11-1,673 
117,973 
123,922 

54,913 
60,261 
64,699 

47.9 
51.1 
52.2 

73,240 
78,463 
77,987 

14,290 
14,173 
14,397 

19.5 
18.1 
18.5 

1960- 61 
1961- 62 
1962- 63 
1963- 64 

221,19« 
233,761 
227,257 
225,711 

86,133 
95,534 
83,1» 
78,217 

38.9 
40.) 
36.9 
34.6 

125,790 
131,4/./ 
107,180 
100,768 

68,417 
74,447 
63,535 

JSiüí 

54.4 
56.6 
59.3 
59.9 

95,408 
102,314 
120,077 
125,013 

17,716 
21,087 
20,257 
17,876 

18.6 
20.6 
16.9 
14.3 
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Table D3 

NAVY CONTRACT ROTC-I AND MALE FRESHMEN ENROLLMENTS IN INSTITUTIONS 
OFFERING NAVY ROTC, 1954-1963 

School 
Year 

All Institutions Compulsory Institutions Voluntar y Institution. 

Kale 
Freshmen 

ROTC- 
I 

Per IOC 
Kale 

Freshmen 
Hale 

Freshmen 
ROTC- 

I 

ROTC- T 
Per 100 

Male 
Freshmen 

Male 
Freshmen 

KOTC- 
I 

ROC- 3 
For 100 
Mali 

1 resimer, 

HS4-55 
.yss-se 
1956- S7 

1957- 58 
1958- 59 
1989 60 

1960- 61 
1961- 62 
1962- 63 
1963- 64 

06,489 
68,332 
70,952 

68,580 
70,089 
72 , 42 9 

80,477 
89,338 
84,091 
85.553 

3,219 
3,270 
3,583 

2,387 
2,786 
2,570 

2,678 
2,962 
1,936 
1.710 

4.8 
4.8 
5.1 

3.5 
4.0 
3.6 

3.3 
3.3 
2.3 
2.0 

33,371 
35,652 
35,431 

34,254 
33,256 
35,347 

35,364 
35,448 
21,382 
19.571 

1,162 
1,273 
1,459 

874 
1,111 
1,027 

1,108 
1.016 

5539 
438 

3.5 
3.6 
4.1 

2.6 
3.3 
2.9 

3.1 
2.9 
2.5 
2.2 

33,118 
32,680 
35,521 

34,326 
36,833 
37,082 

45,113 
53.890 
62,709 
65.979 

2,057 
1,597 
. ,124 

1,513 
1,6/5 
1,543 

1,570 
1,946 
1,397 
1.272 

o .. 
0.1 
0.0 

4.4 
4.6 
4.2 

3.5 
3.6 
22 
1.9 

Table D4 

AIR FORCE ROTC-I AND MALE FRESHMEN ENROLLMENTS IN INSTITUTIONS 
OFFERING AIR FORCE ROTC, 1954-1963 

School 
Year 

All Institutions CORIDUIS orv Insti tutions Voluntary Institutions 

Hale 
Freshmen 

ROTC- 
I 

FCTC-I 
Per 100 

Male 
Freshmen 

Male 
Freshmen 

ROTC- 
I 

ROTC-I 
Per 100 

Mi’e 
Freshmen 

Male 
Freshmen 

1 
ROTC- 

I 

Rotc-r 
Per 100 

Male 
Freshmen 

1954- 55 
1955- 56 
1956- 57 

165,578 
170,844 

52,628 
55,256 

31.8 
32.3 

98,458 
99,952 

38,926 
41,483 

39.5 
41.5 

67,120 
70,892 

13,702 
13,773 

20.4 
19.4 

1957- 58 
1958- 59 
1959- 60 

166,237 
171,910 
180,985 

53,655 
56,579 
60,687 

32.3 
32.9 
33.5 

97,743 
97,218 

104,834 

42,153 
44,754 
48,614 

43.1 
46.0 
46.4 

68,494 
74,692 
76,151 

11,502 
11,765 
12,073 

16.8 
15.8 
15.9 

1960- 61 
1961- 62 
1962- 63 
1963- 64 

195,036 
203,402 
201,652 
199,908 

63,745 
62,858 
57,593 
54,966 

32.7 
30.9 
28.6 
27.5 

102,208 
100,818 

76,5 93 
69,627 

50,893 
45,327 
34,256 
36,754 

49.8 
45.0 
44.7 
52.8 

92,828 
102,584 
125,059 
130,281 

12,852 
17,531 
23,337 
18,212 

12.8 
17.1 
18.7 
14.n 
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Table D5 

ROTC-I ENROLLMENT RATES IN INSTITUTIONS WHICH HAVE NOT CHANGED 
ROTC ENROLLMENT POLICIES,® 1954-1963 

School 
Year 

Army Navy Air Force 
Compulsory Voluntary Conpulsory Voluntary Compulsory Voluntary 

1954- 55 
1955- 56 
1956- 57 

1957- 58 
1958- 59 
1959- 60 

1960- 61 
1961- 62 
1962- 63 
1963- 64 

49.0 
53.0 
51.4 

48.9 
54.0 
55.5 

58.5 
61.3 
60.0 
60.5 

17.8 
17.7 
18.1 

17.1 
18.3 
18.6 

18.0 
17.9 
15.5 
12.5 

4.5 
5.0 
4.6 

3.2 
4.2 
4.2 

4.2 
4.1 
3.0 
2.4 

6.2 
6.1 
6.0 

4.4 
4.6 
4.2 

3.8 
3.9 
2.9 
2.2 

40.7 
41.1 

41.4 
44.0 
45.1 

48.2 
45.2 
46.2 
48.6 

22.3 
22.2 

19.4 
19.8 
19.8 

18.4 
18.8 
18.3 
16.5 

a. Enrollment rates are defined as enrollments in ROTC-I per 
100 male freshmen. 
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Appendix E 

ROTC RETENTION RAIES 

We were unable to obtain information that would indicate the number of 

ROTC officers commissioned with regard to each school's ROTC enrollment 

policies.^ We therefore limited our analysis to overall attrition rates. 

The decreasing number of schools requiring ROTC enrollment will there¬ 

for« result in an upward bias in retention rate movements. 

A further problem in analysing ROTC retención rates results from 

their uses as a mechanism to obtain the limited number of commissions 

established by quotas. This results in a negative relationship between 

retention rates and enrollments in ROTC-1. Enrollments ln ROTC-1 have 

been increasing in the Army and the Air Force} therefore one should 

expect decreasing retention rates in these programs. This trend should 

not be taken as a reflection of supply phenomenon, but rather as a 

reflection of demand limitation. 

Table El, wROTC Retention Rates" is found on page 76. 

1. Retention rates were available for the Army ROTC program in 126 
compulsory and voluntary institutions for 4 years: 

Year of Enrollment Army ROTC Retention Ratas 
in ROTO-1 voluntary Compulsory 

1954 .239 .184 
1955 .275 .168 
1956 .226 .143 
1957 .247 .132 

2. The retention rate, R, may be defined as «, where C represents 
the number of commissions produced from an initial input, E. If C is 
fixed at C°, then an Increase in E will result in a decrease in R. 
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Table El 

ROTC RETENTION RATES 
1954-1960 

Ymt of 

Znlti«l 

Enroll- 

—nt, t 

1954 

1955 

1956 

1957 

1958 

1959 

1960 

Enroll¬ 

ment 

ROTC-I 

60,609 

65,794 

69,774 

69,203 

74,433 

79,096 

86,133 

Comnis- 
slonod, 
Year t-»4 

12,803 

12,333 

12,121 

11,577 

11,243 

U,440 

11,798 

Nd iP-a 
Number 

ontract) Air Foret 

Number 

Reten¬ 

tion 

Rete 

.211 

.187 

.174 

.167 

.151 

.145 

.137 

Enroll¬ 

ment 
ROTC-I 

3,219 

3,270 

3,583 

2,387 

2,789 

2,570 

2,678 

Commis¬ 
sioned, 
Yeer t+4 

859 

1,152 

1,124 

926 

742 

603 

859 

Reten¬ 

tion 

Rete 

.267 

.252 

.314 

.388 

.266 

.235 

.321 

Enroll¬ 

ment 
ROTC-I 

na 

52,628 

55,256 

53,655 

56,519 

60,687 

63,745 

Commis¬ 
sioned , 

Year t 4 

ne 

Reten¬ 

tion 

Rete 

re 

4,301 

3,978 

3,096 

3,502 

3,590 

3,695 

.082 

.072 

.058 

.062 

.059 

.058 

r • 
f 
t. 

r • 
t 

1. 

c 
i 
(. 

ii 

(i 

D 
2 
B 
B 
2 
S 
B 



App>ndlx F 

DISTRIBUTION OF JUNIOR OFFICERS BY THEIR REASONS 
FOR ENTERING SERVICE 
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Table FI

DISTRIBUTION OF JUNIOR OFFICERS BY REASON FOR ENTERING SERVICE 
(Retirement Survey of Active Duty Officers)*

Branch uf ^rvic* 
4nd Gourc* of 
Coiwission

Nueber of 
Respondents°

1*ercenr ri,a«e^f4M4

Drett-
Hotiveted*^

Tr.ining
.nd

Experience*^

Other
Cconoeic
Reasons*

Other Non- 
Ccoroeic
Reasons'

NuMher Not 
Classified*

Army
Ac4 S4 S.6 9.3 3.7 •l.S 12
WTC 1,137 69.0 9.2 4.3 2S.S 07oc: U3 37.1 3.S 9.7 49.6 10
Diroct Appoint*

Milts ISO 68.4 0.4 13.2 10.0 30
Oth«r^ 349 38.4 4.3 20.6 33.S 32

N.iW
AcidMy
ROTC*

7fc 10.S
47.4

2.6
5.2

7.9
4.1

70.9
43.3

10
44

OCS ax 61.0 9.5 3.1 ;s.0 42
CjJots 9S 14.7 6.S S.3 73.7 2
Direct Appoint-

eents 94 SS.3 6.4 7.4 20.7 u
OtherJ 244 19.0 6.9 13.7 SO.4 21

Marine Coros
Acedeny 14 7.1 7.1 7.1 70. f 3
rotca ICl 47.S 9.9 1.0 41.t 6
0(C 104 SI.9 9.6 1.0 34.6 11
Cedets 41 16.7 4.8 2.4 76.2 1
Otherh 84 28.6 1.2 7.1 ti.l 10

Air Force
Acjdeny 19 S.3 5.3 10.5 70.9 7
ROTC 3S7 42.3 8.7 8.4 40.6 23
OTE 109 S6.0 U.O 9.2 25.9 IS
Cadets S2 IS.4 0.0 13.5 71.. 0
Direct Appoint-

sients 197 SO. 3 7.6 19.3 17.0 16
Otherj 506 49.7 12.1 9.2 29.1 20

Source: Speclrl tetulrtlon uKle tor tho HiUtary Hrnpourr Policies Stiiily troe
Retireeent Survey of Active Duty Officer Personnel, Depertaent of Defense 
KCS OSD-(OT)>1168, conducted April 30, 1964, question IS.

See follouinq pepe tor footnotes.



Footnotes for Table FI 

a. Respondents were asked to choose from the following their most 
important original reason for entering services 

1. Can’t remember my original reason. 
2. Wanted to follow the military profession. 
3. Travel, adventure, and new experiences. 
4. Wanted to join the service of my choice. 
5. Military service opportunities looked better to me than 

those in civilian life. 

6. Military pay and fringe benefits (other than retirement). 
7. Wanted to acquire training and experience to use later in 

civilian life. 
8. Patriotic feelings and national defense. 
9. Interested in outdoor, active life. 

10. Interested in aviation and flying. 
11. Interested in sea and ships. 
12. Security of military life (steady job). 
13. Military retirement benefits. 
14. Called to active duty from reserve status. 
15. Was drafted. 

16. Opportunities for military advancement. 
17. To complete obligated service. 
18. Because of needs of family and other dependents. 
19. None of the above. 

b. Included only officers with 2 years or less active commissioned 
duty. 

c. Includes respondents who chose reasons 4, 14, 15, or 17 listed in 
Note a. 

d. Includes respondents who chose reason 7 listed in Note a. 
e. Includes respondents who chose reasons 5, 6, 12, 13, 16, or 18 

listed in Note a. » » » . » 

f. Includes respondents who chose reasons 2, 3, 8, 9, 10 or 11 
listed in Note a. 

g. Includes respondents who chose reasons 1 or 19 listed in Note a. 
h. Includes direct appointments from the ranks of enlisted men or 

warrant officers, appointment from reserve components, and other 
sources of commissions. 

i. Includes officers commissioned from both the contract and the 
regular ROTC programs. 

j. Includes direct appointments from the ranks of enlisted men, 
appointments from the reserves, and ocher sources of commissions. 

k. Includes officers commissioned from ROTC and Platoon Leaders 
Corps (PLC). 
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Table F2 

DISTRIBUTION OF JUNIOR OFFICERS BY THEIR CAREER PLAN 
SOURCE OF COMMISSION, AND BRANCH OF SERVICE 
(Retirement Survey of Active Duty Officers)3 

Branch of Service 
and Source of 
Commission“ 

Number of 
Respondents“ 

Percent Classified Who 
Planned to Serve Number 

Not 
Classified0 

Only One 
Tour 

More than 
One Tour 

Army 

Academy 
ROTC 
OCS 
Direct Appoint¬ 
ment 

Other 

42 
709 
89 

170 
324 

4.8 
70.4 
12.3 

78.8 
24.4 

95.2 
29.6 
87.7 

21.2 
75.6 

25 
612 
34 

109 
53 

Navy 

Academy 
ROTC 
OCS 
Cadets 
Direct Appoint¬ 
ment 

Other 

62 
112 
303 
42 

55 
229 

9.7 
66.1 
74.6 
28.5 

72.7 
11.4 

90.3 
33.9 
25.4 
71.5 

27.3 
88.6 

31 
124 
360 
53 

47 
40 

Marine Corps 

Academy 
ROTC 
OCC 
Cadets 
Other 

11 
48 
59 
23 
91 

0.0 
62.5 
62.7 
8.6 
2.2 

100.0 
37.5 
37.3 
91.4 
97.8 

6 
58 
55 
20 
3 

Air Force 

Academy 
ROTC 
OTS 
Cadets 
Direct Appoint¬ 

ment 
Other 

14 
136 
53 
30 

90 
126 

7.1 
39.8 
20.8 
13.3 

73.2 
43.7 

92.9 
60.2 
79.2 
86.7 

26.8 
56.3 

12 
244 
71 
22 

113 
2C7 

Source: Ibid, question 16. 

See following page for footnotes. 
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Footnotes for Table F2: 

a. The choice of career plans included: 
1. Intended to make the military service my career. 
2. Intended to stay in the military service a while longer 

than my obligated tour. 
3. Intended to serve only my obligated tour. 
4. Hadn't thought about it. 
5. Was undecided and waited to see how well I'd like the 

military service. 
b. Includes only those respondents with two years or less cf 

active duty. 
c. Includes respondents who chose answer 4 or 5 listed in Note a. 
d. See notes to Table FI for a detailed description of the sources 

of commission of the respondents in this table. 
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Table P3

DISTRIBUTION OF JUNIOR OFFICERS BY THEIR REASONS FOR 
ENTERING MILITARY SERVICE

(Survey of Military Service Plans)*

i#l cant
Pi.irich ot u»rvicf 

«n() ;k>urc» ot 
Cc«Miissior<

Numter tit 
Raspondant ^ 
Cla<isiti«<i

DtjU-
Motivated^

Treli.lr.g
end

experience^

Othar
Cconoaic
Reasons*

Other Non­
economic
Raasof.j^

Numhar Not
Ciasslfit-ri^

136 5.9 23.6 17.0 SI.5 30Krrr 1,377 66.S 1.9 4.6 27.0 79
UCC
Dir^t Appoint-

4? S7.2 :.4 4.6 3S.8 0

Kb 75.7 17.3 4.7 9.4 70
766 ?4.9 17.9 13.6 48.5 29

>w

Acjflewiy 7.3 37.6 16.3 46.7 56
koTci ?14 43.3 33.0 3.3 5i'.l 3S
CX^ , i
Dir«<t Appoint-

766 67.S 3.6 1.3 50.6 35

■•ei.t 147 63.6 11.6 4.7 ?1.1 15
Othei S%2 13.6 12.4 33.7 49.x? 18

Marine Cort>'>

Ac-9«1«<iiv 14 0.0 26.3 0.0 71.5 1
kirrt*'
OCCJ
Direct Appoint-

94 45.7 4.7 7.3 44.3 14
70? 47.1 9.4 1.0 43.6 13

fbeiit .. •• • • _ _ _
Oth*r 117 17.0 3.3 11.1 h*.< 9

Air lore*

Ac Miewy 147 11.6 79.6 6.9 49.0 17
Kii'rc 88S 39.4 13.1 9.6 36.6 70
OT!.i
Olrvct Appoint

1,047 33.4 6.1 6.4 31.9 17

mart 60.9 14.4 6.6 16.3 19
Other^ 47S 13.1 13.1 6.3 45.9 31

Source; Specldl tabulJtions tor th* Milltery Hinpower Policies Study troei Survey ot 
Military Service Plens, Eaperlence, end Attitude*, Coeelssloned end Werrent 
uttlcers, Oepertaent ot Oetense, RCS OD>M(aT) 6417, conducted October 11, 1964.

See tollowlng pege tor tootnotes.
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Footnotes for Table F3: 

a. These estimates are based on the distribution of respondents to 
the question: "As best you can remember, what was the single 
most important reason for your first entry into active military 
service?" The reasons listed were: 

1. Career opportunities looked better than in civilian life. 
2. For the travel, excitement, and new experiences. 
3. To become more mature and self-reliant. 
4. To learn a trade or skill that would be valuable in civilian 

life. 

5. f>uch things as aircraft, guns, ships, rockets, interested me. 
6. Wanted my choice of service rather than be drafted. 
7. To serve my country. 
8. To fulfill my military obligation at a time of my choice. 
9. Opportunity for advanced education, professional training. 

10. Wanted to leave some personal problems behind me. 
11. Had a chance at officer’s commission instead of being drafted. 
12. I was drafted or called, and had no choice. 
13. None of the above. 

b. Includes only those officers who are on their initial tour of 
obligated duty. 

c. Includes respondents who chose reason 6, 8, 11, or 12 listed in 
Note a. 

d. Includes respondents who chose reason 4 or 9 listed in Note a. 
e. Includes respondents who chose reason 1 listed in Note a. 
f. Includes respondents who chose reason 2, 3, 5, 7, or 10, listed 

in Note a. 
g. Includes respondents who chose reason 13 listed in Note a. 
h. Includes respondents who enlisted for active service as a regular 

or a draftee, volunteered for induction, enlisted in the Reserve 
or National Guard for two years of active duty, or were involun¬ 
tarily called to active duty from the Reserve National Guard by 
presidential order or act of Congress. 

i. Includes respondents commissioned from both regular and contract 
ROTC programs. 

j. Includes both officer candidates and cadets. 
k. Includes ROTC and Platoon Leaders Corps graduates. 



Table F4 

DISTRIBUTION OF FIRST-TERM OFFICERS BY WHETHER THEY WOULD HAVE 
ENTERED SERVICE IN THE ABSENCE OF A DRAFT3 

Branch of Service 
and Source of 
Commission*3 

Number of 
Respondentsc 

Percent Who 
Would Not 
Have Entered 

Percent Who 
Would Have 
Entered 

Number Not 
Classified^ 

Army 

159 
1,384 

41 

337 
305 

9.4 

41.5 

66.5 

90.6 

58.5 

33.5 

8 
72 
1 

13 
8 

Academy 
ROTC 
OCS 
Direct Appoint¬ 

ment 
Other 

ü3^ 

Academy 
ROTC 
OCS 
Direct Appoint¬ 

ment 
Other 

224 
238 
777 

154 
380 

9.4 
44.1 
58.7 

49.4 
41.1 

90.6 
55.9 
41.3 

50.6 
58.9 

9 
16 
24 

9 
14 

Marine Corps 

17 
105 
207 

mm « 

118 

0.0 
28.6 
38.6 

10.2 

100.0 
71.4 
61.4 

89.8 

0 
4 
7 

8 

Academy 
ROTC 
OCC 
Direct Appoint¬ 

ment 
Other 

Air Force 

160 
905 

1,009 

325 
459 

15.6 
32.4 

53.8 
26.8 

84.4 
¿7.6 

46.2 
73.2 

6 
40 
67 

18 
28 

Academy 
ROTC 
OTS 
Direct Appoint¬ 
ment 

Other 

Source: Ibid. 

a. These estimates are based on the distribution of respondents to 
the question: "If there had been no draft and you had not had 
any military obligation at the time you first entered active mili¬ 
tary service, do you think you would have entered the service?” 

b. See notes to Table F3 for a detailed description of the sources 
of commission of the respondents in this table. 

c. Includes only those officers who are on their first tour of obli¬ 

gated duty. 
d. Includes those respond«rts who had no idea what they would have done. 
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Appendix G 

ESTIMATES OF VARIABLES USED IN REGRESSION ANALYSIS 

In addition to median income, the independent variable that is our 

major concern, a number of additional independent variables were 

added to the regression equation (Eq. 1) to control for factors which, 

independent of income, affect the enrollment rate. Estimates of these 

variables appear in Table Gl. NSF disclosure rules prevent us from 

presenting the Income data by school. The most important of these was 

the kind of programs available at a given Institution. The Army and 

Air Force typically have large and unlimited programs; the Navy has a 

small and selective program. Thus, for a given median income, enroll¬ 

ment rates should be higher in institutions having either Army or Air 

Force programs than they are in institutions which have a Navy pro¬ 

gram. We included three dummy variables D-A, D-N, and D-AF to measure 

program mix. Thase variables had a value of one if the program was 

present, and a value of zero if the program was not offered. Other 

variables which have been alleged to be important in determining 

litary supply are "region*1 and "urbanentss." It is asserted that 

utherners and people who com« from rural areas or small cities are 

more likely to enroll in ROTC, other things equal, than are individuals 

from other regions or cities. To determine whether region is a sig¬ 

nificant variable in determining enrollments a dummy variable, R, was 

placed in the regression equation which took on the value of one for 

institutions located in the South, and zero for institutions located 

outside of the South. The urbaneness of the students was measured 

1. It would have been more desirable to measure the proportion of 
the male freshman class who came from the South. Unfortunately, such 
statistics were not available. Since most institutions obtain their 
■enrollments largely from surrounding states, the dummy variable is 
likely to serve as a reasonable proxy for regional background of the 
students. 
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by the proportion of the 1958 male graduates who came from cities with 

populations of less than 10,000 or from rural areas. 

Educational plans of the students also may affect enrollments. A 

student who is planning to continue on for full-time graduate studies 

is less likely to enroll in RO'T'C than a student who plans to terminate 

his full-time schooling with a bachelors degree. An attempt was made 

to standardize for educational plans by entering the proportion of 

the 1958 male graduates who have continued on for additional graduate 

schooling as an independent variable in the regression «quation. 

Finally, it is possible that students from nonprofessional, non- 

managerial family backgrounds have a stronger tendency to enroll in 

the program than do students whose family backgrounds are prolessional 

or managerial. An independent variable for family background was also 

tried in the regression equation. It was measured by the proportion 

of the 1958 male college graduates whose fathers had either managerial 

or professional occupations. 
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Appendix H 

COMPARISON OF MILITARY AND CIVILIAN EARNINGS 

H.1 ESTIMATION OF EXPECTED MILITARY EARNINGS 

It was necessary to limit our estimate of military earnings to the 

cash components (base pay, actual and expected, quarters and subsis» 

tence allowances, and the advantages of these allowances). Income in 

kind was excluded, even though it is a relevant component of military 

earnings, because we could not estimate them. Exclusion of this 

component means that our estimate of military earnings is somewhat 

understated. The most significant omission is probably training bene¬ 

fits. Officers commissioned from the Service Academies and from the 

Regular ROTC programs receive a substantial benefit in the form of the 

college educations they receive without direct cost to them.1 They 

do, however, bear part of the opportunity cost of the earnings they 
2 

forego while enrolled in school. The substantial cost saving that 

results from obtaining this education through the Service Academies 

or the Regular ROTC program is actually a portion of the earnings of 

these officers. 

Table HI contains a summary of annual military earnings including 

allowances and tax advantage, by branch and years of service. We have 

presented the first five years in detail since our primary concern is 

with earnings of first-term officers. Five year averages are presented 

for the remainder of the pay profile. 

1. The direct cost saving to officers commissioned from these 
programs ranged between $800 and $3600 in 1964, depending on whether 
tuition was for public or private institutions. Office of Education, 
"Digest of Education Statistics," 1965 edition, Bulletin. 1965, No. 4, 
Table 79. 

2. Acad-my students receive one-half the base pay of Second Lieu¬ 
tenants, or approximately $120 per month in 1964, and ROTC students 
were given $50 per month. 
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Table Hl 

AVERAGE TOTAL OFFICER PAY BY BRANCH AND YEARS OF ACTIVE 
SERVICE, 1964a 

Years of 
Service 

Branch of Service 
Army Navy Marines Air Force 

1 
2 
3 
4 

6 - 10b 
11 - 15b 
16 - 20b 

$ 4,713 
5,027 
6,975 
7,973 

8,467 
9,571 

10,874 
11,176 

$ 4,857 
5,166 
6,634 
8,321 

9,413 
10,053 
11,337 
11,842 

$ 4,400 
4,791 
6,215 
8.165 

8,339 
9,895 

10,600 
11,935 

$ 4,895 
5,173 
7,071 
9,109 

9,549 
10,742 
12,070 
12,665 

a. Includes base pay, hazardous duty pay, allowances for quarters, 
subsistence, and clothing, and net tax advantage. Source: One 
percent pay sample. Office or the Secretary of Defense. 

b. Five year average. 

Military officers were paid $4,400 to $12,665 in 1964, depending 

on branch and length of service. First-term officers were paid 

$4,400 to $4,895 at first and advanced rapidly to the range of $7,973 

to $9,109 by their fourth year of service. Major increments from 

$1,000 to $2,000 occur in the third and fourth year of service as a 

result of promotions and large incremental steps in the base pay scale. 

Further annual increases occur after the fourth year, but are consider¬ 

ably smaller. 

Interservice differentials in annual earnings increase with years 

of service and amount to as much as $1,500. The factors underlying 

these differentials are promotion rates and special pays (e.g., flight 

pay, jump pay, submarine pay, special pay for medical and dental offi¬ 

cers, etc.). However, these differentials in average pay are small 

enough to allow us to use the average military earnings of all services 

with little harm to the analysis. 

H.2 ESTIMATION OF CIVILIAN EARNINGS 

Civilian earnings are affected by a variety of factors, such as 

educational attainment, age, sex, race, occupation, industry, region 
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and place of residence, and size of urban place. It would therefore 

be desirable to compare officer earnings to that of civilians who are 

roughly comparable to officers in terms of these characteristics. 

The characteristics that appear to be most relevant to our analysis 

are education, sex, age, and occupation. Since most new officers 

are male college graduates,^ we have confined our analysis to this seg¬ 

ment of the civilian labor force. We are able to standardize for age 

by using data for officers and civilians of roughly comparable ages. 

Expected civilian earnings were estimated for male college graduates 

in all occupations, natural scientists, and engineers. These groups 

were chosen because earnings statistics for them were readily available, 

and because the labor force for them is largely, if not entirely, indi¬ 

viduals with college degrees. In addition, natural scientists and 

engineers represent skill groups that the services appear anxious to 

acquire. These groups were not used because we thought them to be the 

relevant civilian alternatives for military officers. Such a judgment 

requires a thorough examination of the distribution of potential offi¬ 

cers in civilian occupations. 

Table H2 contains the earnings statistics for these three occupation 

groups and average total pay statistics for military officers. The 

civilian pay statistics measure the mean earnings of male college 

graduates who had worked at least 50 weeks in the year the earnings 

were reported, 1961; median earnings of all engineering graduates for 

the year 1962; and median annual salaries of natural scientists in 1962. 

These statistics were adjusted to 1964 levels by multiplying them by 

108.3, the relative increase in income which was experienced by all 
4 

male professional and technical workers during this period. There is 

relatively little unemployment among engineers and natural scientists 

therefore their earnings reflect what is essentially earnings from 

3. In 1964, over 95 percent of all newly commissioned officers 
were college graduates. 

4. Since there was litcle change in income of professional and 
technical workers between 1961 and 1962, we were able to use the 
same adjustment factor for all civilian incomes. 
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Table H2 

AVERAGE ANNUAL TOTAL PAY OF ACTIVE DUTY OFFICERS, AVERAGE 
EARNINGS OF MALE COLLEGE GRADUATES, AND MEDIAN SALARIES OF 

NATURAL SCIENTISTS AND ENGINEERS BY AGE, 1964a 

Age 
DoD 

Officers0 

Civilian Occupation13 
Male 
College 

Graduates 
Natural 

Scientists Engineers0 

22 

27 

32 

37 

42 

$ 4,809 

9,534 

11,067 

11,054 

13,484 

$ 5,700 

7,587 

9,560 

10,631 

11,041 

$ 6,498 

7,581 

9,747 

10,830 

11,913 

$ 7,500 

9,639 

11,507 

13,321 

14,133d 

a. Sources: DoD Officex’S—Unpublished tabulations derived from DoD 
one percent pay sample; 
Male college graduates—Unpublished table derived from 
the U.S. Bureau of the Census, Current Population Survey ; 
Natural scientists—National Science Founaation, American 
Science Manpower. 1962. Table 16; 

Engineers—Engineers Joint Council, Fipofessional Income 
of Engineers. 1962, p. 17. 

b. Measured levels of civilian occupation earnings have been in¬ 
creased by 8.3% to adjust them to 1964 levels. 

c. Age estimates based on the assumption that officers and engineers 
begin working at the age of 22. 

d. Income of engineers in the age group 39 to 42 years. 

their full-time employment.5 Since male college graduates and natural 

scientists were reported by age and officers and engineers were re¬ 

ported by years of experience, pay was converted to an age classifi¬ 

cation by assuming that new officers and engineers began working at 

the age of 22. 

5 . In 1960, which was a recession year, only slightly over one 
percent of the male labor force in each of these groups was unemployed. 
U.S. Bureau of the Census, U.S. Census of the Population: 1960. 
Occupational Characteristics, FC(2)-7A. Tables 1 and 2. 
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Our estimates indicate that engineers and scientists are more 

highly paid than are other college graduates; and first-term officers 

earn less than any of the comparable civilian groups, while career 

officers earn more than all male college graduates and natural scien¬ 

tists, but less than engineers. Beginning pay of officers is $900, 

or 15.6 percent belcw that of all college graduates, $1,700 or 26.0 

percent below that of natural scientists, and $2,700 or 35.9 peicent 

below that of engineers. After five years the annual pay of officers 

is $1,900 above that of male college graduates and natural scientists, 

and $100 below that of engineers. 

These comparisons must be interpreted cautiously since there are 

still substantial elements of noncomparability between the groups. 

The most important of these is the incomplete standardization for 

educational attainment, especially for male college graduates and 

natural scientists. Average earnings of the civilian groups have 

been computed largely from the earnings of individuals who have 

at least completed college and includes earnings of many with post¬ 

graduate degrees. As a result, the earnings statistics for alterna¬ 

tive occupations are probably biased downward for the years in which 

those undergoing post graduate training are still in school, and are 

biased upward for the years after which they have completed their 

post graduate training. Since most graduate training is taken immedi¬ 

ately after completion of the baccalaureate, the differentials dis¬ 

cussed in the preceding paragraph understate the differentials that 

would have been obtained had we been able to restrict our comparison 

to males with only bachelors degrees.6 Engineers had a much lower 

propensity to pursue graduate studies; only 16 percent of all «ngi- 

neers in 1962 had advanced degrees.^ 

Another element of noncomparability is the inclusion of the 

« vi Pfrce*)t of the male college graduates in 1960 and 
roughly three-fourths of the natural scientists in 1962 had five or 
more years of higher education, U.S. Bureau of the Census, U.S. 

of Popuiation: I960, Educational Attainment. PC(2)*$ÏÏT" 
Table 2; National Science Foundation, op. cit.. Table 3. 

7. Engineers Joint Council, og. çit., p. 14. 
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earnings of some females in the pay statistics for natural scientists 

and engineers. Earnings of females are generally lower than those 
g 

of comparable males. However, thií es not represent a serious 

problem in this study since there were relatively few female natural 
Q 

scientists and engineers. 

Earnings comparisons are generally fraught with dangers since the 

basis for comparison is usually quite arbitrary. We compared military 

earnings to the earnings of male college graduates, natural scientists 

and engineers classified by age or experience. First-term officers 

initially earn from 16 to 35 percent less than their civilian counter¬ 

parts. Beyond the fifth year military earnings are considerably 

higher than earnings of male college graduates and natural scientists, 

and only slightly below the earnings of engineers. It appears, there¬ 

fore, that junior officers are substantially underpaid and career 

officers are well paid in comparison to comparable civilians. A 

major factor underlying the relative underpayment of first-term offi¬ 

cers has been the draft. The Services do not have to rely on the 

market to supply the number of new officers they require. The threat 

of the draft provides a large enough supply of new officers so that 

it is unnecessary to make the military service look financially more 

attractive during the earlier years. 

8. H. Sanborn, wPay Differences between Men and Women,Indus' 
trial and Labor Relations Review, July 1964, pp. 534-55. 

9. In 1962 only 7 percent of the natural scientists and, in 
1960, less than one percent of the engineers were females. See 
National Science Foundation, op. cit. « Table 1, and U.S. Bureau of 
the Census, 0£. cit., Table 1. 
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Appendix I 

METHOD USED IN PROJECTING THE NUMBER OF OFFICER-ACCESSIONS 
WITH A CONTINUED DRAFT 



TABLES 

11 Number of Male Freshman Enrollments, ROTC Schools 
und All Schools; Male Bachelors and First Pro¬ 
fessional Degrees, and Male Persons Ages lb to 19, 
Not in School, with Some College, but No Degree, 
1964 (In Thousands), and Projections, 1965 to 1974, 
(1964 * 100). 104 

12 Projections of Officer-Accessions with a Continuing 
Draft by Source of Commission, Army, 1964-1974 . . . 105 

13 Projections of Officer-Accessions with a Continuing 
Draft by Source of Commission, Navy, 1964-1974 . . . 105 

14 Projections of Officer-Accessions with a Continuing 
Draft by Source of Commission, Air Force, 1964- 
1974   106 

15 Projections of Officer-Accessions with a Continuing 
Draft by Source of Commission, Marine Corps, 1964- 
1974   106 

16 Projected Growth Rates in Officer-Accessions by 
Branch of Service 1964-1974 . 107 
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Appendix I 

METHOD USED IN PROJECTING THE NUMBER OF OFFICER-ACCESSIONS 
WITH A CONTINUED DRAFT 

Officer-accessions were grouped into six categories to facilitate 

computation: academy, ROTC fellowship, ROTC, officer candidate pro¬ 

grams, warrant officer and direct appointments. Academy, ROTC- 

fellowship, warrant officer, and direct appointment accessions were 

assumed to be limited by demand to service estimates of their needs 

from these programs. Officer^accessions from ROTC, officer candidate 

and the NAVCAD program were expanded in proportion to the growth in 

the populations from which they were drawn, appropriately lagged. 

Table II contains the projected population indexes for 1971 and 1973. 

The annual number of male graduates receiving bachelors or first pro¬ 

fessional degrees will have risen by more than 60 percent by 1974. 

The number of males between the ages of 16 and 29 with some college 

will have risen by close to 80 percent, and male freshmen in ROTC 

schools will have risen 36 percent, compared to a 75 percent rise in 

male freshmen in all schools. The differential growth rate between 

ROTC-school male freshmen and all male freshmen was estimated to be 

the average differential growth rate between these groups over the 

past ten years. 

Tables 12 through 15 summarize the projections of officer- 

accessions by Service and source of commission for the years 1964- 

1974 under the assumption of no further changes in draft policies, 

no further changes in relative military pay, and no changes in 

factors, other than population, that influence the supply of 

officer-accessions. Because of the differences in the mix of 

officer-accession groups among the Services, we project differences 

in growth rates among the Services. The Marine Corps and the Äir 

Force would enjoy the most rapid growth rates, and the Navy and 

Army would grow at relatively slower rates (Table 16). e 
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Table II 

NUMBER OF MALE FRESHMAN ENROLLMENTS, ROTO SCHOOLS AND ALL SCHOOLS; 
MALE BACHELORS AND FIRST PROFESSIONAL DEGREES, AND MALE PERSONS 
AGES 16 TO 19, NOT IN SCHOOL, WITH SOME COLLEGE, BUT NO DEGREE, 1964 

(IN THOUSANDS), AND PROJECTIONS, 1965 TO 1974, (1964 = 100)a 

Year ROTC All Schools 
Male Bachelors 
and First Prof . 

Male Persons 
Some College 
No Degree 

Number 

1964 268 540 296 1,216 

(1964 = = 100) 

1964 

1965 

1966 

1967 

2968 

1969 

1970 

1971 

1972 

1973 

1974 

100.0 

105.6 

104.9 

102.6 

125.7 

135.1 

131.3 

130.2 

131.0 

133.2 

135.8 

100.0 

109.6 

110.7 

111.9 

140.2 

154.1 

153.3 

155.6 

160.6 

167.6 

175.0 

100.0 

108.8 

108.8 

120.7 

140.9 

152.0 

15?. 7 

153.0 

156.1 

159.5 

163.5 

100.0 

105.4 

111.1 

117.1 

124.7 

133.8 

143.2 

151.6 

159.3 

168.1 

178.2 

a. U.S. Office of Education, circular 754, Projections of 
Educational Statistics to 1973-74, Tables 4 and 9. 

U.S. Bureau of the Census, Projected Male Population of the 
United States, ages 16 through 29 as of December 31, 1963-74 
(unpublished table). 

b. Data are lagged four years; i.e., 1964 entry refers to 1960 
enrollments. 
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Table 12
PROJECTIONS OF OFFICER-ACCESSIONS WITH A COKTINUING 
DRAFT BY SOURCE OF COMMISSION, ARMY, 1964-19743

Year

rc* of Ca■■ni c ^ i r»r
Total (in 
thousands)Academy

ROTC-
Fellowship ROTCfc ocs=

Warrant
etticers

Direct
Appointments°

1964 500 500 10,8«-’ 1,688 1,700 200 15.5
1965 500 1,100 11,306 1,762 1,20C 200 16.1
1966 500 1,100 11,231 1,762 800 2LJ 15.7
1967 600 1,100 10,984 1,859 1,000 200 15.8

1968 600 1,100 13,457 2.032 1,000 300 18.5
1969 700 1,100 14,464 2,127 1,000 300 19.7
1970 700 1,100 14,057 2,132 800 200 19.0
1971 800 1,100 13,939 2,135 800 300 19.0

I9r 900 1,100 14,025 2,160 700 200 19.1
197? 900 1,100 14,260 2,189 700 200 19.4
1974 900 1,100 14,539 2,223 600 200 19.5

«.
b.
c.

d.

Unpublished tatuletions of 1964 officer-accessions and Table K-1. 
10837 times male freshmen, ROTC schools, 1964 * 1U3,
Includes 844 officer-accessions from the enlisted ranks end 844 ti 
bachelors and first professional degrees, (1964 * 100). 
excludes medical and dental appointments.

Table 13

.MS male

PROJECTIONS OF OFFICER-ACCESSIONS WITH A CONTINUING 
DRAFT BY SOURCE OF COMMISSION, NAVY, 1964-1974®

Year

■»c urc« ot on
Total(In 

thousands)Academy
RC3TC-

Fcliowsbip RiTTC^ 0CS= Otherd
w<«rrart
Gmc«rs

Direct
Appointments*

1964 842 790 800 4,667 1,185 910 558 9.5
1965 7C8 793 544 5,080 1,204 400 93 8.9
1966 840 *43 540 5,085 1,226 400 72 9.0
1967 840 971 528 5,593 1,249 400 120 9.6

1968 840 *71 647 6,547 1,278 400 *0 10.7
1969 840 *71 696 7,100 1,313 400 104 U.4
1970 840 *71 676 7,129 1,348 400 92 U.4
1971 840 *71 671 7,147 1,381 400 97 U.5

1972 840 *71 675 7,298 1,410 400 93 11.7
1975 840 971 686 7,465 1,444 400 95 U.9
1974 840 971 699 7,661 1,483 400 *3 12.2

d.

Unpublished tabulations of 1964 officer-accessions and Table W.
1964 accessions <rultipliad by male freshMn enrollments ROTC schools, 1964 « 100. 
Includes OCS, AOC and ROC commissions. OCS and »OC accessions estimated by 
multiplying 1964 accessions by male bachelors and first professional degrees,
1964 « 100. ROC accessions estimated by multiplying 1964 accessions by male 
freshmen enrollments, all schools, 1964 « 100.
Includes Limited Duty Officers and NAVCRD. LDO's were projected at 900 per year. 
NRVCAD accessions were computed by multiplying 1964 accessions by male persons, 
some college, no degree, 1964 • 100.
Excludes medical and dental appointments.
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Table 14
PROJECTIONS OF OFFICER^ACCESSIONS WITH A CONTINUING 
DRAFT BY SOURCE OF COMMISSION, AIR FORCE, 1964-19743

Y«ar

ion
Total (in

Acadcmv
ROTC-

rellowship ROTCt OTS' Othei^
Direct

Appoir.tirents*
1964 600 500 3,695 4,677 300 400 IU.2
1965 600 1,100 3,390 5,088 200 400 10.7
1966 500 1,100 3,376 5,088 700 It .9
1967 600 1,100 3,302 5,625 400 11.2
1968 700 1,100 4,045 6,589 400 13.1
1969 700 1,100 4,348 7,110 200 13.4
1970 700 1,100 4,025 7,142 aOO 13.3
1971 700 1,100 4,190 7,157 400 13.4
1972 1,000 1,100 4,216 7,300 400 13.8
197J 1,000 1,100 4,287 7,458 600 14.3
1974 1,000 1,100 4,370 7,647 400 14.3

u4i|i»ui.wawuxawJLUII9 ui ut iAcvr*dcc«ssxon5 ana larie Ki.
Estimated by multiplying 1964 accessions by male freshman enrollments, ROTC 
schools, 1964 = 100.
Estimated by multiplying 1964 accessions by male bachelors and first prt- 
fessional degrees, 1964 = 100.
Includes Aviation Cadets. Program is scheduled to terminate in fiscal year 
1965. ^

Excludes dental and medical appointments.

Table I 5
PROJECTIONS OF OFFICER-ACCESSIONS WITH A CONTINUING DRAFT 

BY SOURCE OF COMMISSION, MARINE CORPS, 1964-1974®

Yrir

OLirr* .Tt LQtiTi -.ginf,
rOTC-

rcllcwship;: ROTC*^ occ^ Other'*
Warrant
Of fleer-;

Total (ir. 
thou'drds)

;e 144 793 3*1 314 178 1.979 TJ5 863 593 338 120 2.004 210 913 393 3 58 174 2.11967 89 210 921 434 368 1*4 2.2
111 210 1,130 509 426 140 2.4

1%9 111 210 1,241 549 449 140 2.b1971' 111 210 1,236 551 451 140 2.71971 111 210 1,252 553 451 140 2.i
197? 111 210 1,289 564 459 140 2.8197! 111 210 1,541 576 4b8 140 2.81974 111 210 1,595 590 478 140 2.9

d.

Unpublished tabulations ol 1964 otticer-accessions and Table M. 
Iicludes PLC and ROTC. PLC accessions were estimated by multiplying 
1964 ric acces.ior.s by male freshman enrollments, all schools,
1**4 • IJJ. , F.OTC accessions were estimated by multiplying 1964 ROTC 
accessions by male freshman errollments, ROrC schools, 1)64 • loo. 
f'timated by multiplying 1964 accessions by male bachelors and first 
professional degrees, 1964 » 100.
Include- Limited Outy officers and NAkCADS. Limited duty officers 
were estimatetl from unpublished tabulations ot officer projections 
mjJe ly the R.rine Corps, HARn-AD accessions were estimated by multi­
plying H*.4 MARCAP accessions by male bachelor-^ and first professional 
Cegrees, 19t4 • lOO.
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I 

Tabla Ib 

PROJECTED GROWTH RATES IN OFFICER-ACCESSIONS BY BRANCH OF SERVICE 
1964-1974a 

Service 

Percent Increase 
1964-1974 

Army 

Navy 

Marine Corps 

Air Force 

25.8 

28.4 

52.6 

40.2 

a. See Tr3bles 12 through 15. 
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Appendix J 

ESTIMATES OF OFFICER-ACCESSIONS IN THE ABSENCE 
OF A DRAFT 
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Appendix K 

ESTIMATION OF PAY-INCREASE COSTS OF ELIMINATING THE DRAFT 
AS A FACTOR IN OFFICER-PROCUREMENT 
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Appendix K 

ESTIMATION OF PAY-INCREASE COSTS OF ELIMINATING THE DRAFT 
AS A FACTOR IN OFFICER-PROCUREMENT 

Estimation of the annual costs of a recruiting bonus paid at the rate 

of $120 per month over the first two years of service is fairly 

straightforward; it is simply the number of commissioned officers with 

less than two years of service for pay purposes (47,191) on 31 June 

1964 multiplied by $1440. The annual costs of an increase of $120 

in monthly base pay is more complicated. From Table K-l it can 

readily be seen that an increase of $120 in the monthly base pay of 

officers with less than two years of experience will produce pay 

inversions in which these officers will be earning as much as $60 per 

month more than officers with three, but less than four years of ex¬ 

perience. In order to prevent such inversions we had to increase the 

pay of officers with more than two years of service. Our procedure 

was purely arbitrary and was designed to maintain the shape of the 

base pay profile of officers with four or more years of experience 

(Method I) and officers with three or more years of experience 

(Method II). Table K2 summarizes the monthly base pay increases and 

the number of commissioned officers to whom they would have applied 

in 1964. 

Table K1 

BASIC PAY SCALES BY SELECTED PAY GRADES 
AND YEARS OF MILITARY SERVICE, 1964 

Years of 
Service 

Pay Grade 
0-1 0-2 0-3 

< 2 

2 < 3 

3 < 

$ 241.20 

307.50 

384.30 

$ 281.40 

384.30 

461.40 

$ 353.70 

450.90 

481.80 
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Table K2 

FACTORS USED IN COMPUTING THE COST OF THE PAY INCREASE REQUIRED 
TO PRODUCE AN ALL-VOLUNTEER OFFICER FORCE 

Years of 
Service 

Number of 
Commissioned 

officers8 

Mnnt-hlv Pav Increase 

Bonus 

Base Pav 
I ^ II 

< 2 

2 < 3 

3+ 

47,191 

25,563 

248,376 

+ $120 +$120 

+ 90 

+ 40 

+$120 

+ 90 

+ 90 

a. As of 30 June 196 . 
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