
A
D
6
6
3
1
7
6
 

MILITARY RETIREMEKT AND INCOME MAXIMIZATION: 
AN EXAMINATION OF THE ECONOMIC INCENTIVES 

TO EXTENDED MILITARY SERVICE 

ALLEN J. LENZ 

TECHNICAL REPORT #1 

«»TRACT NO. NOOOIU-66-COO88 

I 

Distribution of this document is unlimited. 

Raproducsd by tha 
CLEARINGHOUSE 

for Fadaral Scientific & Tachnical 
Information Springfield Va 22151 

it 
.. ' 



This paper svrarlzes the „ethodology end results of . tore defiled 

study of some of the economic sspects of mllifry retirement. Addition^ 
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EARLY RETIREMENT AND niGOME HAXDaZATION: 
Some Effects of the Economic Incentives in the Military 

Retirement System 

By CDR Allen J. Lenz, SC, USN* 

The U. S. military retirement system is designed to serve an 

need of th. ore.nU.tlon: It functions to permit 

withdrawal of career per.onn.l free, the »Ult«/ e.tetllahment at 

relatively young age. In order to prevent the org.nlt.tlon from being 

dominated by men too old for the rigor, of military life and to inaure 

that maintenance of “youth and vitality” will provide . cemb.t effective 

organisation. 

The removal of superannuated p.r.onn.1 1. • commonplace objective 

of retirement ayate«.. Houever, the military system Is virtually unique 

with respect to the early age at which the withdrawal of career members 

is mandatory or encouraged. 

The military retirement system does fulfill its objective of 

maintaining “youth and vitality" In the military personnel structure. 

But, in achieving Its goals the system establishes a pattem of economic 

incentive, and resultant Individual behavior response, which may 

imperfectly serve the beat Interests of the military organisation. The 

objective of the research described In this paper wes to determine if 

the existing combination of retirant annullier »»d civilian economic 

O tunlties tend, to motivate premature retirement of military personnel. 

• Th. autEör 1. an •^n^hLT^r^nS'necn^lly^pmnñt^he 

“”i" the'cepartment^of úfense, the Department of the Bavy, or 

any agency or stsff thereof. 
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Part I briefly describes the military retirement system. The unique I 

"income maximization" problem thrust upon members of the military 1 

profession by the necesaity of a second career is examined in Part II. I 

Part III summarizes the results of a study of the effects of the length 

of a military career on lifetime incomes. Conclusions are summarized 

in the final portion of the paper. 

I. Military Retirement and Second Careers 

Every career military officer and enlisted man faces ultimate 

involuntary retirement from military service. In itself, mandatory 

retirement is not an unusual practice. Most orcanizations specify some 

age at which the employee is involuntarily removed. However, few, if 

any, remove their members at such early ages and in accordance with 

such a specific, well-defined plan as does the military. 

For the vast majority of its "employees" the military organization 

requires retirement at a relatively young age.^ The basis for chis 

requirement is an emphasis on the maintenance uV a young and vigorous 

military force capable of performing vital defense and combat missions. 

As a result of prior experiences wherein promotion stagnation and 

superannuation of personnel lead to military forces with less than the 

desired efficiency and capabilities, the need for such an emphasis is 
2/ 

well established and generally recognized, Thiü is not to say that 

youth and vigor is a panacea for the military organization or that the 

y For details on the provisions of military retirement, see "Federal 
Staff Retirement Systems", Appendix to the Report to the President by 
the Cabinet Committee on Federal Staff Retirement Systems, April 6, 
1967, U.S. Government Printing Office, p. 127. 

2/ See Ibid, p. 365* 
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organization is optimally structured. In the present day world many military chills 

closely parallel those of the civilian economy. Not oil of those chills rcau.ro 

the some degree of physical vigor. New concepts, more complex weapons 

systems, the continuing cold war and the world-wide deployment of military 

forces may carry need for a recurring change in the mix of rmjuiromcnv-s 

for physical endurance, technical skill, and practical experience which 

would provide the "ideal" military personnel structure. There can be no 

assurance that the present system of personnel utilization is optimum. 

Nevertheless, given the present assumptions concerning manpower 

requirements and resultant methods of personnel management, termination 

of all but a tiny minority of military careers at an age much lover than 

the normal civilian employment retirement age fills a need of the organisa¬ 

tion—not a need of the individual. The termination may be desirable fro::, 

the standpoint of the organization, but it imposes problems on the 

individual terminated. His financial needs normally greatly exceed ohe 

income from his military retirement annuity. And, even though middle- 

aged commencement of a new profession may be difficult or even somewhat 

traumatic, withdrawal from the labor market is usually neither physically 

necessary, financially practical, nor emotionally desirable for the 

typical military retiree. As a result, the great majority of career 

military personnel seek civilian employment in a "second career" after 

retiring from the military.^/ 

?or military retiree employment participation rates, see "The 
Economics of Military Retirement", Mahoney and Fechter, in "Old Ago 
Income Assurance: Issues and Alternatives." Joint Economic Ccmmit-ee, 
90th Congress, 1st Session. 
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Military retireec Generally earn lese in their second careers than 

is earned by other civilians of similar aSe and education. One may ar2uc 

that, in part, the differential results from availability of the military 

annuity and thus a reduced civilian earnings aspiration level for the 

military retiree. This probably causes some of the differential, but 

there is good evidence that this is not the major cause.Rather, the 

higher incomes accruing to the civilians appear to be primarily a natural 

result of seniority and experience advantages. 

If this is the case, then a late, middle-aged transfer from military 

to civilian employment carries an economic penalty, and one can cay that 

pursuing a military career involves an "opportunity cost" that follows 

the individual into subsequent civilian employment. Thus, despite 

governmental provision of a military retirement annuity which is a 

significant percentage of active duty income^, from the viewpoint of the 

individual, middle-aged military retirement is neither an unmitigated 

economic nor social benefit. A portion of the military retirement annuity, 

in effect, serves to compensate the retiree for the economic disadvantages 

typically encountered in a middle-aged transfer from a military to a 

civilian occupation. The military retirement annuity is thus an unusual 

k! gee ''A "study of the Military Retired Pay System and Certain Related 
‘J Subjects", A Report to the Committee on Armed Services of the U.S. Senate 

by the Study Committee of University of Michigan, 19Ó1» p.38, and Part III 

5/ Monthly military nondisability retirement pay is determined by siultiplying 

“ 2-i; percent times the number of years service times the monthly oase pay .or 

the individual's retirement grade and longevity pay step. The minimum pay¬ 

ment is 50¾ of base pay (for 20 years service) and the maximum is 75% oi 
base pay (for 30 or more years of service). Kondisability annuities are 

not paid for less than 20 years of service. , Basic pay is, on average -or 
those eligible for retirement, only about 7o percent of tax equivalent 

gross cash income. 
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form of income maintenance procram, compensating recipients in port for 

tho "opportunity cost" of pursuing a military career vhich does not offer 

a working lifetime of employment. However, the problems and economic 

penalties of a transition to civilian employment vary with respect to the 

individual's retirement age, education, military occupation, etc. Further, 

there is no assurance that the annuities provided for each of the possible 

military career lengths are equally advantageous. The effect is to create 

a unique income maximization problem for those eligible for military 

retirement. 

II. Military Retirement and Income Maximization 

Since the military cannot provide a lifetime career for most of 

its personnel, it seems logical to assume that each Individual achieving 

eligibility for military retirement will attempt to determine the optimum 

time, within the range of choices available, to make the transition from 

military to civilian employment. Selecting the most favorable point at 

which to terminate a military career and begin civilian employment will 

inevitably involve consideration of a variety of factors, both economic 

and non-economic. The interest of this paper is in the economic elements 

of the decision process. 

For a military careerist who is eligible to retire from military 

active duty service, it is contended that the logical and typical approach 

in deciding "when to retire" would be one of selecting the military career 

length which maximizes expected future total lifetime income; i.e., 

r.íOmir.izín ; the expected income for that portion of the individual's lifetime 

-.•hr'-'-'-.er.t to his earliest opportunity to retire from the military organ!- 

::.ri'after completion of twenty years of active service). ,We define 
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this period as the "post retirement-opportunity period" and identify tnc 

income received during this period as the "post retirement-opportunity 

lifetime income". 

After achieving eligibility for military retirement, a military 

careerist can receive various combinations of four typ^a of income: 

Military Active Duty Pay 

Military Retired Pay 
Civilian Second Career Pay 
Civilian Second Career Retired Pay 

A careerist who could retire from military service but does r.ec do 

so continues to receive military active duty pay, but foregoes military 

retired pay and the opportunity to earn a civilian second career income. 

Conversely, a careerist who retires foregoes military active duty pay in 

exchange for military retired pay and the opportunity to earn a civilian 

second career income. 

As the length of an active duty military career is extended beyond 

the minimum required for military retirement, the tenure of receipt Ox 

military retired pay and the potential period during which second career 

income may be received are obviously shortened. The individual's economic 

maximization problem thus becomes one of selecting the optimum "mix" of 

military and second career lengths. 

Some of the considerations which may affect the determination of an 

optimum include.' 

1. Military retirement pay increases as the length of a 

military career increases. 

2. Continued military service may bring an increase in active 

duty compensation as a result of promotion and/or reaching longevity pay 

increase*points. Either type of active duty pay increase also serves to 

increase subsequent retirement pay. 

6 



3« It is generally assumed that Job opportunities and incomes 

in second careers decline as military retirement age advances. 

4. Second careers also offjr potential pension benefits. How¬ 

ever, the value of these benefits will decline as the starting age 
advances and the potential years of civilian second career employment 

decrease. 

5. In large measure, the individual's capabilities, skills, 

and education determine his civilian employment opportunities. 
those with low civilian employment potential will find delayed military 

retirement more financially rewarding (or less of a financial sacrifice) 

than will those with a higher employment potential. 

XU. The Impact of Military Career Lengths on Income Maximization 

The very «««n number of enlisted personnel who serve beyond 

the minimum military career length and the growing numbers of officers 

who retire soon after completion of twenty years service offer strong 

evidence that military personnel are, in the main, convinced that short 

6/ 
military careers are in the best interest of the individual. 

In an investigation of the effects of economic incentives on the 

career lengths of officers of the naval service, I utilized a simple 

mathematical model which considered post retirement-opportunity income 

7/ 
from each of the four potential sources previously noted. The data 

used are incomes from active duty military employment, military retirement, 

second career employment and second career retirement. Second career 

U ¿See Feeder and Mahoney, op. cit. for military personnel continuation 
rates by years of service. 

7/ A detailed description of methods is contained in: Allen J. Lenz, 
“ "Military Retirement & Income Maximization: An Examination of the 

Economic Incentives to Extended Military Service", Unpublished 
dissertation, Graduate School of Business, Standford University, 19b7 
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inca» Information «. obt.ln.O fro. .«» 5300 r..pon... to . „».tionnlr. 

sailed to new «d «rln. corpa officer, «ho retired darin* th. y.«. 

1955-1964 in the pay grad.. 0-5 through 0-8.-7 through ua. of v«lou. 

discount rat.., th. mod.1 coU^sa. poat r.tlr«.nt-opportunlty llfatiw 

Inco« .treue, fr« .»ch of th. four pot.ntlal acure. Into a alngl.- 

vrtu« ..tl«t. of th. pr.a.nt worth of poat r.tlr«.nt-opportunlty Inc«.. 

Th. optimum retir «ent length of aervlc. «»a d.t.rmln«l by comparing 

th. «lue. resulting fr« th. «rlou. poa.lbl. c«binatlon. of mlUt«y 

»d civilian career length.. Th. c«bln.tion which yielded th. largest 

..tisaed value wa. con.ld.r.d th. optimum military carer length for 

income maximization purposes. 

Th. «mita appeared to Indicate lack of a algniflcant Positive 

flntnclal Incentive for officer, to remtón on active duty for a maximum 

length military career. For each individual, th. aolutlon depend., of 

cour.., on th. relative opportunities offered by military «d ..cond 

careers. However, in terms of groups and .«rages, second career 

2/ 
-ili'fery services differ souiewhat in the titles used to identify a 

iT^e in the org«isational hierarchy. For purpose, of 
SÂwtî.T^^. .ub..r«tlyid,ntlf^ 

ul«leòt. for Si group In rt.lch thl. paper 1. interested are. 

Pay Grade 

0-5 
0-6 
0-7 

0-8 

Army, Air Force and 
Wavy Rank Title Marine Corps Rank Title 

Commander 
Captain 
Rear Admiral 
(lower half) 
Rear Admiral, 
(upper half) 

Lt Colonel 
Colonel 
Brigadier General 

Major General 



opportunities tended to be substantially better for those who hold 

advanced degrees than for those who did not. As a result, for advanced 

degree holders, early retir ment appears to show a strong financial 
« 

advantage over extended Military service. 

For those who did not hold advanced degrees, the solution generated 

by the nodal was less clear-cut and the indicated econoadc advantages of 

early retirement were relatively »all. However, inclusion in the analysis 

of factors outside the purview of the nodal (non-enploynent and un- 

anploynent rates) strengthens the case for early retirement. 

In large Measure, the optimum retirement tine for those who did not 

hold advanced degrees appeared to be dependent upon their attitude toward 

"risk". For example, a Nivy captain or narine corps colonel (0-6) who 

completed 23 years of service could look forward to a guarantee of seven 

additional years of Military employment at an income level which is, at 

worst, not likely to decline sharply. Conversely, the vagarias of business 

conditions sight make it difficult to secure civilian employment or, if he is 

«ployed, sight cause him to lose his Job. Thus, a transfer to civilian employ¬ 

ment during this period could represent, in a real sense, a loss of "security". 

However, continued military service until retirement is mandatory 

increases "risk" in the sense that it increases the odds that, when 

termination of military employment does finally occur, the retiree will 

be unable to find civilian second career employment that is both 

financially rewarding and personally satisfying. Thus, it is difficult 

to say which course of action, early or later termination of a military 

career, is the more risky* To a large extent, the solution is dependent 

on the econoadc aspiration level of the individual. If his income 
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aspiration laval. «« -Utivaly lov, «tandan ^llt«y -vio, provida. 

a hldh degree of If ^ 

1« enough .u=h that ch. chlnatlon of nillfry activa duty Incona 

„d subsequent nllltary ratired pW satisfies hl. désiras; l.a., ha doa. 

„„t desire a .acond c».«r, extandad ^llt^y servie, provide, hin =<-pl.t. 

ussuranca of attaining hi. gol. Convar.sly, if ha «pira, to higher 

income lavais. a«ly retirent offar. th. graata.t opportunity for 

realizing his ambitions. 

in addition to th. result, yi.ldai by th. modal, analysis of 

questionnaire and other income data lad to the foU«i,« conclusions; 

1. Except for a "one time surge" 

one or tvo years . t.^ to improve,the relative 
military retirees maintain, hut d * f thelr military retirant; 

î-rtS i-'-r 
generally'1?«’aliéis that of tn- nation’s «ge lavait 

2. The military retirement age (»^nca^e^e at vhic,^ 

individual enters civiUan «Ploy®«n ) will be realized from 
th. .h.olut. »d relativ. ^f^,ft«oñd c„ear incases declina, 
second career employment, as age «uv > 

(See table 1) «¿fif 

3- Therevasastrong 

advJiced^dagree'declined'sharply « th. ratirament ag. mi«nc.d.ll7 

-j^WrHult -rr..po„Ced»ithpubnsbed rinClngSnfrc»eCensu. daUfor 

;ufaUm^ínSaPMd EcotcSÍc Orovth", »mer.cn Economic Eavlav, 

September, 19^5, P* 

W/ It should be noted that^tli^annu^ ^^^Jp^ent or were self- 

only to those individual course, result if unemployed and 
employed. Lower averages » H ver for the purposes of the 

part-time ^^^^^coMidïred that a more valid ci5mparison of 

“^«r. of ïrini oïîâr factor, vould b. obtain^ by focusing on 

those working full time. 

^ Th. relatively poor table th«‘Ä m.^gr“ 

enterb fhTaaTc« 1^"™. «“tivaly lo. -o« profa..ion. 
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4. 0-6 retirees almost invariably achieved higher income levels 
than 0-$ retirees in comparable retirement age and education lev«l groups. 
Thus, if proration to higher rank is a measure of "success" in military 
life and annual Income is a measure of success in civilian life, one can 
conclude that the qualities which result in success in the military 
environment similarly tend to produce success in civilian second careers. 

5. The income level achieved in second careers, as well as the 
labor force participation rate, appears to be very much a function of the 
opportunities open to the individual and not solely a function of need. 
Were second career incomes solely a function of need, we would expect 0-6 
retirees, with their larger retiraient annuities, to have lewer second 
career incomes than 0-5 retirees. Table 1 illustrates that the reverse is true, 
when retirement age and education level are held constant. Similarly, tables 
2 and 3 indicate that labor force participation is strongly affected by 
the opportunities available, with participation and opportunities 
Increasing with the education level. 

For officers holding advanced degrees there appears to be a strong 

positive econoadc incentive to leave the military organization soon after 

achieving retiraient eligibility.^ If such an incentive actually exists 

and if career-military officers are responsive to economic incentives, we 

would expect the rare highly educated officers tending to retire at 

earlier ages than their less-educated fellows who do not have comparable 

second career opportunities. 

The empirical evidence available substantiates the theory. Table 4 

compares the retirement ages and education levels for 0-5 and 0-6 officers 

in the population surveyed. The relationships are very much those which 

we might expect from the economic data in table 1. Those who earned 

master's degrees while still on active duty tended to exit from their 

military careers at earlier ages than their less educated age and grade 

cohorts. (At sera ages those who obtained master's degrees after V..eir 

military retirarant teminated their military service earlier than those 

If/ Lens, op. cit., chapter IV. 
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«ho hod ••roed their ■»«ter’e degree« ittmt retiring. tut the ton*T 

group 1« «««11 m nu«>>«r end .t«tl.tlc. concerning It th.refore »re 

•ubject to the Influence« of rondo« veri«tlon«.) 

Most of the 0-5 retiree. In tebl. 1 «r. Individuel, «ho felled of 

.election to 0-6. For th». retirent «ould te «nd.tory upon co^letion 

of 26 y.«. Of «ervlce. Mo.t retire before cc«pletlng th.t length of 

service, but «h» the group 1. »«Umed by eduction level, there ere 

.0« perceptible differ«... In the r.te. of «It. T.bl. b indict.. th.t 

graduate tr.ln« offlcr. In gr«>. 0-5 do not t«ry on .ctlv. duty once 

thW mi of prcotlon to the net «« 73-3 P*«“* of thU 

„« retir« by >«• U5, vhll. only 58.0 p«c.nt of th. B.8. degree holder. 

„d 32.3 pccent of the «on-d.gr.. P«.onn.l b« retir« by the .« 

It 1. el.o interesting to not. that 38.8 p«rc.»t of the graduate train« 

retir... 1» gr«e 0-6 h« turn« to clvlll« Ilf. by eg. “7. By retiring 

et thl. early eg«, the «Jorlty -u.t have forego... the opportunity to be 

.cider« for prcotlon to the next gr«e (0-7. re« ednlrel/brlgedier 

general). 

Thu., the data of Table« 1 thru 4 tend to indicate that: 

l There is a positive economic incentive for the more highly 
.duct« orne.» îo îcvS «lUfry «rvlc. .cn after beccing eligible 
for retirement. 

2. Officer« holding advenced degree« «re «pparently «vare of, 
end responsive to, thi« incentive. 

, Tf education level is a valid me««ure of the "quality" of 

a military profe«jional. the J^pÄTf Ägüe^Ä p™i 
SN» â viu 10.. Of the lower cUty P.r.onn.1 

(those not holding advanced degrees). 
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Fron the viewpoint of the orgenieetion, the undeeireble aspecl.c i>i a 

retiraient system which encourages early retirement of its better quality 

personnel are obvious. But, is education level a reasonable proxy for the 

"quality" of a professional military officer? Few, including the writer, 

would assert that attained level of education was an unfailing measure 

of quality in any profession, be it military or civilian. However, the 

majority of those navy officers who hold advanced degrees at the time of 

their military retirement probably have received their graduate educations 

under navy auspices and at navy expense. The receipt of such training is 

based on a selection process which utilises standards similar to those 

used for determining who will be promoted. Presumably, the result is 

selection for graduate training of the individuals with the greatest 

career potential; i.e. those the naval organization, using its own 

standards, views as being of superior quality. If one accepts this 

rationale, it is difficult to escape the conclusion that the naval service 

is suffering a quality loss through early retirements. 

There is little reason to expect that analysis of army und air force 

officer retirement patterns would yield basically different results. In 

general, we would expect that retirements would correlate closely with 

civilian opportunities—the greater the civilian opportunities, the higher 

the rate of early, voluntary military retirement. To the extent that the 

rewards of civilian employment correlate with education, the military can 

expect to lose its higher educated people at a more rapid rate through 

early voluntary retirement. Similarly, to the extent that civilian 

opportunities stem from specific skill training, it should be expected 

that those members with skills easily marketable in the civilian economy 

13 



-, * j i,, earlier than those members possessing 
will tend to voluntarily retire earner 

skills not in high demand in the civilian economy. 

Summary and Conclusions 

The military retirement system function, to encours*, and permit 

withdrawal of career personnel from the military forces at relatively 

young «es, in order that the military organisation may maintain a 

desired degree of "youth and vigor". Most military retirees enter the 

civilian labor force after completing their military careers. During 

the second career years, the retirement annuity is not an old age 

pension. Sather, at least in part, it serves to compensate militery 

retirees for reduced civilian employment income levels which stem from 

a late entry into civilian employment. 

The existing retirement system and the 20 year retirement option 

have maintained "youth and vigor" in the military forces «d assisted 

in attaining a more rapid and regul« promotion flow. However, there 

nr. seme indications that short (20 ye«) milit«y c«.«rs mv he more 

economically rew«ding than longer c«.ers, providing a positive 

economic incentive to ,«ly retirement for certain categories of personnel, 

including the more highly educated officers. 

14 



TABLE 1 

AVIS AGE I966 ANNUAL ITlOOMKS OF SURVEY RESPOUDEMT POPULATION 
BY RANK) EDUCATION LEVEL AND RETIREMENT AGE 

(FULL-TIME AND SELF-EMPLOYED ONLY) 

Grade Educatlori* 

Ret. 
Age 
Less 
Than 

44 

1966 Average Annual Income by Retirement Age_ 

Ret. 
Ret. Ret. Ret. Ret. Ret. Ret. Age All 
Age Age Age Age Age Age Over Ret. 

44-49 46-4? 48-49 50-51 52-53 54-55 p? Ages 

0-5 LTBS 
BS 
MBR 
MAR 
PhD 

nno 10910 9600 86'>0 60jO 8890 
I23IO IO63O IO88O IO260 IOO60 10P30 
15720 14350 13630 118H0 r.Kjflo 11250 
10000 8640 8750 ****** 

** ********** 

10940 8390 9810 
** *# 11130 

II250 ** l'i5o0 
«« ** 9130 
** ** I505O 

0-6 LTB8 
BS 
MBR 
MAR 
PhD 

** 14170 I653O 
14730 I339O I203O 
20270 17640 15670 

*# ** 11670 
** ** ** 

U250 12190 9550 
11220 11220 I0280 
14260 I233O 12490 

9350 7380 863O 
«*#«#* 

10140 12920 12280 
n280 12190 11440 
II350 13040 14660 
8570 ** 9070 

** ** i4no 

0-7 AU ****** 1292O 

0-8 AU ** 13630 

Source: Lenz, op. cit., p. 83 
* Education: 

LTBS ■ Less than a Bachelor's degree 
BS * Bachelor's degree or seme work toward a Master's degree 
MBR ■ Master's degree awarded before military retirement 
MAR ■ Master's degree awarded after military retirement 
PhD * PhD degree 

** Number of observations too few to provide meaningful data. 



T1 

CM 

sli 

. mi mo\j> ® ‘O ‘O'*.^ 

Ui siM ¿sss 
ir\ 
tfN 

s*é 
o o o 

- * 

Rá* * ’ 

. if\| H On •^‘O 
4» V IA| • _• ¥ t ¿Rí? 

uM 

Sid U** apes 
lA 

CM ji-tf t^vO • • • • 
' <£> 

«.SI °.H.?? 
£ m ¿¿U *8*K 

. osl OOOO 

ISlJ ãS§» «•*»» 
s 

. t»| IAOOO VOCUIA cn 
4> «i^l • • -• -• - ¡£«51 **§§ 

. IA| C-OCMO OW *0* 

SSJ RR*» §ft«* 

«.31^^®° S£2i SSlI RR*§ §8»* 

% 
4» 
a 
o isli lall 

3 ¿ Öl ° o 

i 

4» •H 
U 

& 

MM 
8 
« 
M 
a 

I 
*0 4» 

;!! 
a 
a. sr 
4* 
8 
o 

at;*» 
*“£ 
a ' 

ï 
"0 . Is I 

«4 4» P 

« i 
pjl 1 

• "22 5 
sll . I ; í i - 

Si|| ? 

IV"- 
i 

sill 
« H . K ^ 

j Sail 
i 

0 

It 

i 

■dMnamiiiiia 



TA
B

LE
 3

 

. 

■ 

m i-i m h o 
h**«»! • • • • •••• 

S*** til** H V 
< OS 

IA 
ITS 

« &Ü PS ¿ 

J- 00 lAlAH 

¿'¿il CV|Q>0\l ^R<ß 

O t- CO CT\ O 

rjON^O 

VO ON 

fÔ W I I 
ia if\ On On • • • • 
ONVOOO itn 

0-3 O O CM IA O • •A * •••• 
H q * o Noqt-o HH HH 

m o h co cm o o 
• ••• •••• 

jn IA J- On O no O O 

■P V 

S4fS 

« 

M 

IA C~ m CO CO IA H H 
• ••• •••• 

NOHCMIA lACOHfr- 

IAIAOO O VO CM O • ••• •••• 
J- H O N^ O -Í H O 

NOVO CM Ov COCO O O 
• ••• 

CO CM CM IA PC H O O |MÍ| 

sail Im 

V 
•V « 
h 
a 

IA 

o o 

s 

8* 

N 
a 
X 8 

<i 

8 
0> U 
^ a -p 

" S 8 b S B 
0) h V 

■P H »< 
M P •H 
a V p 
Z h 0) 

09 H P 
5 H H 
6 H H 

"■■S V 
y b b m 

-if’ 
« M 0> 4) 

‘ sS| 
ï * * * 
O M V V 

« 

l*0 . . 
^ « tJ «O 
S M « 

5 | fe ’ 
u ja p p o o io n 
0) CD CD (O 

c3 » * Z 
N R H II 

«I 

1 sali 

....^ 

I.
'u
at
er
 
o
f
 o
b
s
e
r
v
a
t
i
o
n
s
 
t
o
o
 f
e
w
 t
o
 
a
l
l
o
w
 m
e
a
n
i
n
g
f
u
l
 p
e
r
c
e
n
t
a
g
e
 
ex
pr
es
si
on
s.
 



TABLE I» 

RETIREMENT AGES AND RETIREMENT EDUCATION LEVELS 
OF SURVEY OFFICERS RETIRING FOR NON-DISABILITY 

REASONS DURING YEARS 1955-64 

CUMULATIVE PERCENT OF 
ALL RETIREMENTS ACCOMPLISHED BY INDICATED AGE 

Grade Education* 

0-5 LTBS 
BS 
MBR 
MAR 

18.9 
30.9 

45.1 
34.7 

32.3 
58.0 
73.3 
60.2 

49.5 
73.8 
84.4 
79-6 

72.8 
85.2 
90.7 
90.8 

89.2 
91.6 
95.2 
97.9 

95.0 
95.7 
96.7 
98.9 

96.7 
97.4 
98. 
99.9 

100.0 
100.0 

100.0 

0-6 LTBS 
BS 
MBR 
MAR 

3.6 
4.1 
6.9 
3.7 

13.8 
10.5 
22.3 
9.2 

23-5 
21.1 
38.8 
17.7 

36.8 
37.9 
52.5 
36.0 

49.6 
55-4 
69.3 
56.7 

70.5 

84.3 
91.7 
87.8 

79.1’ 100.0 
86.3 100.0 
98.0 100.0 
98.6 100.0 

Source: Lenz, op. cit., p. I50 

* Education: 

LTBS ■ Leas than a Bachelor's degree 
BS ■ Bachelor1 a degree or sosie work toward a Master ' s degree 
MBR * Master's degree awarded before military retirement 
MAR > Master's degree awarded after military retirement 
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