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FOREWORD 

This report, Volume IV of four volumes, is submitted as a part of 
the ongoing study, "Eval uation of the Modern Volunteer Army (MVA) Pro-­
gram," undertaken by the_ Ref:earch Analysis Corporation under the 
sponsorship of the Special Assistant for the Modern Volunteer Army 
(SAMVA ). The report addresse s Task 1 of Phase I of the Work Statement, shown below: 

••• To collect, catalogue, correlate and review all civil ian and military ongoing and completed studies on proj ects re l ated to MVA programs and displ ay these data in common terms as concerns the current status and results achieved .... 
Tn par t icular, the report updates the status of ongoing studies and 
surveys described in the RAC Interim Report, "EYaluation Plan for Modern Volunteer Army Program," dated 22 Sep 71. 

Volume I presents the main report on Phases I and II of the study, 
Vnlume II is a data book on volunteers, and Volume III contains an 
analysis of RAC MVA survey responses. 

iii 

Albert D. Tholen Head, Resonrce nal ysis Department 
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Chapter 1 

INTRODUCTION 

As a part of the initial phase of the stud y , "Evaluation of the 
Modern Volunteer Army (MVA) Program," RAC reviewed, analyzed, and eval­
uated the MVA Program and over 100 studies which address probl ems re l ated 
to developing a vol unteer force. Thi s is in response to Phase I, Task 1, 

1 of the Work Statement, which i s : 
To collect, catalogue , correlate and r evi ew all civilian and military ongoing and completed studies or projects related to MVA programs and display these data in common terms as concerns the current status and results ac~ieved ; identify informat ion gaps and make rec0mmendations for new studies or data collec­tion.l 

Appendix A, "Analysis of Studies Pertinent to MVA Programs ," of the 
2 RAC Interim Report of 22 Sep 71, met the requirements of Task 1. The 

, first quarterly report, "MVA Program Evaluation, 113 contained the updated 
version of the ongoing studies and surveys to be reviewed and evaluated, 
plus a bibliography of additional RAC/MVA data bank acquisitions . 

The trend in the study's monitoring effort has been progressive l y 
to fewer studies requiring Office of the Special Ass i stant for the 

1 Modern Volunteer Army (OSAMVA) cognizance. Many of the stud~es that 
were in the planning stage when the AAC/OSAMVA study began have been 
dropped from the various research work programs befor e actually reaching 
implementation stage . A few were started but t erminaten whi le in pro­
gress. Therefore this report presents the "enduring" studies and surveys 
in their most updated forms. Tables 1- 1 and 1- 2 show ongoing studies 
and surveys arranged by sponsor or study origin, and Tabl e 1- 3 identi f i es 
surveys yet to be completed. Abstracts of studies completed dur ing t he 
~curse of the RAC/OSAMVA study are in Chap . 2, abstracts of studies 

1-1 



completed before the F.AC/OSAM.VA study are in Chap . 3, and a listing of 
t he contents of the F.AC/MVA data bank is in Chap. 4. 
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'1:able 1-3 
SURVEYS REVIEWED AND EVALUATED BY RAC FOR OSAMVA 

Performing Survey organization Report due 
Attitude/Opinion Surveys at SDC 30 Jun 72 vol.AR Installations ( final) 
Attitude/Opinion Surveys at SDC May 72 (est) on-VOIAR Installations 
Gilbert Youth Survey #2 Gilbert May 72 
AFEES (Armed Forces Examining HumRRO, Project Monthly and Entrance Station) Admin- Volunteer, OSD istered Survey 
Reserve Components Survey of RAC Aug 72 NPS (Nonprior-Service) 
Personnel 
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Chapter 2 
STUDIES AND SURVEYS REVIE.WED BY RAC AND 

CC'MPLETED DURING THE P.AC/OSAMVA EFFORT, FY71-FY72 

Abstracts of the studies and surveys reviewed and evaluated by RA 
and completed during the RAC/OSAMVA effort, FY71-FY72, are presented in 
this chapter. The abstracts are arranged in alphabetical order, with 
each abstract starting on a new page. Each abstract contains the title, 
the objective, and the findings of the study or survey. 



Title: 

Objective: 

Method: 

Concl usions: 

"Analysis of MVA/VOIAR Actions Impact on Soldiers' 
Attitudes toward the Anr,y and on Retention," Dre.rt-­
Interim Final Report, 'IM-4886/002/00, System ~velop­
ment Corporation, 1 Jun 72. 

Analysis of the effectiveness of MVA/VOIAR actions and 
attitudes toward the Army. 

Attitude survey (MVA Evaluation Questionnaire) given 
to officers and enlisted men at VOIAR•72 inst llations 
and non-VOIAR installations; interviews conducted at 
VOIAR-72 installations; descriptions and observations 
of MVA/VO'IAR actions implemented at the VOIAR-72 
instal lations; documented results of VOIAR-71 evaluation 
studies conducted by HumRRO; and documented results of 
eval uations conducted by VOIAR-72 installations. 

The overall findings from the March 1972 survey were 
highly consistent with those from the December 1971 
survey. The MVA/VOIAR program continues, on the whole, 
to be gaining widespread acceptance and meeting with a 
generally quite favorable response on the part of the 
target population. Results to date show that certain 
acti ns such as those concerned with job assignment, 
growth and experience, health care, and pay and bene­
fit s have a consistently high positive impact on both 
attitude and retention. Areas in which concerted 
efforts have been made by the VOIAR posts generally 
show higher positive responses than at the non-VOIAR 
posts. In particular, the overall attitudes and 
reenlistment intent of the under-two years service 
group at VOIAR posts are generally significantly higher 
than at non-VOIAR posts; the posts which have been 
involved in the VOIAR program for the longest period 
of time (i.e., VOIAR-71 posts) show, as a total group, 
even more positive results. There appears to be some 
leveling off in the positive reaction to specific MVA/ 
VOIAR actions, perhaps reflecting situations in which 
actions were less in magnitude or slower in implementa­
tion than anticipated and also perhaps reflecting a 
condition in which the population is becoming more 
accustomed to actions ·which were originally considered 
quite noveL 
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Title: 

Objective: 

Findings: 

"Analysi s of MVA/VOU..R Actions Impact on Soldiers ' Attitudes toward the Army and on R tention, Vol T: Study Resul ts, Vol II: Data Annex," MVA/VOU..R Evalu· -tion Project, Interim Report, SDC, 25 Feb 72. 

To analyze various respondent gr ou s to dete:nnine similarities and di fferences in attitudes, at ,j t. trends, and effects of MVA/VOIAR on these at t itudes and on retention . 

In brief, selected study f indi ngs are para hrased b <JJ , iW . 

1 . Officer groups, as a whole, have a more ositive attitude overall toward the Army than do enlisted r ou s . 

2 . Enlisted personnel with more-than-2-years' ser vice have a significantly more positive attitude overall than those in the less-than-2-years group; however, the VOU..R less-than-2-years grou has a consistent anrt significantly (4 percent) more positive attitude on general, job- specific, and leadership and supervision factors than does the c arable non-VOIAR grou. 

3. Overall reenl istment intent for enlisted ersonnel is about 20 percent but varies wiuely from post to o t· that for the VOY..R less-than-2-years group is signifi­cantly higher (4 percent) than that for the comparable non-VOIAR group, but still quite low when compared t o that for the over- 2-years groups (7 ercent vs 36 t o 39 percent ) . 

4. The comparison of sol dier expectations and degr ee of perceived fu lfillment shows a difference of approx­imatel y 30 percent over the past 10 months . 

8. Actions that have a high impact on attitude but low impact on retention are general ly in the areas dea ling with personal activities, preferences, and conveniences. These include beer avai l abi lity, freedom to decorate own room, post e::change (PX) goods and service, trans­portation services, and entertainment and recreation. 

9 . Action areas to date which have had a low impact on attitude toward the Army but a high retention effect are those in the areas of j ob assignment (choice and relevance), work conditions , hours of work , and l eader­ship and supervision. Accordingly , it i s sugge st ed that these areas be given additional em hasis. 

10. With ref erence to the 17 action areas considered, changes noticed were generally quite pos itively received by both the VOU..R and non-VOU..R group' . 
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13. Pay and benetita actions (together with job aaaign­
mentl opportunity tor growth and education, and health 
care} have had the moat positive impact on attitude 
toward the Army and on retention. However the higher 
grades indicate a somewhat less favorable response to 
changes noticed to the reenlistment bonus area than do 
the lower ·grades. 



Title: 

• 

Objective: 

Method: 

Findings: 

' 4 ' 

' 
• "An Analysis of Problems Associated with ithe Es.tablish-

ment of an All~Volunteer (Zero.Draft) Force for the 1 

United States (SABER Volunteer)," Dept of Air Force, . 
Studies and Analysis HQ, Assistant Chief of Staff, 
Office for ' Sp~ciar Studies, Dec 71 . 

I 

To examine three problem areas related to the estab'li sh­
ment of an all-volun

1
teer force: (a) the magnitude of 

the recruit,ing' task whic;h w~ll cdnfront ~he Services '; 
(b) the "supply" of young men from which the all-vol un- 1 

teer force must come; and (c) pay~- as a l ink between 
"demand" and "supply." • 

Analysis of tott'ery data for CY70 for all four Services, 
teijt information on lottery registraht s , descriptions 
of Air Force skill assignments, and other relevant data 
on males 17-22 years of age. 

•Initial accessions to the Navy merited the highest 
scores 'on the Ar'Q.T, followed in seq4ence by those j oin­
ing the Air Force, th~ Army, and the Marine Corps . 

'Racially, between 84 and 190 percent of alt DOD maie 
accessions were white. The differen1ce in quality 
(measured in terms of A~T) between true and reluctant 
volunteers is described as Statisyically s ignificant 
but "slight." 
I . 

I I 
In sum, some 60 perc.ent ,of all CY70 military accessions 
were either draftees or. motivated by the draft. True 
volunteering of the 19-22 age group is highest at ag:es 

• 19 and 20. "Quality" appears to be sa~isfactory to the 
Air Force for 1970. 

;Througho~t the decades of the 1960 1 s and 1970 1 s the 
reservoir of qualified and avail able men amounts to no 
.more than 60 percent of the cohort. There is not an 
overabundance of young men to provide cahdidat~s for 
an all-volunteer force. • 

Compensation is expected to play a maj or role in an 
all-yolun~eer environment, and 1an open market ' for the ' 
talents of young men is p1edicted . 

. Wit}). passage of Public; Law 92-,129, pay for recruit's is 
reasonably competitive with the ay :of young civil ian , 
workers. 

I 
Military pay for the very young wor~er (19 and lower) 
is well above the earning leve

1
l s of th~ young civilian·. 

I , 

The relation of pay tb high mental qual ification is 
more apparent with ,advancing .age. 

! 
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Title: 

Objective: 
I • 

Findings: 

"Aptitude strategies (AFSTRAT)," OASD (M&RA) and OSA/ 
DCSFER, HumRRO. 

To develop a new approach on "training strategies• to 
enhance individualized Anny technical training at Ser­
vice schools. 

A model was developed of aptitude strategies and the 
Army's Field Wireman course, MOS 36K, was selected as 
the experimental vehicle. 

Principal strategies of the APSTRAT model are modular 
sequencing of course material content, peer instruction, 
individual instruction, individual pacing, ·rapid and 
detailed feedback, and functional context training. 

(Due to study results, CONARC has directed that five 
Anny training centers conduct Field Wireman courses 
utilizing the APSTRAT techniques.) 
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Title: 

Objective: 

Findings: 

"Attitudes of Youth toward Military Service: A Compari­
son of Results of National Surveys Conducted in May 1 ✓7J 
and November 1971," prepared for OASD (M&RA) by HumRRO 
(surveys conducted by Gilbert Youth Research, Inc .), 
Apr ?<~. 

To determine for American youth, 

(a) their potential f or voluntary enl istment in t he 
Regular and Reserve military forces in a draft - free 
environment, 

(b) their factual knowledge and perceptions of the 
Regular and Reserve forces, 

(c) their reactions to enlistment incentives, benefi 1 s , 
compensation, and options or conditions of service, and 

(d) their enlistment propensity in terms '1f demogr aphi c 
characteristics, socioeconomic background and educa­
tional /occupational status, achieveme'1ts, and inter ests . 

The following findings are se lected for inclusion in 
this abstract: 

1 . In both May and November, the mi l i tary service was 
seen by a substantial percentage of youth as offering 
a secure/steady job. 

2. The attitudes of youth toward military service 
improved slightly int 1e November 1971 survey compared 
with the May 1971 survey. Even wit this improvement, 
a negative attitude toward military service was still 
held by a substantial percentage of American youth 
largely because military service is perceived as 
interfering with the freedom/life style of youth . 

3. American youth overwhelmingly endorsed the conce t 
of an all-volunteer military service in both the Maj' 
1971 and the November 1971 surveys. In a peacet i me 
condition, over 80 percent would refer this approach 
to military service . Conversely, only about 15 percent 
would prefer the present draft system during peacetime . 

4. Among the men who say they would enlist if there 
were no draft, the Navy (25 percent) was the r eferred 
Service in November 1 71, while the Air Force (30 er ­
cent) was most pr eferred in May 1971. 

5. The image of the Services doe s not appear to r.~ve 
changed appr eciabl y from May 1971 to November 1971. 
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6. A fully paid college education was the most pre­
ferred potential nlistment incentive in both surveys. 
However its appeal appeared li:nited among the sons of 
families under $8000 annual income. 

7, Current incentives to· enlistment endorsed in both 
surveys include (a) choice of branch of Service (b) 
travel, excitement, and new experiences, and (c) learn­
ing a skill or trade valuable in civilian life. 

8. In the November 1971 survey, college j uniors and 
seniors were asked to indicate the• likelihood of their 
enlistment as a regular officer (assuming no draft). 
Approximately 13 percent indicated that they would 
vol unteer as an officer in the active Service. 

9, In both surveys, the majority of youth reported 
exposure to military recruiting information through 
such media as television , posters, and magazine/news­
papers. A slight decline in radio and TV exposure was 
noted. 

10. Televis i on continues to emerg1 as the most influ­
ential of the media by virtue of mass expoeure (74 per­
cent exposed to TV, in the November 1971 survey) . Only 
51 percent of those reporting TV exposure regard the 
information about military opportunities obtained from 
TV to be adequate. 
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Title: 

Objective: 

Method: 

Conclusions: 

"Attitudinal Studies of the VOIAR Experiment, 1971: 
1. The Enlisted Permanent Party at Five Posts (Fts Ord, 
Jackson, Benning, Carson, and Knox)," S. J. Goffard, 
J. S. DeGracie, and R. Vineberg, HumRRO, Nov 71 . 

Evaluation of VOIAR innovations. 

Attitude surveys (questionnaires) given to enlist ed 
men, some in training and some cadre, and to officers . 
Six questionnaires were designed: VOIAR I, II , II-S, 
III, IV-E, and IV-O. 

The following conclusions are selected for inc l usion i n 
this abstract. 

1. If there were different programs of VOIAR innova­
tions in effect at the five posts during the period of 
this study (January to June 1971), there is no evidence 
that these programs had any differential effect, on~ 
way or another, on the reenlistment intentions or the 
attractiveness of the Army to men in the permanent 
party, regardJess of the l ength of time they have been 
in the Army. 

2. The single variable found to affect reenlistment 
intention, both among men with 2 years of service or 
less and among men with more than 2 years of service, 
was draft mm;ivatiun, which is not under Army control. 

3. Herzberg's notion that the motivation to work is 
intrinsic to the job and not a product of extrinsic 
conditions appears to be supported by these Qata . 

4. In view of the differences in the evaluations of 
check list i t ems made by men with 2 Jears of s~rvice 
or less and by men with more than 2 years of service, 
the same programs of innovations seem un l ike l y to 
attract both groups. 
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Title: 

Objective: 

Method: 

Conclusions: 

"Attitudinal Studies of the I/Or.AR Experiment, 1971: 
2. The Enlisted Permanent Party at Ft Bragg and Three 
Installations in USAREUR," S. J. Goffard, J. S. DeGracie, 
and R. Vineberg, HumRRO, Nov 71. 

Evaluation of VOIAR innovations. 

Attitude surveys. 

1. Since the April and June samples of men in USAREUR 
were equivalent in all other respects, the differences 
observed appear to represent changes in operations of 
one or more of the three installations. 

2. The differences between the USAREUR sample and the 
totals ple in background characteristics make it 
imposs_ ble to draw firm conclusions about the large 
differences between this sample and the total sample· 
in attitudes and reenlistment intentions. While the 
samples are the most negative of any examined, it is 
impossibl e to say whether the operation of the instal­
lations has any influence on their attitudes toward 
the Army. 

3. The large nu abers of differences between this sample 
and the total sample on the various check lists suggest 
that a great many innovations or changes are teing made 
at the three installations. It is impossible to say 
whether they are effective in increasing the att active­
ness of the Army; the data suggest that they may be 
decreasing its attractiveness. 



Title: 

Objective: 

Method: 

Conclusions: 

"The Development and Implementation of the Experimental 
Vo l unteer Anny TrainL"lg Program," J. E. Tayl or, E. R. 
Michaels, M. F. Brennan, HumRRO, Nov 71. 

To chronicle the planning and implementation of the 
EVATP at Ft Ord over the period mi~-November 1970 t o 
30 Jun '71. 

Direct observation and statistical anal ysis of training 
t est resul ts. 

Because of the pr oject structure, conclusions are 
divided into those on BCT and AIT. Accordir,gly, they 
are listed be l ow. 

BCT 

In general sub j ects, ?irst aid, chemical , biologi cal , 
and radiological (CBR) defense, and land navigation, the 
reorient ation of instruction toward performance ob j ec ­
tives and mastery of ski l ls produced a sol dier with a 
su.perior level of skill attainment, when compared with 
his conventionally trained cou."lterpart. 

In subjects, guard and M- 16 weapon maint enance, where 
the contrast in amount of practical wort was less marked, 
the differences in performances still remained signifi­
cantly in favor of the men trained under the experimental 
program . 

Only in subjects individual tactical training and drill 
and ceremonies were there no significant overall per­
formance differences. 

There were no disproportionate contributions by Category 
I and II men toward the total percentage of successful 
performances in the general Ft Ord re sul ts. 

The differences in performances of Ft Ord vs Ft Jackson 
men in each mental category were in the direction of t he 
general performance diff erences. , 

The Ft Ord results indicate that .. he performance dif­
ferenc es among men at each mental category were l essened 
by the performance or ientation of .,he EVATP. The trend 
was toward reduction of performance differen ces among 
mental categories . 

AIT 

In general, the results indicate that the experimental 
AIT pr ogram produced soldiers with a higher degree of 
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skill attainment in the subjects teated within a shorter 
period ot instructional time. 

Even in the weapons subjects, where conventionally there 
was a substantial amount of practical work, the soldiers 
trained at Ft Ord showed a considerabl·· higher level ot 
proficiency. The only exceptions were performance~ on 
the .45 caliber pistol tests and the M-203 grenade 
launcher tests, where the levels of performance were 
roughly equivalent. 

In the tests of communications and. land navigation, where 
a stronger cognitive component was tested, the soldiers 
trained under performance-oriented instruction generally 
maintained their higher level of proficiency. The land 
navigation test re~ults indicate that these skills were 
retained at a considerable level over a 9-week period. 

Overall, the EVATP trains men of all mental category 
levels to a higher level of proficiency in most ot the 
subject skills. The EVATP tends to lessen, in addition, 
the degree of achievement differences among men of all 
category levels. 
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Title: 

Ob j ective: 

I 
Method: 

Findings: 

"Effectiveness of the Modern Volunteer Army Advertising 
Program," pre-pared for Dept of Army, OSAMVA, by Stanford 
Research Institute, Stanford, Calif., Dec 71. 

To analyze the Army's paid broadcast-media in terms of 
its ob j ectives, planning, the media and ads used, the 
audiences to whom it was addressed, it s interrelation 
wi th the person-to- erson r ecrui ting eff ort s of t he 
Army, and its administration or execution. 

Statistical and sub j ective interpr etation of dat a on 
Spring 1971 advertising campaign. 

Paid broadcast-media advertising was : 

1. Very effective in increasing awareness of Army 
~.,,~ advertising among young mal e Americans without pr i or 

service. 

2. Effective in motivating some of these men to act i on 
represented by maklng personal inquiries about Army 
service. 

3. Accompanied by increases in l evels of Army enlist­
ments beyond those that past enlistment trends woul d 
indicate. 

4. Accompanied by more pronounced increases in l evels 
of Army enlistments in the geographic section of the 
US where advertising was most intensified. 
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Title: 

Objective: 

Method: 

Findings: 

"Evaluating the Bf' .. :ectivene11 of' the Army's Paid Adver­
tising Campaign: Phase I," Audits and Surveys, Sep 71. 

To trace the ef'f'ects of' the Army's paid advertising 
campaign through several stages awareness, attitudes, 
and behavior. 

Questionnaire and interview of sample composed of sev­
eral advertising audiences of 17 to 21 year olds. 

1. The campaign generated high levels of awareness 
among the target population of 17-~l year old men. 

2. Recall of the content of the Army's advertising is 
high, with particular recall of' both the campaign slogan, 
"Today's Army Wants to Join You," and the European Duty 
theme. 

3. Awareness and recall of' advertising is not related 
to actual enlistment or disposition toward enlistment. 

4. The level of agreement with the advertising themes 
improves with increasing involvement in the possibility 
of Army service. 

5. There is no significant evidence that the advertis­
ing campaign has been a clear success in ~aking men more 
disposed to enlist in the Army. 

6. For all groups, the initial impetus f'or considering 
Army service comes from "outside" factors -- e.g., the 
draft, the inevitability of' service, and the lack of' 
a job. 

7. There is no clear evidence that the advertising 
campaign had any significant effect on individuals' 
decisionmaking process. 

8. Slightly more than one out of three Army enlistees 
(36 percent) planned to enlist prior to the campaign. 

9. Based on Advertising Attribution Score, it is 
estimated that about 7 percent of Army enlistees in 
Jwie were in some way affected or influenced by the 
paid advertising campaign. 

10. Awareness of the advertising is higher in teat 
markets than in the rest of the country, where the 
level of' awareness is already high. 

11. Recall of "Today's Army Wants to Join You" is 
greater in test markets for the general population and 
the enlistees. 
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12. Agreement with advertising themes is the same in 
the teat markets as in the total US, indicating that 
the additional advertising had little or no incremental 
effect on young men's attitudes. 

13, It seems clear that, although the double weight 
of advertising in the test markets generated relatively 
higher levels of awareness than in the rest of the 
country, it did not affect other aspects of awareness, 
attitudes, or behavior in a similar fashion. 

14. There is no indication that the advertising cam­
paign influenced men to change their attitudes toward 
serving in the combat arms. 

15. Overall, Audits and Surveys believes the advertis­
ing-attributed enlistments among Delayed Entry Program 
recruits were overstated by Army recruiters. 
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Title: 

Objective: 

Method: 

Conclusions: 

"Future Impact of Dissident Elements within thf'I Army 
on the Enforcement of Discipline, Law, and Order," 
R. W. Rae, S. B. Forman, and H. C. Olson, RAC-TP-441, 
Research Analysis Corporation, Jan 72. 

To determine the current level of dissidence in the 
Army and to examine the possible causes of di ssident 
behavi or as a basis for estimating what the trend may 
be in t he next few years . 

Interview, statistical analysis. 

Although there are continuing activities in t ypes of 
dissent with possible political overtone3, .such as 
demonstrations, pub l ishing of underground newspapers, 
and attendance at antimilitary coffee houses, these 
do not represent a serious problem for the Anny at the 
present time in terms of enforcement of discipline, · 
law, and order. Moreover, these are likely to become 
l ess of a problem as the Vietnam War winds down and the 
MVA comes into effect. 

The maj or problems affecting discipline, law, and order 
in the Army appear to be (a) drug usage, (b) inter­
racial friction, and (c) disrespect to 3uperiors and 
refusal of orders. Not onl y are these problems serious 
at the mome,1t, but the trend appears to be towards an 
increase in frequency. 

There is no evidence that the types of situations 
created by the problems listed above will create a 
need for military police procedures other than stand­
ing operating procedures. However, in view of the 
increasing trend in these incidents, current military 
police authorize atrengths may not be sufficient to 
cope with the probl em adequately over the next few 
years. 
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Title: 

Objective: 

Method: 

Findings: 

"Innovations for Achieving an AVAF," Dr. Stephen Enke, 
GE/TEMPO, prepared for OASD (M&RA), Dec 71. 

To identify major innovations, some of which may have 
to be undertaken before the draft ends, if there is to 
be a satisfactory transition to an All-Vol unteer Armed 
Force (AVAF). 

Statistical and subjective anal yses of manpower data . 

An AVAF by the end of FT76 still appears fea sible as 
a goal, depending on what force strengths and quality 
distributions are required, and if supplemented by 
additional persoMel innovations. Some of these inno­
vations are outlined below. 

1. Draft. Use the draft, while it remains, to gain 
more quality temporarily. Induct men only of mental 
category III or better. Get draft calls in FY72 of 
50,000 and in FT73 of 100,000. Relieve Anny excess 
strength by encouraging enlistees to take 2 years of 
Selected Reserve obligation in lieu of their last 
active duty year. Recruit category IVs as required. 

2. Compensation. Pay extra for enlistees of superior 
quality, as measured probably by other means than the 
resent A~T. Special compensation could be a combina­

tion of extra pay, enlistment bonus, or reenlistment 
bonus. Starting FY74, pay premiums (e.g., 35 percent 
extra pay and $2500 on each enlistment) to first 
termers qualifying as mental category I and II and an 
almost equivalent percentage raise to quality men in 
the career force. 

3. Servicewomen. Direct that Services enlist more 
women and establish quotas by Service. DOD should be 
able to fill an extra 1 percent of enlistee slots each 
year for 4 years starting FY73. The percentage for the 
Navy and Air Force should be lower. 

4. Civilians. Use more civi l ians in place of enlistees 
and in l ieu of first termers. Make the choice between 
military and civilians more impartial, de l iberate, and 
flexible. Procedural changes are needed within DOD, 
especially appropriate account transfer authority 
between the Military Pay Account and a new suba~count 
of Operations and Maintenance. 

5. Flexibility. Congress should grant DOD new dis­
cretionary authority to transfer appropriated funds 
among prescribed accounts, to offset manpower su ply 
control that OSD is losing with the end of the draft. 
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Congress should establish a considerable and truly incremental personnel compensation fund. 08D discre­
tion to use such funds should include paying enlistment and reenlistment bonuses ot all kinda. 

2- 18 



Title: 

Objective: 

Method: 

Findings: 

• 

' "Pers9nr~el Offensive (Phase I)," Executive Summary, 
US Army .Combat Developments Command, P~rsonnel. and 
Logistics Systems Grqup, 18 Sep 71. 

I 

• I (a) To describe the changing c~aracteristics I of incoming_ 
military ·per~pnnel ,during the ,197O's~ 

l 

(b) To determine the effects of the changing character­
istics of per,onnel in the ' l97O's upon Army personnel 
policy and doctrine. 

(c) To propose alternative Army leadership techniques, 
personnel policies, a.~d doctrine regar4ing -troop leader­
ship, per~o~el manag~ment,' and administration. 1 

(d) To identify areas where sufficient info:hnation is 
lacking and describe the requirements. for Army studies 
or research in these areas. ' 

Review of secondary source data. 
• I 

' The Executive Summary ,~ontains 27 pages of findings con-
cerning the changing. characteristics of incoming person­
nel in the decade of the 1197O's and suggested modifica­
tions in the Armyis structure fqr meeting the c~anges. 
There are two pages of conclusions and recommendations 
that,' in effect, favor the acceptance of and action 
upon the findings of the study. 

I 
I 

• I 

' I 
• 2-19 
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Title: 

Objective: 

Method: ' 

Findings: 

"Value Conf. icts between Civil Society and Military 
Institutions," H. C. Olson, J. H. Bigelow, P. S. Bon­
sall, R. W Rae, Draft, Research Analysis Corporation, 
Feb 72. 

(a) To describe significant points of value difference 
between the social value system in civilian life as 
contrasted with that oy Anny personnel, with emphasis 
on the values of he""1fation's youth. 

(b) To determine the feasibility cf change in those Army 
institutional practices, policies, and traditions which 
appear to be causes of value difference and which will 
a~commodate the societal values without compromising 
the Anny's effectiveness. 

Survey, statistical analysis. 

Findings a~e broken down by (a) influence of age, 
(b) values and needs of youth, (c) military/civilian 
orientation, and (d) potential for reenlistment. 
Selected findings are listed below. 

Influence of Age 

Satisfaction from and importance attached to family 
are consistently highest among all the value questions 
for all personnel at all age and grade levels. 

Personal d0velopment is second in importance to work 
and increased systematically with age, becoming for the 
older respondents as important as concern for the 
family. 

The need for security becomes increasingly important 
with increasing age; physiological needs appear to be 
generally lowest in importance across all age levels. 

Self-actualization is above the norm in importance for 
all age l evels and is perceived to be nominally grati­
fied in Army servi e. 

Values and Needs of Youth 

Youth have highest concern for family, as expressed in 
objectives of a happy life and security for family. 

Youth have high concern for personal development, as 
expressed by goals for fair and equitable treatment by 
others, desire to find "beauty in life," and opportunity 
for education. 
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Among all needs of youth in a military environment, 
self-actualization needs are relatively the moat 
important to the young; physiological and security 
needs are relatively leas well gratified, but physio­
logical needs also are less important to youth; social 
needs are well gratified, and moreover are relatively 
important. 

Suggestions for change follow the findings in the 
report summary (pp S-15 to S-19). 
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Chapter 3 
STUDIES C0,1PLETED BEFORE THE RAC/OSAMVA EFFORT 

Abstracts are presented in this chapter of selected studies and 

surveys identified during the literature search of Phase I, Task 1, as 

pertinent to the subject of the MVA. The abAtracts are arranged in 

alphabetical order, each abstract starting on a new page. Each abstract 

provides the title, status . objective, method, and findings of the study 

or survey. 
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Title: 

Status: 

Objective: 

Method: 

Findings: 

The American Enlisted Man, c. c. Moskos, Jr., Russell Sage 
Foundation, New York, 1970. 

Completed 1970 . 

To analyze the "role of the rank and file in the mili-
tary system ... and in American society." The book deals 
with the soldier, beginning with World War II and projecting 
into the 1970's. Moskos, himself a draftee in 1956, concerns 
himself principally with the US Army enlisted man. 

An analysis of statistical data, interviews, and over 180 
bibliographic references form the basis of the findings. 
The author makes special mention of the data collected by 
the National Opinion Research Center, University .. 
of Chicagc, 1964, during the course of the Military Man­
power Policy Study ordered by President Johnson. 

1. An unfavorable attitude toward military life is char­
acteristic of draftees, and causes a strain between single-
term servicemen and career soldiers; this "conflict in 
many instances overrides that between enlisted men and 
officers." 

2. The military man led the way in racial integration. 
"It is a commentary on our nation that many black youths, 
by seeking to enter and remain in the armed forces are 
saying that it is even worth the risk of being killed in 
order to have a chance to learn a trade, to make it in a 
small wa:y, to get away from a dead-end existence, and to 
become part of the only institution in this society that 
seems to be really integrated." 

3. With regard to the oombat soldier, the study finds 
"that the intensity of primary-group ties so often reported 
in combat units are best viewed as mandatory necessities 
arising from immediate life-and-death exigencies." Further­
more, the A,nerican soldier's essentially individualistic 
frame of reference is ... reinforced ... by the rotation 
system--which sets a private terminal date for each soldier's 
participation in the war .•.• This is not to deny the ex­
istence of strong interpersonal ties within combat squads, 
but only to reinterpret them as derivat ve from the very 
private war each individual is fighting for his own 
survival." 
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Comments: 

4. ''The high probability of a curtailed draft and major 
increases in military pay will serve to reduce significantly 
the degree of middle-class participation in the enlisted 
ranks. This state of affairs will become acutely pro­
nounced if the Selective Service System is abandoned en­
tirely in favor of an all-volunteer force. For ... armed 
forces ... will of necessity increasingly draw its member-
ship from America's economic and racial underclasses. 
Furthermore, such an enlisted membership coupled with an 
almost entirely college-educated officer corps will mr3t 
likely contribute to a more rigid and sb'll'p definition of 
the castelike distinctions between officers and enlisted 
men within the military organization of the 1970's." 

5. We can look to a greater use of civilians in support­
type positions in an all-volunteer force. 

6. American forces will be increasingly auginc: nted by f oreign 
nationals. 

7. "What should not be forgotten is that the United States 
has normally (sic) looked upon its military with some dis ­
favor ... the quarter-century-old honeymoon between the 
American public and the military establishment is likewise 
coming to an end." 

8. "Unlike civilian institutions ... the military can 
rigorously suppress internal agitation ... With the advent 
of a curtailed draft or all-volunteer force, the mi F tary 
will find its membership much more acquiescent to eLtab­
lished procedures and organizational goals." 

An excellent study which includes ouch statistical data 
for analysis. The author, a former enlisted man (combat 
engineer, draftee), "liked the Army while servj ng in it and 
I still do." He takes issue with the national poli cies 
which committed Americans to intervention in Vietnam. 
In a concluding statement he says that "in many ways our 
AmE:rican nation has a much better military than it deserves." 
He looks to a relatively stable all-volunteer force di­
vergent from our society in structure, with great distinc­
tion between officer and enlisted ranks, and with greater 
civilianization. He feels that future US intervention 
which may occur in an all-volunteer environment wi ll have 
less poli t ical impact at home than did our Vietnam involve­
ment; bui, he is quite critical of what he feels are 
basically adventuristic policies. 
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Title: 

Status: 

Objective: 

Method: 

Findings: 

Comments: 

"An Analysis of Post-World War II Manpower Research, 
Policy and Program Experience Applicable to Current 
Manpower Planning and Peacet ime Conversion of Military 
Manpower to Civilian Occupations," Georgetown Research 
Project, Atlantic Research Corporation, Oct 68. 

Completed 1968 (Sponsor--Dept of Labor) 

To anal yze Post-Worl d War II research, pol i cy, and program 
experience applicable to planning for the conversion of 
military manpower to civilian occupations following 
cessation of Vietnam hostilities. 

Examined literature and research relating to civilian 
employment experience of military seperatees, and the 
extent to which skills and training obtained in the 
Armed Forces prove transferable to the civilian job 
market. Assesses quantitatively and qualitatively the 
public and private programs designed '·o facilitate the 
conversion process. 

Included in the 18-pege Summary are the most prominent 
studies of the last 25 years on the mobility of Service 
retirees; the civilian uses of Service vocational tra1n­
ing and education; t he careerist and non-careerist 
in the civilian job market; the transferability of 
skills; and the disabled. 

Recommendations include that (1) more and better studies 
should be done on enlisted men and 2-year draftees, 
after separation; (2) Sharp and Biderman's study of 
careerist after separation should be used as the point 
of departure for future studies on the subject; (3) 
markedly low non-use in civilian life of training 
imparted in some skill areas by the Armed Forces warrants 
further st udy; (4) Project 100,000 should be expended to 
advance the nation's manpower objectives in behalf of 
the disadvantaged; and ( 5) greater budget supJY.: rt for 
Project Transition. 

This anthol ogy on the transition from military to 
civilian life contains much useful material on skill 
levels and income distribution, particularl y the 
tab l es on pp 221-30, 

3-4 



Title: 

Status: 

Objective: 

Method: 

"Attitude Change in Marine Recruit Training," 

Report Number 68-26, Naval Medical Neuropsychiatric 

Research Unit, San Diego, Calif., 1968. 

Completed Study, 1968 

To investigate changes in attitude of Marine 

Corps recruits during recruit train ing to 

determine if there is an overall change in 

the direction of a more positive appraisal of 

the Marine Corps. 

The recruit sample consisted of 489 Marines who 

entered basic training at approximately the same 

time and who remained with the same platoon 

throughout training. These Marines were members 

of two series, each series in turn composed of 

four platoons. A control series of 260 recruit s 

was tested on the 39th training day, which was 

comparable to the final testing session for the 

experimental group, but was not tested at any 

of the other testing phases. A comparison of 

the control and experimental groups on final 

attitude permitted the determination of whether 

repeated test taking effects were operating to 

influence the final attitude score. 

Recruits were given a battery of three question­

naires at the first testing session: a bio~raph-

ical inventory, the Cornell Medical Index, and a 

Marine Corps Opinion Survey. Only the Cornell 

Medical Index and Opinion Survey were readministered 

at subsequent testing sessions. The control group 

was given the entire battery of tests. 

Items in the Opinion Survey were designed to 

reflect attitudes toward the Marine Corps in 

general and commissioned and noncommissioned 

officers. All items were combined to yield a 

"general attitude" score. This survey was given 

to both series of platoons four times, on the 

second day after arrival at the training depot 

and on the 15th, 30th, and 39th training day, 

which correspond to the beginning of training, 

the end of the first and second phases, and the 

conclusion of training. 
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Findings: 

Comments: 

On the basis of the data gen rated in the survey, 
three general conclusions were made as follows: 

l. Attitudes toward the mi litary and toward 
superior officers tend to change in a negative 
direction during recruit training. 

2. Multiple regression analysis of biographi­
cal variables to a cri terion of att~tude change 
r evealed that the recruit whose attitude changed 
in a positive direction can be characterized as 
young, of below average intelligence, and from 
a lower socioeconomic background, 

3, Membership in a particular platoon is of 
considerable importance in determining attitude 
change. Furthermore, platoon differences were 
not attributable to differences among platoon 
personnel at least with regard to the variables 
analyzed in the study or to inltial attitude 
scores, Thus platoon variations on the criterion 
of attitude change existed independently of 
variations in platoon composition. 

Contrary to assumptions sometimes made that 
Marine Corps recruit training exerts a positive 
influence on recruit attitudes toward the Corps, 
this study indicates that such attitudes do not 
become more favorable as training progresses. 
Possibly the reality of the training process 
may serve to dampen temporarily the ardor ini­
tially experienced on joining the Corps. The 
more intelligent recruit appeared to be fairly 
stable in hi s attitudes which may be i ~dicative 
of more positive and highly developed self con­
cepts. 

With reference to the first conclt' sion, platoon 
differences in such variables as platoon homo­
geneity or in characteristics of drill instructors 
may play an important role in developing positive 
attitudes. 
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Title: 

Status: 

Objective: 

Method: 

Findings: 

Comments: 

"Attitudes and ltbtivations of Young Men toward En­listing in the US Arrrry," prepared for N. W. Ayer & Sons, Inc., and the US Army, by Opinion Research Corporation, Princeton, N.J., May 71. 

Completed 1971 

To provide up-to-date inforru ,, ,ion on the attitudes and motivations of young men, aged 17-21, relat­ing to enlistments in the US Army; indicate the types of actions which might increase voluntary enlistments; and provide information on the feasibility of the Modern Volllllteer Army. 

'l'he study involved interviews with (a) several thou­sand young ci\ilians aged 17-21, and (b) about 200 recent Arrrry volunteers. 

In very abbreviated form, highlights of the two studies are: 

l. Currently, about 17 percent of young men aged 17-21 have a generally favorable attitude toward entering the Armed Forces, even though they have little present intention of enlisting in any one of the Services. 

2. The Arrrry offers two basic attractions-self­development and training. 

3, The main deterrent to enlisting in the Army is the threat of being sent to Vietnam. 

4. The general climate of opinion has greatly in­fluenced young men's attitudes towards the Army. 

5. Among factors increasing interest in the Arrrry, the most important would be getting out of Vietnam. other· inducements relate to self-development, train­ing, dignity, patriotism, adventure, and travel. 

Tabular results are presented throughout the docu­ment. 'i'he questionnaires are also included. 

Very interesting and pertinent study. 
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Title:· 

Status: 

Objective~ 

Method: 

Findings: 

"The Budget Cost of A Volunteer Military," S. L. 
Canby and B. P. Klotz, RM-6184-PR, The RAND Corporation, 
Santa Monica, Calif., Aug 70. 

Completed 1970 

To estimate the additional annual budget cost required 
to support a volunteer DOD military force envisaged 
for the post-Vietnam era (2.65 million men) as com­
pared to the cost of an equivalent draft-induced 
fqrce in 1970. • 

The study separat es the estimating methodology into 
three processes: (a) a projection of the annual 
demand for military manpower to sustain an effective 
force of 2.65 million men, (b) a projection of the 
1970's supply of vol1mteers in the absence of the 
draft, and (c) a calculation of wage changes necessary 
to balance demand and supply. 

Cost estimates are div1ued into four major elements: 
increased wage costs for new recruits, increased 
wage costs caused by the greater seni ority of a vol­
unteer force, increased retirement costs, and savings 
from reduced training activities. The study also 
differentiates between the short-run transition costs 
to achieve voluntarism (employing the draft or the 
Vietnam phase-out) and the long-run steady-state costs. 

Long-run costs and savings associated with voluntarism 
are also calculated for various assumptions pertaining 
to the youth employment rate and the responsiveness 
of volunteers to pay increases. 

The study concludes that the added budget cost of a 
volunteer force f~lls within the range of $2.1 billion and 
$2.5 billion annually when compared to the cost of 
a draft-induced force. The largest cost increases 
are attributed to higher retention rates which gen-
erate higher seniority and retirement costs that only 
become manifest in the long run. Initial wage in-
creases for entrants are estimated as $0.5 billion to 
$0.8 billion in the long run and $0.75 billion to 
$1.2 billion during the transition to voluntarism 
when the draft is used for phasing purposes. 
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Comments: This RAND study focuses on onll• one principe.l incen­
tive as the basis for increased accession and rttention 
rates by the armed forces, i.e., monetary remuneration. 
The study states that voluntarism can be motivated 
efficiently and rather cheaply through visible emolu­
ments, whereas expensive increases in fringe benefits, 
which enlistees do not often perceive or value, would 
be mucb less effective in attracting and retaining 
personnel. 

The President's Commission on an All-Volunteer Force 
. (Gates Commission) estimated that an incremental 
budget cost of $3.l billion (excluding Reserve forces 
and retirees) would sustain a volunteer force of 2.5 
million men in 1971. This estimate J)t!rtains to the 
sno1~-run cost and envisions a direct shift to volun­
tarism. By comparison, the short-run RAND estimate 
described herein is $0.75 billion to $1.2 billion 
annually for a slightly larger force of 2.65 million 
men, but it is based on an assumption that the draft 
will be employed duri,1g a 3- to 4-year period of 
transition. It is interesting to note that the FY72 
DOD budget request for Project Volunteer amounts to 
$1.~ billion and is based on a 2-year extension of 
the draft. However, it consists of both monetary 
(approximately two-thirds) and nonmonetary enlistment 
and reenlistment incentives. 

The long-run or steady-state incremental cost esti­
mate dev·eloped by the Gates Colll!lission compares favor­
ably with that cited by the RAND study--$2. 3 billion 
annually vs the RAND estimate of $2.1 billion to 
$2.5 billion. 

The methodology applied in the RAND study is similar 
to that used by Gates Commission, pa:ticularly in the 
area of econometrics. 'rhe major differe ce is the 
emphasis RAND places on the institutional details of 
the mili tary manpower system. B~th studies provide 
valuable background material for future investi ations 
of the allocat i on of resources to accomplish th 
all-volunteer goal. 
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Title: 

Status: 

Objective: 

Method: 

Findings: 

"Comparison ot Self-Motivated Air Force Enlistees with 
Draft-Motivated Enlistees," Lonnie D. V•l~ntine, Jr., 
and Bart M. Vitola, Tech Rpt 70-26, Air Force Hwran 
Resources Laboratory, Lackland Air Force Base, Tex., 
Jul 70. 

Completed Study (Jul 70) 

To compare samples ot self-motivated and draft-motivated 
Air Force enlistees in the areas ot background, atti­
tudinal, and ability variables to provide useful informa­
tion to assist in planning for an all-volunteer force. 

Two surveys, the Airnan Biographical Survey and the 
Career Attitude Survey, were administered to 2107 baste 
trainees at Lackland AFB who had entered service after 
implementation of the draft lottery. In addition, data 
on their ~T and AQ,E test perfornances and th 1r dates 
of birth were collected. All subjects 19 years old or 
older (1751) were selected for further study. They were 
classified into three draft-threat groups on the basis 
of their draft lottery numbers. Those in the highest 
draft-threat groups who indicated they definitely or prob­
ably would not have enlisted in the absence of a draft 
were classified draft-motivated enlistees, those in the 
lowest draft group who indicated that they definitely 
or probably would have enlisted in the absence of a 
draft were categorized as self-motivated en!.istees. The 
characteristics of the two groups were then canpared with 
respect to a number of background, attitudinal, and 
ability variables. 

Compared with draft-motivated enlistees, it was generally 
found that self-motivated enlistees tended to be less 
well educated, ayoided advanced courses in high school, 
dropped out of college at an earlier point, and perceived 
their academic perfornance slightly less favorably. 
They represented racial minority groups with greater 
frequency, their homes vere more frequently l'lllllti-
lingual with one or both parents foreign born, and their 
parents were less well educated. Usually, their economic 
backgound. was also less affluent. On the other ham 
self-motivated enlistees entered the Air Force with more 
positive attitudes towam military se~ice, tending to be 
attracted primarily by the prospect of learning a trade 
or marketable skill, 
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Comments: 

Young men from both groups expressed the desire to choose 
their branch and period of service, but draft-motivat d 
subjects expressed these feelings with greater frequency. 

Aptitude test performance of the self-motivated group 
was appreciably lower than the draft-motivated group. 
One of the most obvious implications of this finding 
is that, under the conditions of an all-volunteer force, 
there may be difficulty in adequately filling jobs with 
high aptitude requirements unless standards and training 
curricula are revised. Redefinition of some jobs may 
also be required. 

Additional investigation is needel to assess better the 
numbers of young men likely to offer themselves for 
s~rvice under an all-volunteer syste. and to further 
characterize this available nanpower pool on a number of 
relevant issues. 

The results of this study further emphasize the 
importance of the attractiveness of the Army to high­
quality personnel particularly in the area of hard 
skills. The study also highlights the need to obtain 
as accurate a picture as possible of the characteristics 
and numbers of young men likely to offer themselves for 
service under different sets of incentives in the absence 
of the draft. 
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Ti:tle: 

Status: 

Objectives: 

Method: 

" 
I , 

I , 

"The Cost
1

of the Dratt and the 'Coat bt Ending the 
Dratt," Anthony c. Fiat;ier, American Eco'nomic Review, 
Jun ,69; "The Cost ot ·Ending the Dra:tt: Comment," 

' Benjamin P. Klotz, American Economic Review, 1 Dec 70; 
and "The Coat ot Ending the Dra:tt: :Reply," Anthony 
c. Fisher, American ¥conomic Review, Dec 7p. ' ' 
(The basic analysis, listed tirat, mtivated argu­
ment :by another author in the second article which 
in turn generated a reply by the original author 
in the third article. Both authors are not.ed 
e~onomists.) 

' I Completed 1970 

The pu.rpose of the basic article is to d~termine' thel 
effect of the draft on enlistments and the mney cost 

' to the OOD' and the general 'taxpayer of a 1 2.65 million 
nan all-volunteer military force. 

iJniti,ally, a ~det' fo't- the supply of enlisted ,vol~tee~s 
for military service is developed and an equation de­
rived from it that can be estimated statistically. 

' I Next, the results of a least squares regression eati-
pation of the parameters of the equation are Pr9Bented 
and eval uated empl,oying 1957-1965 time series and cross 
section data. The results are then used to ·analyze 
the impact of the dratt on enU.s ted acces:siona and to 
develop the cost of an all~volunt:eer force. 

I In hjs comment on :the basic study (second article ref­
erenced above), Mr. Klotz raises questions concerning 
the key manpower SUP;J)ly parameters, consistency of re-. 
sult~ w1 th the theory of nanpower supply, and the cost 
of establishing volun~rism in1 1970 as comp,.red with I 

ithe 1965 costs in the basic study. Mr. Klotz argues 
that there is a simultaneous equations bias (downward) 
in th~ supply elasticity and that the implied elasticity • I of enlistments to the unemployment rate is low. 1 By 
ex~luding seas9nal dunui,y var~ables and reducing an 
alleged bias in the equations·, Mr. Klotz derives new 
and higher ' elasticity -'coefficients (wage, unemployment' I 

,and dra:tt-pressure) for the true volunteer margin. 
·These, in turn, reduce the volunteer cost estimates 
in spite of the addition of bonuses, increases in 
senio~ity pay, and incree!sed retirement cost.s. • 

l I 

In ti; reply ( third article referen,ced bove), Mr. 
Fisher agrees with the elimination of seasonal dummies 
from his regression equation and an increase in the 
proportion of Gra:tt induced volunt~ers as suggested 

: . . 
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Findings: 

Comments: 

• I 

by Mr. Klotz. However, he argues against an accusa­tion of bias in the amended coefficients resulting 
therefrom and cU■agrees w1 th the assumptions by Mr. Klotz that the unemployment rate and distribution 
of tastes for mi 11 tary service remain unaltered between 1965 and 1970. 

Subject to the qualification of a high degree of 
uncertainty, the extra budgetary cost of a 2.65 
million man volunteer force in 1970 would appear to 
be in the neighborhood of $1.8 billion (Fisher estimates) to $2.09 billion (Klotz estinates). Both authors 
apparently agree on the following elasticity estimates at the true volunteer nargin: 

Wage elasticity 1.44 
Unemployment elasticity .62 
Proportion of draft-induced volunteers .41 

These articles provide use:rul background irt'ormation on the broad econometric considerations pertinent to the goal of an all-volunteer military force. 
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Title: 

Status: 

Objective: 

Method: 

"The Determinants of Per1onnel Turnover Costs and 
Accession Requirements: A Steady-State Model," 
Brian E. Forst and Iavid M. O'Neill, Research Con­
tribution 170, Center. for Naval Analyses, 
Arlington, Va., Jan 71. 

Compl~ted 1970 

The purp:>se of this research contribution was 
to develop a mdel which can be used to estimate 
changes in labor tumover costs that result trom 
changes in specified behavioral and other para­
meters such as changes in mi 11 tary retention rates, 
length of basic _military training, involuntary loss 
rates, and pupil/teacher ratios at training sites. 

A simple mde l of the determinants of tumover 
costs was first developed. It consists of the 
following set oi sectors into which the total. 
enlisted strength can be partitioned: 

~ = f'ully-ef'tective operating force sector 

OS= non-effective OJT operating force sector 

ST= training command (student) 

FT= training command (enlisted facult y and support) 

T = transient account 

Letting S = Total strength, we have then by defini­
tion: 

S =OE+ OS+ ST+ FT+ T 

Force capability is directly related to the size 
of O . The output of the resources in the other 
sup~rt sectors contributes to force capability 
by maintaining the number and quality of .. 1•:.:rsonnel 
in O in the face of force turnover and other 
fact~rs. For example, the number of transients 
depends on force turnover as well as other variables 
such as deployment policies. But the model 
assumes essentially that the effect of changes in 
the requirements of these sectors will not depend 
on the val ues of these other variables. In this 
context, the definition of turnover costs becomes 
simply the annual cost of all the resource 
requirements of t hese support sectors. 
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Findings: 

Comments: 

From the above, a system of eight equations was 
developed to form a complete steady-state roodel 
given certain specified values. This syster, of 
equations was then solved to yield a set of equa­
tions that give support sector enlisted personnel 
requirements and other resource costs as a function 
of personnel t urnover behavior. Thus, for a 
specified value of OE(desired, effective force level) 
one can compare the variation in turnover costs 
for various assumed parametric changes. Once the 
parameter values have been specified, calculations 
can be made quickly on a hand calculator. 

In a study prepared for the Gates Cotmnission, one 
of the authors of this research paper estimated 
values for the model's parameters by making exten­
sive use of military personnel data sources. The 
Gates Commission study documents in detail the sta­
tistical methodology and data sources used. 

The description of the model includes two 
examples of model application which illustrate both 
the order of magnitude of military turnover costs 
and some implications of these costs for public 
policy. One exercise suggests that an all-volun­
teer Army could maintain the same force capability 
with about a six percent reduction in total enlisted 
strength and also save about $56 million per year in 
nonpersonnel resources. Exercise of the model 
also indicated that the turnover of military person­
nel is currently "costing" society at the rate of 
$6700 per new accession to the force. During FY69 
there were 700,000 enlisted accessions for the 
entire military establishment, implying 
an aggregate turnover cost in the Jeighborhood or 
$5.3 billion. 

An important lirlitation in this model is its 
"steady state" character. Optimum transition 
paths cannot be considered and for force plan­
ning, the IIX)del ignores the divergence between 
the actual length of service distribution and 
the hypothetical steady-state length of service 
distribution. 

The model also assumes ·that an indiv:i.dual' s 
productivity does not chtinge a:f'ter reaching 
journeyman status. This produces a bias with 
respect to turnover cost savings created by 
increased retention. 
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AlthoU&b the mdel input data are aggregated at 
a relat1vel,y high lffel, the 4er1wt1on. of t1mel,y 
coat factor■ required tor the varioua military 1up­
port ■ector■ vould appear to be a very aten11ve 
and challenging talk. 
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Title: 

Status: 

Objective: 

Method: 

Findings: 

"An Economic Analysis of Pirst-Term Reenlistments in 
the Army, Research Paper," Gary R. Nelson, P-647, 
Institute for Defense Analyses, Arlington, Va., Jun 
70. 

Completed Study 197n 

The purpose of this Research Paper is to provide a 
theoretical and statistical analysis of first-term 
reenlistment behavior considering the influence of 
wage-earning expectations as well as the effects 
of other significant nonmonetary factors. 

The study develops a ioodel of the supply of reen1ist­
ments based on the premise that the supply varies with 
expected earnings, the influence of dra:rt pressure on 
the initial enlistment, and with the variables which 
predict future conditions of service for the enlisted 
man. These variables were established as dependency 
status, combat status, and the likelihood of service 
in a war zone. A precise form for the supply of re­
enlistments was then developed and a statistical 
investigation conducted employing regression analysis. 

The data for the study comes from the first-term 
reenlistment decisions of Army enlistees who entered 
military service in 1964. The observations for the 
statistical analysis were based on the behavior of 300 
groups of enlisted men classified by level of edu­
cation, mental test scol'f , race, and military occupa­
tional specialty. Army perso:mel tapes, which provided 
data on individual reenlistme ts, were used to estimate 
military pay. Estimates of ivilian earning ability 
of separatees were based on the Current Population 
Survey for 19t7, processed at the Center for Naval 
Analyses, and a DOD survey conducted and compiled by 
Dr. Eli Flyer. 

The primary ccnclusions derived from the statistical 
estimation of the supply of reenlistments were as 
follows: 

1. The reenlistment rate is strongly influenced by 
variations in both estimated military and civilian 
earnings. While there is s,,me evidence of a different 
re sponse to military and civilian earnings, the result s 
indicate that a 10 percent change in the ratio of mil­
itary to civilian pay may affect reenlistment by 20 
to 30 percent. 
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Comments: 

2. A very rough estimate indicatee that a post­
Vietnam, all-volunteer Army may have 70 percent 
more reenlistments than the 1967 ArtJJY. 

3. Reenlistment rates for whites are dramatically 
lower than reenlistment .rates for blacks. This 
study offers evidence that differences in civilian 
earning ability are the primary reason for this gap. 
If this is true, the future racial co~position of 
the Army may depend on racial income differentials. 

The study highlights limitations .and uncertainties 
with respect to the various components of the theo­
retical model and the accuracy and generality of the 
basic reenlistment data. An effort was made to 
correlate the findings and methodology with related 
-studies but differences in approach and assumptions 
precluded a meaningful comparative analysis. Neces­
sarily, the author relied heavily o 1964 reenlistment 
data which suggests that post-VietnPm reenlistment 
attitudes and behavior may not vary significantly. 
Current indications do not support such an assumption. 
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Title: 

Status: 

Objective: 

Method: 

Findings: 

"The Economic Cost of the Draft," Walter Y. 01, American Economic Review, May 67. 

Magazine article 

To compare the cost of acquiring and retaining mil­itary personnel for two hypothetical forces with the same active duty strength of 2,65 million men -- one a purely vol unteer force and the other a mixed force composed of conscripts, draft-motivated enlistees, and true volunteers. 

Mr. 0i's first step is to determine the decrease in the current accession rate upon adoption of an all­vclunteer method. This rate includes those men who are drafted as well as reluctant volunteers. His second step is to estimte the increase in military pay levels required at the start and beyond to produce the desired adjusted accession rate. In essence, the problem is to determine the probable elasticity of manpower supply, given various ratios of military pay to alternative median supply incomes. Using cross section data, 01 then obtains an initial elasticity of supply. From the supply equation, he calculates the increases in pay required to create the desired accession 
rate for an all-volunteer force and the increase in payroll costs once the transition to a steady volunteer state is completed. 

01 obtains an initial elaaticity of supply of 1.36. From the supply equation, he concludes that if the average first-term pay is increased by 68 percent ($2500 to $4200) along with a 17 percent increase for careerists, the desired accession rate for an al l-volunteer force coul d be achieved. Once tran­sition to a steady state is made, he estimates that the all-vol unteer system would raise payrol l costs from $12,049 bil lion at the time of his study to $16.103 billion, or by about $4 billion to maintain a force of 2.6 mil lion men. In addition to higher level s of pay, the 0i atudy implies a chang~ in the composition of the armed services with larger f r ac­tions of ol der men in the career force and smaller fractions of college graduates .:.r, the officer corps. 
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Coaaents: An implicit aHumption ot thil article 11 a nearly 
instantaneous adjustment ot manpower supply to 
adjustments in military pay. A variety ot 1ourcea, 
hovev r , indicate that attitude• toward military 
service and other occupation, are intluenced by many 
cultUl'fll and sociological tactora other than pay. 
In tact, some surveys have indicated wide1pread mis­
understanding ot the true level ot m111 ta:ey compen­
sation by civilian youth. Thu1, there 11 still 
much to be learned about the mechanism ot occupational 
choice and the intluence1 which condition young men 
to choose a military career. 
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Title: 

Status: 

Objective: 

Method: 

Findings: 

Comments: 

"Estimating the Quality of Air Force Volunteers," 
A. A. Cook, Jr., and J.P. White, RM-636o-PR, The 
RAND Corporation, Santa Monica, Calif., Sep 70. 

Completed St udy, 1970 

To describe an analytical model of airmen supply in 
the context of occupational choice. The model is 
used to examine the distribution of volunteers in 
terms of the Armed Forces Qualification Test scores 
of new airmen over time. 

To determine the variation in recruit force 
quality, the economic model is used to derive a 
quality supply curve, which can be used to predict 
quality changes in recruits, and by extension, in 
volunteers, as a function on the draft and 
economic considerations. 

The findings provide insight into the effects of 
possible changes in the environment and suggest ways 
in which the Air Force can maintain its recruit 
quality it such changes occur. See pp 24-26 for 
an interpretation of the statistical results, and 
pp 26-28 for an illustration of the results in a 
hypothetical scenario. 

This study did not consider any changes in the 
present recruiting procedures, the existing test 
procedures, or the methods of setting and meeting 
the mnpower requirements in any given .period. The 
model was constructed solely within the confines 
of Air Force established institutional arrangements. 
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Title: 

Status: 

Objective: 

Method: 

Findings: 

"An Exploratory Stmv ot Job Satisfaction, Reten­
tion, and Pertormance ot Bavy Enlisted Men," 
Peter H. Stolot't, Research Contribution lTT, 
Center tor Naval Analyses, Arlington, Va., Feb n. 
Completed 1970 

To examine the relationship ot' two aspects of 
job satistaction: ~atistaction with the work it­
self (job content) and satisfaction of the job 
environment (job context) to retention behavior 
and measures of on-the-job perf'ormance ot first­
term naval enlisted men. 

The data base was a Navy Personnel and Training 
Research Lab study perfo~d i n 196; , of relations 
between a host of variables and the reenlistment. 
decisions of nearly 36oo first-term enlisted men 
assigned primarily to sea-duty activities. Forty­
tour pecuniary, habitability, organizational, and 
personal characteristics items were rescaled and 
grouped into categories reflecting eitter a ditt­
erent dimension or facet of job satisfaction or a 
behavioral variable hypothesized to relate to job 
satisfaction. Four occupational categories were 
formed to act as moderator variables of' the rela­
tions between job satisfaction variables and the 
behavioral measures. 

Three major analyses of' the variables were made--
a principal components tactor analysis, regression 
analysis, and an analysis to relate empirically 
derived Job satisfaction factors to the one and 
two-factor theories. 

While both job content and job context factors 
were found to be important determiners of' on-the­
job performance, only the job context and compen­
sation measures asserted a strong influence on 
reenlistment decision. The findings suggested that 
the Navy should concentrate_ on improving the as­
pects of naval lite associated with the satisfac­
tion of more basic needs--such as J>81, image of' 
the Navy, and ship-board living conditions--to 
retain enlisted men, particularly those in the 
"hard" rating8 in the electronics and electro­
mechanical occupational groups. 
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Title: 

Status: 

Objective: 

Method: 

Measure of 
Achievement: 

Findtngs: 

Conunents: 

"Future Im:pict of Dissident Elements within the Army 
on the Enforcement of Disciplin:: , aw and Order," R. Ree, 
s. Fernan, and R. Olson, Final :f>raf'I;, Research Analysis 
Corporation, 2 Aug 71 . 

Completed 19n 

To identify and assess the existing and potential im:plct 
of dissident elements within the Army on the enforcement 
of discipline, law, and order, and to determine Army­
wide measures which could serve tor .duce dissidence. 

Utilizes written survey instruments administered to 
over 800 soldiers at Fts Bragg, Carson, Dix, Gordon, 
and Hood; personal interviews of 126 soldiers at the 
named posts; a mail survey distributed to the 17 
largest posts in the continental United Sates; and 
docwr.entary sources available in the Washington, D.C., 
area. 

Six types of dissident activities were se:plrated from 
me1e indicators of discontent for the purposes of the 
study, and results were com:plred by grade, by post, and 
within NCO grades, by years of Active Army service. 

Twenty-two findings from the sample surveyed are divided 
i to the categories of (a) extent and nature of dissidence; 
(b, factors that can contribute to dissidence; (c) trend 
of dissident activities for the next 2-4 years; (d) 
effect of dissident activities on the enforcement of 
discipline, law, and order; and (e) Army-wide measures 
for reducing dissidence. 

'lbree conclusions are given concerning the likelihood 
of continued dissidence in the immediate future and the 
ameliorating effect of the Vietnam war as it wind~ down; 
the }f{A as it comes into effect; the maJor problems 
affecting discipline, law, and order, or drug usage, 
interracial friction, aoo disrespect to superiors; the 
refusal of orders; and the increase in the manning of the 
Military Police to cope with personnel problems of the 
next few years. 

There is a considerable affivunt of tabular infonnation 
concerning the subjects of recruitment for dissident 
acts, extent of racial discrimination, extent of drug 
usage, and profiles by grade of those who :plrticipe.te in 
dissident activities as well as a rather in-depth review 
of dissidence at over six posts. 
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Title: 

Status: 

Objective: 

Method: 

Findings: 

"General Description of a Computer Model for Projecting 
the Impact of Officer Procurement, Promotion, and 
Retention Policies," Leon W. Transeau, RAC-TP-246, 
Research Analysis Corporation, Feb 67. 

Completed 1967 

To develop the computer capability for projecting the 
impact of a variety of officer personnel policies. 

Design of a projection model to estimate the ilnpact 
of selected personnel policies as they will affect 
the Anny and the size and composition of its officer 
force over a 10-year period. 

-The model is for use in developing long-range manpower 
policie~ and evaluating inmediate policy alternatiTI!s. 



Title: 

Status: 

Objective: 

Findings: 

Conments: 

"Health Services in the All-Volunteer Armed Force," 
Mordechai Lando, Professional Paper No. 60, Center for 
Naval Analyses, Arlington, Va., Jen 71. 

Completed 1971 

To find methods of keeping down the increase in salaries 
calculated necessary to induce medical personnel into 
the Armed Forces in the absence of a draft. Includes a 
literature search of academic sources and publications 
and data of the Executive Department. 

1. Civilianization of the Armed Forces health services 
to the fullest extent possible is desi~able in order to 
reduce costs, since higher earnings are required in the 
military vis-a-vis the civilian section to overcome the 
nonpecuniary discrimination indicated by numerous DOD 
studies. 

2. In the volunteer Army, the gap between the pay of 
medical officers and the pay of Hne officers will 
increase drastically with a probable debilitating in­
fluence on morale. Civilianizing the medical services 
would eliminate this problem. 

3. It is not possible to civilianize all medical billets 
since some must be filled by military medical ~en, par­
ticularly in sea duty and short tour stations. 

There appears to be some good tabular information on 
DOD health personnel and manpower strengths through 
December 1968. 



Title: 

Status: 

• Objective: · 

Method: 

Findings: 

Conunents: 

,. 

' : I I ' 

"Im~ct of Proficiency Pay Spe~ialty Program On 
Ree~istment Rates," Office of Personnel Operations, 
EDP-EPFME,1 May 168~ 

I 
I I 

Completed ,1968 

To determine the :effectiveness of tbe ·Proficiency Pai 
' I SJ?8Ciali~y Program· in increas1lng the reenlistment rate. 

: I ! 
I I Survey of~ installations •and activities visited by DA 

• • 1 Military Personnel Management team. 
I , , • 

:picludes the first three rea,ons given for reenlisting by 
respondents, and the first three reasons given for not 
reenlisting by respondents, plus ·recommendations 

1
concei:ning overhaul of' the' enlist~d pr9motion pp~icy a¢ 
systems, improvement of utilization of skills, and 
a need to broaden and improve reenlistment options. 

1 ! I I 

A considerable quantity of tabular information on the 
subject trpated indicates.a primarily statistical 
orientation. 1 

' • 
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Title: 

Status: 

Objective: 

Method: 

Findings: 

"Improvement of the Procurement, Utilization, and 
Retention of }{igh Quality Scientific and Technical 
Officers," Taylor Drysdale, PRL-TR ... 68-5, Data 
Dynamics, Inc., Los Angeles, Calif'., Jun 68. 

Completed 1968 

To recommend changes in policies and actions which 
will improve Air Force procurement, utilization, and 
retention of high quality scientific and technical 
officers. 

Statistical and subjective . 

1. Create a distinction between P.&D scientist and 
P.&D manager. 

2. Develop a scientific grade/military rank composite 
for status and pay. 

3. Establish a three-element, merit-based entry/ 
pranotion system. 

4. Develop a three-element, feedback assignment 
system. 

5. Establish a military scientist career field. 
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Title: 

Status: 

Objective: 

Method: 

Findings: 

"Manning the Future Navy, Annex A, Multivariate 
Study of Enlisted Retention (MUSTER)," Center for 
Naval Analyses, Arlington, Va . . , Oct 64. 

Completed 1964 

To increase the enlisted rate in those categories where 
it is less than the desired rate. 

M.lltivariate study of enlisted retention· seeking to 
answer the question: ''What kind of .enlisted personnel 
reenlist?" The data base is drawn from the records 
of 82,628 men who either reenlisted from Aug 62 to 
Jul 63 or left the Navy eYen though eligible and 
recommended to reenlist. Multivariate techniques were 
applied to a limited extent to a large data base to 
compare men who chose to re-up with those who did not. 
This was the first phase of the work. (They used the 
Enlisted Master Tape.) 

Contained in Chap. 9 and synopsized as follows. 

1. In the majority of cases, few variables were iden­
tified which affected career enlistment rates, but 
their impact on the first-term reenlistment rate was 
much greater. 

2. Reenlistment of first termers was observed to be 
more closely related to educatton and aptitude variables 
than that of career men. The Navy is retaining its best 
and worst men except in the electronics rating. 

3, Effects of service and assignment experiences on 
re-up rates of career men are noticeable, but effects 
on first termers arP even gr~ater. (Phase II is to 
examine this relationship further.) 
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Status: 

Objective: 

Method: 

Findings: 

Collll'lents: 

"The Manpower Cost Implicat ions Associated with 
Changes in Navy Reenlistment Rates: A Methodology," 
George L. Henry, Naval Personnel Research and 
Development Laboratory, Washington, D.C., Jul 70. 

Completed Study, 1970 

To develop a methodology for calculating and display­
ing the manpower cost implications associated with 
changes in first- and second-term reenlistment rates 
in the US Navy. 

The cir cumstances and ~onsequences related to reen­
Hstment and non-reenlistment were analyzed to deter­
mine pertinent cost factors nnd strength data required 
for a practical reenlistment / cost methodol ogy. This 
effort concentrated on minimizing the number of factors 
while simultaneously providing the maximum output of 
useful information. It was determined that the major 
costs associated with changes in reenlistment rates 
are those of procurement, training, reenli stment bonus, 
medical care of additional dependents, and retirement. 

Factor s developed for application of the methodology 
were categorized as representative pending further 
review. 

The principal findings were as follows: 

1. Because of the wide variance in training costs, 
from approximately $30,000 to $500 per man, training 
costs for specific Navy Enlisted Cl assification 
Numbers/ratings must be applied in the methodology 
to produce realistic f indings. 

2. The greatest measurable saving associated with 
reenlistment is in the reduction of the amount of 
high-cost formal school training that i s required. 

3. The cost of retirement outweighs any measurable 
savings that are associated with reenlistment. How­
ever, the yet unmeasured value of increased effective­
ness gained by serving until retirement, probably 
offsets much of the retirement cost. 

4. The time frame for realistic predictions of cost 
i mpl ications associated with changes i.n enl istment 
r ates i s limited to a maximum of 2 years in the -future. 

With the devel opment and production of certain person­
nel tabulations identified in the study as needed but 
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unavailable, the methodology appears to provide a 
practical means for calculating and displaying cost 
implications associated with changing reenlistment 
rates. However, the study states that the factors 
associated with the methodology are subject to change 
after further analysis by reviewing agencies and that 
a final report will be published at a later date. 
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Title: 

Status: 

Objective: 

Method: 

Findings: 

Comments: 

"Military and Civilian Earnings Alternatives or En­
listed Men in the Army," Gary R. Nelson and Catherine 
Armingtoo, Research Paper P-662, Institute for Defense 
Analyse~, Arlington, Va., Jul 70. 

Completed 1970 

To estimate the military and civilian earnings alter ­
natives facing the first-term enlisted man at the t ime 
of his reenlistment decision. 

Estimation is performed for first-termers in the Army 
who decided between military and civilian ~lternatives 
for 1966-1967. The data used permit the estimation 
of average earnings by level of education, mental t est 
score, military occupational specialty, and race. The 
earnings stream of two alternatives are compared in 
terms of probable financial gain (or loss). 

1. Non-high school graduates, on the average suffer 
a financial loss if they choose civilian employment 
over continued military service. 

2. Enlisted men who have attended college tend to 
experience a financial loss if they remain in military 
service. 

3. Average military and civilian earnings for high 
school graduates overlap. 

4. Military and civilian earnings estimates for blacks 
with a high school education or less, indicate that 
military earnings far exceed the average observed 
earnings by blacks in the civilian labor force. 

Tabular material is presented on pp 25-40. 

The authors indicate that application of the estimates 
may be restricted by the assumptions about earnings 
and earnings expectations . 
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Title: 

status: 

Objective: 

Method: 

Findings: 

Comments: 

"Military Lawyer Procurement, utilization and Reten­tion," OASD(M&BA), Oct 68. 

Completed study prepared by DOD working group for ASD(Manpower), 1967-1968 

Examine requirements for military lawyers; procure­ment, utilization, and retention problems; other problems associated with military lawyers. 

DOD Working Group Analy&is 

The problem of retaining military lawyers in all Services is severe. Lawyers leave at two major career points: first, when their obligated tour expires , and, second, as soon as eligible for voluntary re­tirement. Draf't pressure will be the only reason for military lawyers to P.Xist unless changes are made. 

This document includes 17 suggested actions (sum­marized pp III-V, detailed in the document). 

~he value of this document seems somewhat limited due to the 1967-1968 date; but the CCllclusions seem to point up that the problem with military lawyers may be as severe as with doctors. 
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Title : 

Status: 

0bjecti ,,e: 

Method: 

"Military Manpower Procurement, The Supply of 
Military Personnel in the Absence of a Draft," 
Stuart H. Altman and Alan E. Fechter, American 
Economic Review, May 67. 

Magazine article 

To summar ize the methods used in estimating the 
budgetary costs in the mid-1970's of shifting t o 
an all-volunteer procurement system for act i ve 
duty enli sted and officer personnel, excl uding 
doctors and dentists. 

To understand the manner in which the military man­
power market operates, the authors initially examined 
actual procurement experience for enlistees and 
officers beginning with the year 1954. Because of 
many legal and administrative constraints on recruit­
ing practices, it was found necessary to limit the 
manpower supply analysis to groups procured through 
programs that were relatively free fran these con­
straints, e.g., Army enlistees in Mental Groups I-III 
and officers commissioned through ROTC programs in 
"voluntary" schools. Variables which were important 
detenninants of the level of enlistments were then 
identified and incorporated into a regression equation 
estimated fran quarterly data for the period July 1956 
to June 1965. Conclusions were then drawn concerning 
major factors th~t influence enlistments. Next, en­
listments with~ draft were projected for the years 
1970 through 1975 assuming two unemployment levels. 
The potential supply of new officers luring the same 
period was also projected. 

Shifting to consideration of the impact of the draft 
on the supply of military personnel, a sample of 
active duty personnel was surveyed concerning the 
influence of the draft on their decision to enter the 
service. The supply of active duty personnel without 
a draft was then projected for the 1970-1975 period 
employing the draft motivation factors derived from 
the survey. 

The effect of pay on military supply was examined by 
analyzing the extent to which regional variations in 
military pay relative to civilian earnings has in­
fluenced voluntary enlisted and officer accessions. 
Supply elasticity equations were then developed and 
the increased payroll costs necessary to attract an 
all-volunteer force were canputed. Allowances were 
made for expected increases in retirement benefits 
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Findings: 

Camnents: 

resulting from higher basic pay rates and a larger . proportion of' career personnel. 

With the draft in :force, it was concluded that the :following variables were important determinants of' the level of' enlistments : the 18-19 year old male population, the 18-19 year old unemployment rate, major changes in draft pressure, and seasonal :factors. From the regression analysis , it :followed that periods of' relatively high civilian unemployment and periods of relatively higb draft pressure tended to produce higher than average levels of volunteers. FU.rther, enlistments were above average in the quarter :follow­ing high school graduation and below the yearly average in the fall and spring . 

From the results of the survey conducted to assist in estimating draft-motivated volunteers, 38 percent of the enlisted men and 41 percent of' the of'f'icers in­dicated that they "definitely" or "probably" would not have entered service i n the absence of the draft. The highest proportion was recorded for the .Al,ny; the lowest, :f'or the Marine Corps. More detailed tabulations also indicuted that the draft was a more important factor for older personnel and for those with higher levels of education. 

A comparison of the no-draft estimates of supply with expected annual requirements for a 2.65 !llillion man force indicated that the largest deficit would be faced by the Army, and within each service the most severe shortages would be experienced in those specialt ies requiring men of above average mental aptitude and education. 

Based on estimated recruitment deficits and pay elasticity, the costs of recruiting an all-volunteer force in t he mid-1970s ranged fran $5.4 to $8.3 billion, depending on the level of unemployment. 
These estimates include substantial pay increases for both enlisted and officer personnel. 

This article provides excellent background informati~n pert~ining to the framework for an analysis of mili­tary manpower procurement, the significant :factors involved, and possible approaches to the problem of manpower supply for a volunteer force. It is interest­ing to note that more recent stud~es appear to apply a similar approach to this overall problem indicating that the state of the art has not imp oved significantly. 
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Title: 

Status: 

Objective: 

Method: 

Findings: 

"Occupational Choice, the Draft, and the Excess Su ply 
of Air Force Volunteers," Alvin A. Cook, Jr., The RAND 
Corporation, Santa Monica, Calif., Mar 71. 

Research paper, Mar 71 

To describe a model of military enlistment bepavior 
based on the principle of occupational choice and t 0 
explain the derivation of a supply curve of Air For ce 
volunteers. 

The author first constructs an occupational choice 
model describing a youth's decision to enlist as a 
function of the net advantages of Air Force life with 
respect to civilian life, thus theoretically deriving 
a supply curve of Air Force volunteers. Because the 
Air Force has experienced an excess supply of vol unteer s 
and data are unavailable on the total numbers who have 
applied, an adj usted supply curve is then develo ed 
from which the parameters of the actual but not observ­
able Rupply curve of total volunteers can be inferred . 
The foregoing adjustment is based on the "queuing" 
concept of labor markets and incorporates variations 
in the average quality of those who enlisted as a cor­
rection for unobserved variations in the excess supply. 
In describing the results of the statistical estimation 
of parameters of the supply equation, the parameters of 
four equations are presented each of which addresses a 
different range of quality for the volunteers. 

The elasticity of supply of military manpower with 
respect to the military/civilian earnings ratio deve l ­
oped in this research paper (approximate l y 2.19) 
greatly exceeds the elasticity calculated by other well­
known authorities. For example, Altrnan and Fechter 
derived an Anny pay elasticity for the total military 
of o.8; and Oi, an initial pay elasticity for Army 
enlisted personnel of 1.36. This Air Force factor 
indicates that military pay increases will induce a 
greater percentage of men to volunteer for the Air 
Force than fer the Army. Or more appropriately, a 
military pay increase necessary to satisfy the Army' s 
requirements for an all-volunteer force would more 
than suffice for the Air Force. 

The author also concludes that if the supply curve is 
estimated without the quality variable, the estimated 
pay elasticity will always be biased downward. Further, 
directly estimating a supply curve on the observed 
values for employment by excl uding a quality adjust­
ment, when in fact excess supply exists, leads to an 
underestimate of the true el asticity of suppl y. 
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Camnents: For the most part, manpower studies in support of 
a volunteer military force have concentrated on 
meeting requirements for the Arary with particular 
emphasis on the estimation ot the relevant supply 
curve in terms of its pay elasticity. In contrast, 
this research paper derives a supply curve tor the 
Air Force which has enjoyed a surplus of volunteers. 
The methodology presented provides interesting 
insights concerning the impact of "quality" con­
siderations and highlights the need to place these 
considerations in proper perspective. 

3-36 



Tit l e : 

Status: 

Obj ective : 

Method: 

Findings: 

"Preliction of Officer Performance and Retention 
fran Selected Characteristics of the College Attended," 
Ernest C. Tupes and Howard L. Madden, AFHRL-TR-68-119, 
Lackland AFB, Tex. , Dec 68 . 

Completed 1968 

To describe analyses of relations between military 
performance and retention rates of officers entering 
active duty from each of 172 AFROTC detachments 
during the period 1958-1962 and characteristics of 
the colleges and universities at which the detach­
ments are located. 

A total of 28 variables were classified according t o 
the "psychological environment" or "climate" of the 
colleges surveyed. 

1. Differences in AFROTC detachment surveyed are 
primarily due to dif f e:·ences in the student bodies 
of the colleges and, to a great ext ent, beyond the 
control of the professors of air science or their 
st.affs . 

2. It appears that t he retention rates of AFROTC 
graduates can be increased by differential assign­
ment of quotas to AFROTC detachments or by dis­
establishment of certain detachments. (Implications 
of the study for the Officer Training School Recruit­
ing and Selection systems are discussed.) 
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Title: 

Status: 

Objective: 

Findings: 

Comments: 

"Proceedings ot Conference 011 Personnel Retention 
Research," Report 364-2, Pertormance Research Inc., 
Washington, D.C., May 69. 

Completed 1968 

To review the entire scope of the Navy's personnel 
retention problem and to outline specitic areas for 
study. 

Numerous papers presented at the seminar have been 
abstracted tor the proceedings. ~s papers presented 
by experts on the subject ot Navy personnel retention, 
t hey represent a fair statement of- the atate-of-the­
art of personnel studies as of Dec 68. 

Much interesting information on how the Navy viewed 
its retention problem a few y~ars ago might aftord • 
some insight into Army problems. 
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Title: 

St atus: 

Obj ctive: 

Method: 

Findings: 

"FROVIDE, Project Volunteer in Defense of the Nation, 
Volumes 1 and 2 (Executive Summary, Vol 1)," DCSFER 
Directorate of Personnel Studies and Research, 9 Me 

Completed 1970 

To determine what is required to establish and main­
tain an all-volunteer Army under alternative force 
structures and conditions short of total war. 

Assessment of the threat and force structures to meet 
it using approved documents such as the "Five-Year 
Defense Program." Assumptions include: 

(a) Phased implementation upon redeployment from 
Vietnam. 

(b) Continued threat of limited conflict. 

{c) Alternative active, reserve, and civilian force 
structures (following phasedown) based on approved 
~ocuments; 

{d) Draft machinery retained for total war require­
ments. 

{e) Future recruiting and retention capabilities 
assessed under assumed employment rates of 4 percent , 
5 percent, and 6 percent. 

Sixty-five r econmendktions are listed covering the 
results of study in the followins areas. 

1. Image of the Army 

2. Foreign experience with volunteer Armies 

3. Force considerations 

4. Capability of meeting manpower requirements 
without the draft 

5. Recruitment to meet manpower requirements 

6. Increased use of civilians to meet manpower 
requirements 

7. Use of indigenous forces by the US Army 

8. Increased use of uniformed women 

9. Military compensation 
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Comment: 

• I 

10. Incentives and benefits other than pay 
: ' 

I I I I 

11. Capability of maintaining Reserve and Nation81,). 
Guard Forces at req~ired levels . 

I 

12. Medical and dental officers 

!3. Attainment 'of an All-Voluntee;r Amy, 

14. 
1 

Implications for. the future (statistical pro­
jections indtcate tllat the All-Volunteer Army can be 
a reali~y). . • · . 

I 

Basic material to be read by 1all. 
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Title: 

Status: 

Objective: 

Method: 

Findings: 

Comments: 

"Reasons for Air Force Enlistment," Cecil J. Mullins, 
Iris H. Massey, and Larry D, Riederich, AFHRL-TR-68-
101, Air Force Human Resources Laboratory, Lackland 
AFB, Tex., Jul 68. 

Completed 1968 

To determine reason for enlistee choice in USAF over 
other branches of the service and to test a question­
naire. 

Administration of a questionnaire;Chi-square was 
used to check responses to each item. 

Selected findings are as follows: 

l. The most important reason for joining the Air 
Force was ~ducation. Slightly more than 30 percent 
felt they could learn more in the Air Force than 
other branches of the Service. 

2. The next most frequent responses have to do with 
self-respect. 

3. Twenty-six percent woul d have joined witho~t the 
draft. 

This is a concise picture of motivations toward Air 
Force enlistment. 
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Title: 

Status: 

Ob jective: 

Method: 

Findings: 

"Relationship between Ar-my Recruit Characteristics and 
First-Tour Performance," John S. Caylor, HumRRO TP-69- 5, 
George Washington University, Washington, D.C., A 69. 

Completed Apr 69 

To determine the relationship between characteristics of 
recruits and their performance both in recruit training 
and in subsequent unit assignments to assist in policy 
decisions pert aining to selection, t _raining, classifica­
tion, assignment, and retention. 

In earlier research under HumRRO Work Unit Transition in 
1961, the effects of the reception station and basi~ 
training experience on the attitudes of recruits toward 
Arary service were examined, considering a variety of 
factors affecting adaptation to Army life. Theae 
variables singly and in combination, were related to the 
development of recruit attitude• toward the Army at the 
end of BCT. In the interest of determining the 
relationship between the variables available at the end 
of BCT and subsequent perfornance,a follow-up study was 
conducted during 1963 and 1964 of soldiers initially 
studied in BCT in 1961. 

I8ta collection was entirely administrative in nature; 
soldiers were not involved in the ~ompletion or return 
of data forms. I8ta were collected on 1782 volunteers 
and 2620 draftees in 30 BCT companies by means of 
questionnaires inserted in 201 files with the request 
that they be returned to the researchers when the men 
involved were terminated in 1963 and 1964. Questionnaires 
were completed by the personnel officer at the soldier's 
out processing station and included information on: 
MOS, grade and time-in-grade, conduct and efficiency 
ratings, awards and commendations, courts martial 
convictions, service schools attended, reenlistment actions, 
service extensions, and reenlistment eligibility. I8ta 
were expressed in a single composite criterion score 
representing a summary of the soldier's success in and 
contribution to the Army during his first tour of duty. 

The conclusions drawn from analyses of the data described 
above were as follows: 

l. Data on recruit characteristics, available prior to 
entry into service were predictive of Anny success dur­
ing the first duty tour. The GT level, educational 
level, and age of recruits were indicative of their 
success; the older recruit with more education and high 
aptitude had a better record on the criteria measures 
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Comments: 

of success and contribution to the Army. Recruits from 
the lower ranges of age, education, and GT were more 
likely to encounter difficulty in adapting to the Army 
and to be promoted at a less than standard pace. 

2. Performance in BCT was also indicative of later con­
tribution to the Army. The better a recruit performed 
in BCT, the better he did during the rest of his ini­
tial tour. Those who received hig~er evaluations from 
their peers also performed better in subsequent service. 

3. Early attitudes toward the Army and career orienta­
tion were negatively rei ated to later Army performance. 
Recruits with stronger career orientation got lower 
scores on the criterion measure of Army success. Sim­
ilarly, volunteers who demonstrated higher levels of 
general reactions to the Anny and Anny life in Pro j ect 
TRANSITION Attitude III also got lower srores on the 
criterion measure . 

While, from the data in this study, the empirical pre­
dictive value of several single recruit characteristics 
has been shown, neither theoretical nor practical 
qu stions about combined effects can be adequately 
answered. In addition, comparisons of effects between 
volunteers and draftees were not obtainable. The 1-year 
(50 percent) difference in length of service between 
volunteers and draftees rendered their criterion scores 
incommensurate and required separate analyses for the 
two; the marked differences in age and education between 
draftees and volunteers also dictated separate parallel 
analyses. But, whether volunteer or draftee, the data 
indicated that the older, better educated, higher apt i ­
tude recruit during the 1961-1964 period adapted best, 
performed best, and contributed most to the Army. 
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Title: 

Status : 

Object ive: 

Method: 

Findings: 

Comments : 

"Report on Discussion of Needs and Values of Potential 
Volunteers for an All-Volunteer Army," CINECOM In­
corporated, undated. 

Completed, undated 

To assemble a group that would, in ten days, prepare 
a briefing that would identify whom the Army should 
be seeking in a zero-draft situation t fill its 
ranks, with particular emphasi~ on the combat arms. 
An enlisted key target group was identified as 17 t o 
21 year olds, single, and from blue-collar nonpro­
fessional families. An imrlied assumption was that 
as a result of the enlistment and benefit options 
being offered, both present and contemplated , the 
Army will not be likely to attract volunteers from 
a broader spectrum of socioeconomic groups than t hey 
are presently attracting. 

The target group was surveyed about attitudes and its 
general size and geogi aphic characteristics were 
described. Communication themes were explored for 
reaching the identified target groups, and the com­
munication strategy was planned. 

N/A, seminar. 

This appears to be a good explord.tion of target groups 
for the Army in a zero-draft ~it uation and the com­
muni.cations media appropriate for reaching them. 
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Title: 

Status: 

Objective: 

Findings: 

"The Report of the President's Committee on an All­
Volunteer Armed Force, " US Govt Printing Office, Washing-
ton, D.C., Feb 70. • 

Completed 1970 

To present the major questions and considerations con­
cerning an all-volunteer force (Part I, pp 5-20), and 
present the evidence gathered during the Committee's 
inquiry (pp 23-176). Significant tabulations of data 
are presented, Apps A-C, pp 177-211. 

This is a keystone document. It is substantiated by the 
material presented in Vols I and II of "Studies Prepared 
for the President's Cormnission on an All-Volunteer Armed 
Force," Nov 70, 

The "Findings" which follow are extracted from the 
13 chapters of this report, are highly abbreviated, and 
are substantiated in the referenced Vols I and II. 

1. Conscription and taxation--conscription is a dis­
criminatory tax-in-kind which voluntary recruiting would 
do away with. 

2. Military personnel requirements-large forces or 
high quality forces require substantial increases in 
military pay; recommendations (pay, Chap. 5) are that 
proficiency pay plus accelerated promotions are to 
provide a · orce of 80 percent accessions fran mental cate­
gories I. III. These considerations, with intensive 
recruitin1; and improvements in military personnel manage­
ment, r,hould provide adequate quantity/quality personnel. 

3. Compensation and management--a number of compensation 
and management options are highlighted in this section. 
These are not readily sunmarized. Refer to pp 49-67 
for details. 

4. Officer procurement and retention--the procurement 
of approximately 30,000 new officers annually will 
necessitate recruiting approximately 7 percent of the U3 
college graduates in the mid-1970's. There appears to 
be no reason to expect this will pose a significant problem. 

5. Recruitment--modification of existing recruiting 
activities should yield substantial gains in enlistment 
rates. Such modifications are noted and recormnended. 
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Cc,nment~: 

6. Conscript ion of physicians-the difficult problems of obtaining and retaining physicians are discussed. The estimate given to move to a voluntary medical service is estimated to be $150-200 million per year; Table 8-III, p 94, presents proposed compen ation. 

7, Reserves--1 complex problem exiats which can only be imprecisely answered today; the result s of experience in the next few years should be considered at a later time. 

8. The Standby Draft--1 standby draft mechanism is described (and recamnended), which can be invoked only by resolution of Congress at the request of the President. 

9. Budgetary implications-increases required to imple­ment and sustain an all-volunteer force are given. 

10. Objections to an &.11-volunteer force--most of the popular objections are handled in this lengthy ,•hapter, which arrives at the conclusion that an all-volunteer force will~ have the dire consequences predicted. 

11. Conscription in America--1n historical account, concluding with the reconmendation that the relatively recent innovation of a continuing peacetime draft requires re-evaluation. 

12. Recent foreign experience with voluntaris~iscusses British, Canadian, and Australian Forces. Concludes that experience suggests ccmpetitive wages will attract an adequate quant:!.ty and quality of volunteers. 

13. Alternatives to an all-volunteer force-the National Service, tMl', and lottery are discussed, pros and cons enumerated. 

Appendixes include interesting and current tabular data: 
App A: 
App B: 
App C: 

Budget expenditures projected 
Military and Civilian Compensation (narrative) Review of the 1966 DOD Draft Study 



Title: 

Status: 

Objective: 

Method: 

Findings: 

"A Study of the Effects of Demographic Char cte r­istics on Armed Services Enlistments," Marcom 
Incorporated, New York, 1969. 

Completed Study, 196 

To identify the socioeconomic and demographic char­acteristics that affect enlistment patterns, develop improved methods of estimating enlistment potential within local geographic areas, and recommend a data coll ection system for demographic and enlistment data to support manpower research in DOD. 

The study investigates enlistment pattern dynamics using FY65 data. It focuses on a sample of repre­sentative cities in the continental US. The key 
factors hypothesized as influencing enlistments are explicitly identified in a Base Enlistment 
Model Structure and are systematically examined in two analytical phases. In the initial phase, 
alternative variables representing various socio­
economic characteristics are investigated and 
detenninat ions are made concerning their inter­
relationships. The useful ness of alternative independent variables with significant statistical relationships to enlistments is also evaluated. 
In the final analytical phase, various predictive models of enlistment pa.tterns are tested. Specific variables representing socioeconomic and demo­
graphic characteristics are then identified for use in establishing a DOD manpower data collection 
system. 

The major conclusion of this study, based on FY65 recruitment experience, is that in three Services-­Navy, Air Force, and Marine Corps--the geographic distribution of enlistments was influenced more by service decisions concerning allocations of re­cruiters and recruitment quotas than by actual 
variations in local recruitment potential. This pattern is also evident for the Army in those 
areas where local recruitment quotas were achieved. Thus, the research indicates that overall Army en­listments could have been significantly increased in FY65, in the areas which achieved their re­
cruitment objectives, if higher quotas and / or more recruiters had been assigned to these areas~ How­ever·, in contrast, Army enlistments in below-quota areas proved to be much more sensitive t o recruit ­
ment marketing factors. 



Comments: 

The study also concludes that aggregate enlist­
ments in cities tor all services can be predicted 
with high determinacy trom a r elatively- RDBll 
number ot variables: current population, Selective 
Service registrants, and a qualitication rate. On 
the other hand, where recruiter influence is 
neutraLized and market conditions prevail, a series 
ot social, economic and area characteristics 
substantially alters enlistment patterns, e.g., 
greater enlistments trom low i ncome groups and in 
areas where Armed Forces qualification rates tended 
to be high or where employment prospe t s were dim. 

To establilah a DOD manpower data system, a 
limited number of items are recoamended embracing 
the general areas of mi 11 tary manpower supply, 
area demographic variations, area economic 
opportunity, and allocated recruiting resourcei. 

It should be noted that the Array has substantially 
revised its methods of allocating recruiters and 
quotas since FY65 and has placed greater emphasis 
on development of local DBrket data for this pur­
pose. The report nevertheless does highlight the 
need for a much more sophisticated method for 
measuring DBrket potentials, based on a common 
data collection progra.m, as an important manage­
ment tool in improving recruiting efforts. 
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Title: 

status: 

Objective: 

Method: 

Findings: 

Comments: 

"A Study of Factors Influencing the Choice of Enlist­
ment Opt ions," A. L. Kubala and H. E. Christensen, 
HurnRRO TR-69-1O, George Washington University, Wash­
ington, D.C.,Jun 69. 

Completed 1965 

To determine significance of certain factors (re­
cruiting policies{ recruiter background, georgraphical 
differences, etc.J in relation to recruiting men into 
enlistment options. 

Jul-Sep 1965 survey of approximately 10,000 men. 

1. Recruiters who formerly held techni cal MOSs did 
not preferentially enlist men into them. 

2. Recruiters with pers nnel service background tended 
to "sell" more specific MOS options. 

3. The most successful recrui ers tended to obtain 
options for which qualifications required were mini­
mal and for which no advance quotas were required. 

4. Career group opt ions were chos n rather than 
specific MOS options in the same area. 

5. Geographic differences found in enlisting men 
into spec· 0 ic MOSs. 

6. Men who began but failed to complete enlistments 
had higher a·.-erage apti.tu.des than enlistees. 

This report is still valid although six years old. 
Results are very pe.:t:i.nent. 
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Title: 

Status: 

Ob j ective: 

Method: 

Fi ndings: 

"Suanary of Findings, Quantitative Phase, Arrrry Re­
cruiting Study," Audits & Surveys, Inc., New York, 
May 69. 

Completed study, May 1969, conducted for N. W. Ayer, 
acting for US Arrrry Recruit ing Comnand. 

To obtain both qualitative and quantitative data con­
cerning behaviora factors which entered into the en-
1 i stment decision. 

A two-phase survey, consisting of: 

a. A survey, that is, series of group interviews. 

b. A quantitative study of hypotheses developed 'in 
Phase l. (Note : This report treats only Phase 2. ) 

There were three objectives in this study: 

a. What were the most salient factors in the enlist­
ment decision? 

b. What was the Army "image"? 

c. Assess the role of the recruiter. 

Findings in each case (summarized pp 4-6 of subject 
re port ) are : 

l. Desire to "learn something useful" primary factor; 
also, "to fulfill my obligation" or "to get it over 
with," showing negative motivation . large number ,of 
Navy and Air Force enlistees cited "did not want to 
be drafted." 

2 . Army rated lower than Ai r Force or Navy on all of 
the 17 image features. Particularly significant--it 
appears that the recruiter worsens the draftee's im­
age of the Army. 

3. Twenty-five percent of the enlistees ci ed the 
recruiter as the most inf ential person in the service 
decision. Importance of Army recruiter is emphasized. 

3-50 



Title: 

Status: 

Objective: 

Method: 

Findings: 

Comments: 

"The Supply of Air Force Volunteers," A. A. Cook, Jr., RM-6361-PR, The RAND Corporation, Santa Monica, Calif., Sep 70. 

Completed Study, 1970 

To investigate factors that influence the supply of Air Force volunteers. 

To estimate the cost of fulfilling the given mnpower 
requirements, a supply curve of volunteers t the Air 
Force was estimated. A oodel of airmen supply was de­
veloped in the context of occupational choice. Although data limitations precluded the direct estimation of 
the oodel's parameters, they could be inferred by con­sidering the eq~ilibrating mechanism used by Air Force 
recruiters in procuring no-prior-service airmen. The Air Force always satisfies its manpower requirements. 
In so doing, it allows the qual:l.ty of its recruits to vary; this assures an equilibrium between the manpower requirements and the volunteer supply. 

The supply curve that results from the oodel is empir­ically estimated using quarterly data, which explicitly consider changes in expected military and civilian earn­ings and the diverse effects of draft pressure on young men. The elasticity of supply of volunteers with re­spect to the military-civilian pay ratio is estimated to be 2.19, implying that an additional two percent 
of the pool of eligible young men volunteer for a one­
percent change in the military-civilian pay ratio. The elasticity of supply with respect to draft pressure is 0.22, implying that a one-percent change in draft pressure induces a 0.22 percent change in the number 
of volunteers. Unemployment has an insignificant 
effect on the supply of volunteers. 

An example is presented to deoonstrate how the results 
m.~ ght be used ( l) to determine the number of airmen 
v,,lunteers for alternative scenarios, and (2) to esti­mate the cost of cbtaining various levels of airmen 
accessions for various scenarios. 

The study assumes that the average quality level of 
the recruit force rermins constant. It does not con­sider questions about the decrease in quality that may 
be entertained without harming the Air Force's mission 
and about the preferred and feasible mix of various 
qualities of individuals under a binding budget con­
straint. 
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Tltle: 

status: 

Objective: 

Method: 

Findings: 

Comments: 

•I 

I 

"The Suppb of First-term Enliste Manpower in the 
Abse~ce of D!aft," John C. 

0

Hause and Anthony C. ' 
Fisher, Institut~ of Defense Analyses, Arlington, 
Va., Apr 68. 

Completed 1968 
I I 

• To estimate the influence of S(:veral important con-: 
ditions on the; supply of f i rst-term enlisted man­
power and, on the basis of these estimates, to esti­
mate ~he budgetary costs of reducing or eliminat ing , 

I ' use of th~ draft to ma ntain specific military force 
levels and characteristics. The time period is the 
early 1960 1 s. : 

' I I I Developed a theory of supply which suggested that the 
reaponsiveness of enli stments to changes in military 

I I ' earn\ngs is determined by the joint distribution of 
tastes and civilian•alternative earnings pf eligible 
enlistees i Examined the dispersion in 'civili,an, ~d 
military earnings and determined that, on ave'r&4Je, • I for first-term enlistees, civilian earnings exceed · 
military earnings by a coI?siderable amount. Surveyed 
the distrlibution qf tastes of potential enli,stee·s for 
military service and determined that evi~ence relating 
to tastes. of male high school seniors may be used to 1 

• .des~ribe ·the dtstribution of tast"s for military: ser­
vice. Based 9n the theory Md evidence, , derived a 
statistical model of the supply of enlisted volunteers 
for mi'litary service. ' 1 

I 

I 
The. several types of evidence yielded a range of e:s-
'timates of. ~he proportion of enlistees that ar~ draft 
induced, as follows: 

·Time series regressions 
Attitude surveys 

1 
Comparison of 1948 1and 1951 

experience 
! I 

.Based on these estimates the study developed a rough 
estimate of $5 billion to $7.5 .billion as the addi­
tional budgetary costs of maintaining the pre-Vietnam 1 

force level and characteristics in the absence of the 
1draf't. 

Tabu~ar m11iterials are on pp 13-55. 

The time period is the ear~y s~ies. 
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Title: 

Status: 

Obj ctive: 

Method: 

Findings: 

"The Supply of F' :lrst-term Military Officers," Alan 
E. Fechter, study S-290, Institute for Defense Analy­
ses, Arlington, Va., Mar 67. 

Completed 1967 

To examine three determinants of officer supply-­
eligible population, the draft, and pay--and estimate 
the additional budgetary costs to DOD if the draft were 
e limi natea. 

Exami ne data on applicants and officers commissioned 
from the various commission i ng programs ov r the period 
1957-1964; data on enrollment rate in ROTC-I; data 
from survey questionnaire on effect of draft on offi­
cer procurement; data from ROTC on supply response to 
changes in relative military pay. tstimate by re­
gression analyses the cost of an all-vobnteer offi-
cer force. 

1. The number of new officers commissioned was de­
termined largely by quotas and was strongly affected 
by demand rather than supply factors. 

2. The relation between eligible population and of­
ficer supply 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 ROTC 
programs. 

3. The proportion of first-term officers who would 
not have sought commission in the military service 
in the absence of a draft varied by level of educa­
tion, service, and source of commission. There was 
an inverse relation between level of education and 
estimated impact of the draft on officer accessions. 
The draft also had a relatively larger influence on 
officers commissioned from programs which required 
shorter initial tours of duty. 

4. It was estimated that a 10 percent. increase in 
first-term military pay could raise t h enrollment 
rate by as much as 20 percent. 

5. Given a continuing draft and stab le re lat ve 
pay, population growth will enable the Services to 
continue to meet required officer accessions. 
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Comments: 

6. Given the no-draft situation, projections indi­
cate that officer accessions will be short of esti­
mated required accessions by 27 percent. 

7. The shor ~age of 9700 officers is about 60 percent 
pay sensitive officer accessions and could be elimi­
nated by raising the pay of entering officers by 
30 percent. 

8. It would cost an estimated $68 million to $363 
million to raise officer pay by enough to produce an 
all-voluntee officer force. 

Tabular materia· s appear on pp 13-52 and in appendixes . 
• 

This study was part of a larger research program-spon­
sored by OSD to estimate the feasibility and costs 
of meeting military requirements in the absence of 
a draft. 
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Title: 

Status: 

Objective: 

Method: 

Findings: 

"The Survey ot Army Recruiting," Marcom Economics, Inc., New York, Mar 65. 

Completed Study, 1965 

To research the Army recruiting system and iden­tify measures to improve Ar-my recrui ing produc­tivity. 

The study group concentrated on field research covering the recruiting school, 5 ot 6 recruiting dis­tricts and a representative sample ot recruiting main stations (11 of 7O).Otticers and enlisted personnel throughout the Army Recruiting Command were inter­viewed. The organizational structure, JX)licies, procedures,and resu_ts achieved were examined in detail. 'Where appropriate,Army recruiting practices were compared w1 th those of the other 11 tary services. 

The rrajor conclusions are summarized below. 

l. Resources devoted to Army recruiting should be increased; specifical ly, increase the number of recruiters and develop a continuing program of field sales training. 

2. Improve the quality of personnel assigned to recruiting duties trough better standards of personnel selection, improved training and be ,ter perforrrance evaluation methods. 

3. Re-dir ect recruiter resources to emphasiz pre­~onditioning activities(indirect selling) that lead to enlistments as opposed to direct prospecting; supplement pre-conditioning act:f.vi ties vi th ad•1ertising and ~mblic relatior.- emphasizing the role of specialists in thr..- nx>dern Army and the Army's educational and training program. 

4. Improve rranagement prrctices in the areas of uniformity, · flexibility aJd sales-orientation; initiate a deliberate market and r,ales planning effort at the CONARC level and market research actiVities at distri ct levels; formal~.ze and make better use of ''buddy referrals" and har<i incentives for recrui tera, impr0ve the management of MOS-produc_ng school options,and coordinate technical school schedules with the seasonal pattern of enlistments. 
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Comments: 
This study prov1des an excellent review o the Army recruttmg procesa in early 1965 . Although a number ot major changes have been made since that time, it is interesting to note that many ot the study conclusions are now being emphasized as a part ot the Modern Volunteer Army Pro17 am, e.g., increased recruiter strength, improved quality ot recruiter personnel, the application ot markeU.ng pri nciples, etc. 



Title: 

Status: 

Ob jective: 

Method: 

Findings: 

"Talking Papers," SA/SPMIA, 13 Jul 71. 

Completed reports, ongoing program 1971 

To report on the W/A program fri'Jm Or.t 70 to date. 
Subjects covered arP. W/A concept and a~co~,plish­
ments, recruiting progress, status of ad·,,e,..-t ising, 
FY72 program sUJJ111Bry, and proposal for a national 
varsity club. 

Talking papers and displays. 

1. Major accomplishments of the W/A p:rogra.m are 
given in pp 1-3. 

2. The talking paper on recruiting contains data 
on objectives and enlistments, combat arms enlist­
ments, recruiter buildup, leased housing, 
recruiting facilities, and other recruiting 
information. 

3. The Assistant Recruiter Programs, the Delayed 
Entry Programs, the Combat Arms Profile, and the 
Unit-of-Choice Option are reviewed, and data are 
displayed concerning these programs in the 
talking paper on other Recruiting Infonl!.'. ion. 

4. The talking paper on Stat1-:a of Advertising 
presents data on the LISTFAX, reports on the 
paid radio/TV advertising, and the results from 
classified advertising. 
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Tit le : 

Status : 

Ob jective : 

Method: 

Findings: 

"Training and Retention o Air Force Airmen: An Economic Analysis , " Il,1- 538 -PR, John McCall and Neil Wallace, The RAND Cor poration, Santa Monica, Calif ., Aug 67, 

Completed Study, 1967 

To examine the training and r etention of USAF electronic spec ial ists. The ma j or goal is to investigate the responsiveness of the reenlistment rate to changes in USAF r emuneration. An attempt is also made to measure the de6ree t o which Air Force training is transferable to the civilian economy. 

The data base for the study included the following : biographical ar.d earnings infonnation for a group of 505 el ectronic specialists who l eft the Air Force in · 1962 after their first tour of duty and reported civil ­ian earnings in 1964, and simil ar biographical data for a control group of 393 electronic specialists who reen­l isted in 1962 after their first tour of duty. 

The study is based on the hypothesis that the probabil­ity of reenlistment by first-tenn airmen is a decreasing function of the difference between civilian earnings and Air Force remuneration. A legit model was used to represent this relationship and to develop a hypothe­sized first-tenn reenlistment supply cur7e. Next, bio­graphical and average civilian earnings data were structured for the above-mentioned 505 airmen who did not reenlist ~ollowing their initial tour. These data were then compared with biographical data and estimated potential civilian earnings of the 393 airmen who chose to reenlist. The reenlistment supply function was estimated, and the effects of changes in remuneration on reenlistment rates were assessed. Finally the rela­tionships between reenlistment rates and the level of technical training provided by the USAF to a potential reenl istee are investigated. The principal factors con­sidered were sample data on those ex-airmen who use their USAF training in civilian pursuits, their earn­ings, and their educational levels. 

For the sample of airmen analyzed, the reenl istment rate was very sensitive to differences between civilian and Air Force earning opportunities. The results imply, for example, that if the initial reenlistment rate were 50 percent and if USAF remuneration were increased by $1,000 per year, the reenlistment rate would rise to about 70 percent. (In 1962, the actual reenlistment rate was 35 percent; in 1967, approximately 15 percent.) 
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Comments: 

The s udy further states that ·~he relations between reenlistment and remuneratior, undoubtedly vary among skill groups and over time, but further testing of data similar to that used in this study is required to deter­mine the extent of these differences. 

Approximately 67 percent of the airmen who entered the civilian labor force r eported use of Air Force technical training. Their medien income was $6,000 annually as compared to $5,200 for those who did not use their t .~aining. Although only a singl e year was investigated, th~ advantage in earning power assists in explaining th~ tendency of the supply of first-term reenlistees to vary inversely with skill levels attained in the USAF. It was al so noted that Air Force compensation for those airmen who reenlisted is at least as high as the average alte1n~tive civilian earnings if pay, allowances, fringe benefits, retirement pay, and a lower effective tax rate are considered. 

Although this study illustrates clearly the insights which can be deriveJ from good quantitative and quali­tative data samples pertaining to reenlistraents, the scope appears too narrow for use in co~j:.mction with an analysis of the MVA Program. Further, the study con­siders only one aspect of motivation for reenlistment -­monetary remuneration. 
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Title: 

Status: 

01:-j ective: 

Method: 

Findings: 

Comments: 

"1-Y's f or Mental Reasons," Bernard D. Karpinos, Dept of Army, Office of The Surgeon General, 1967, 
Canpleted Study, 1967 

To obtain exact and canprehensive information with respect to registrants classified by the Selective Service System as 1-Y for mental reasons, only. 

Basic data derived from a 50 percent subsample of the continuous Selective Service One-Percent Sample Inven­tory were obtained by Selective Service from Local Boards by means of a specially designed tom. request­ing informa~ion concerning mental qualification of living reg~strants within the age of liability in class 1-Y. The forms were edited and coded by Selective Service. The coded data were put on punch cards, tabulated, and analyzed by the Medical Statis­tics Agency, Office of The Surgeon General, DA. 

The overall estimate is 187,700 qualified 1-Y's for mental reasons, only, under the current mental standards, of which about half are registrants from the South-­about equally divided between white and negro. See pp 32-35 and Tables 1-10 for elaboration of findings. 

May be of value as background concerning accession and retention of quality JJersonnel. 
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Chapter 4 
RAC MVA DA'rA BAN!( BIBLIOGRAl'rtf 

Chapter 4 presents the classification system (Table 4-1) and biblio­
graphic listing of the MVA Data B_ank (Table 4-2). The data bank bibliog­
raphy provides the Army with the documentary base of t 1)e P.AC/MVA study 
effort. The bulk of the data base is composed of completed studies, 
books, journal articles, and talking papers accumulated during the 
implementation of the study and organized by type of information, i.e., 
congressional hearings, bills, policy documents, :3AMVA memoranda, etc. 
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Number 
range 

1-49 

50-199 

200-399 

400-499 

500-599 

600-699 

700-749 

750-799 

Table 4-1 
CLASSIFICATION SYS'IEM 

Content or Type of Information 

Commts 11ion Reports, Congressional Hearings and Bills, Gene1al DA personnel policy documents/manuals 
Books on Amy and MVA; completed study project reports (a) Study reports arranged numerically beginning with pros and cons of MVA, supply of military personnel, costs, recruiting and adv ~ising efforts, enlist­ment, retention. 
(b) Doc:unents beginning at No. 105-120 deal with analyt-ica1 models for enl istment and retention. 
Dept of /,rmy , SAMVA memoranda, documents, briefings, and "talk:!.ug papers" (source material from DA) 
Ongoings~ dies or surveys - includes completed Phase reports 

Compiled data reference notebook~ - compendium of most relevant ata on specific subject areas 
(a) Each notebook contains quantitative data on partic­ular subject. 
(b) Also inc l des notebooks on relevant journal/magazine articles. 
Source material questionnaires, VOIAR reports and plans from various posts 
(a) Summary of relevant data will be contained in subject notebooks. 
General economic indicat rs and statistics within US -Census and Dept of Labor publications 
Bibliographical references (generally annotated), abstracts of studies, DA personnel research inventories of planned projects 
Recurring J3A (PERSINSC<J.i) Data Reports 
(a) Will be placed in separate bookcase, not numbered, arranged chronologically by quarter for each report (i.e., DCSPER 46, COPO 70) 
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Reference 
number 

1 

2 

3 

4 

5 

6 

7 

8 

8A 

8B 

9 

Table 4-2 
BIBLIOGRAPHIC LISTING OF MVA DATA BANK 

Tit l e 

"Hearings, Department of Defense Appropriations for 1972, Part l ," House Subcommittee of the Committee on Appropri­ations (92d Congress, 1st Session), US Govt Printing Office, Washington, D.C., 1971, 
"Hearings, Department of Defense Appropriations for 1972, Part 3," House Subcommittee of the Committee on Appropri­
ations (92d Congress, 1st Session), US Govt Printing Office, Washington, D.C., 1971. 
"The Report of the President 1 s Commission on an All­Vol unteer Armed Force," The President's Commission on an Al l-Volunteer Armed Force, US Govt Printing Office, 
Washington, D.C., Feb 70, 
"Studies Prepared for the President's Commission on an All-Volunteer Armed Force, Vol I," US Govt Printing 
Office, Washington, D.C., Nov 70, 
"Studies Prepared for the President's Commission on an All-Volunteer Armed Force, Vol II," US Govt Printing 
Office, Washington, D.C., Nov 70. 
"Hearings, Extension of the Draft and Bills Related to the Voluntary Force Concept and Authoriza ion of Strength Levels," House Conmittee on Armed Servic'c! s (92d Congress, 1st Session), US Govt Printing Office, Washington, D.C., 
1971. 
"Statement by LTG George I. Forsythe, Special Assistant for the Modern Volunteer Army," and "F"l72 Defense Alloca­tions," House DOD Subcommittee of the Committee on 
Appropriations (92d Congress, 1st Session), no date. 
Manual for Local Board Cl erks 1 Revised, Selective Ser­
vice System, 1956. 
"Methods & Techniques, The Selective Service One-Percent 
Sample Inventories, April 30, 1953 and January 31, 1959 ; 1964 Up-Dating February 1, 1959 - July 31, 1964; Cont in­uing Inventory, August 1, 1964 - July 31, 1967, Supple­ment A," Sel ective Service System. 
"Methods and Techniques, The Selective Service One-Per­~ent S mpl e Inventories , Apri l 30, 1953 and J anuary 31, 
1959 ," Meth-1 (written 1964). 
"Digest of Military Personnel Policies," Dept. of Army, 
PAM 600- 12 , Mar 69. 
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Reference 
number 

10 

11 

12 

13 

14 

15 

16 

17 

18 

19 

20 

Table 4-2 (continued) 

Title 

"Army 75 Personnel ConceI,t Studies, Vol XIV," Dept of 
Army, DCSPER, Jun 69. 

"The Officer Personnel Management System (OFMS)," Dept 
of Army, DCSFER-CSD, Jun 71• • 

Dept of Defense Instructions Relating to Personnel, 
not ebook 

"Hearings, Review of the Administration and Operation of 
the Selective Service System," House Committee on Arme~ 
Services (89th Congress, 2d Session), US Govt Printing 
Office, Washington, D.C., Jun 66. 
"A Bill, to amend the Military Selective Service Act of 
1967; to increase military pay; to authorize military 
active duty strengths for FY 1972; and for other purposes," 
HR 6531 (92d Congress, 2d Sessio~ 28 Sep 71. 
"Hearings, Improved Manpower Management in the Federal 
Government," House Conmittee on Post Office and Civil 
Service (91st Congr·ess, lat Session), House Report No. 
91-323, US Govt Printing Office, Washington, D.C., 1969. 
"Report, Civilian Advisory Panel on Military Man~wer 
Procurement," House Conmittee on Armed Services (90th 
Congress, lat Session), US Govt Printing Ottice, Wash­
ington, D.C., 1967. 
"A Bill, to provide authority for the payment of pro­
ficiency pay to enlisted members of the Reserve Compo­
nents of the Armed Forces," HR 6o49 . ( 92d Congress, lat 
Session), 15 Mar 71. 
"A Bill, to amend Title 37, United States Code, to pro­
vide an incentive Flan for participation in the Ready 
Re·serve , " HR 6051 ( 92d Congress, lat Session), 15 Mar 71. 
"A Bill, to amend Titles 10 and 32, United States Code, 
to authorize additional medical and dental care and other 
related benefits for reservists and members of the 
National Guard," S 8o6 ( 92d Congress, lat Sessio~, 17 Feb 
71. 
"Military Selective Service Act of 1967," House Report 
No. 267 ( 90th Congress, 1st Session), US Govt Printing 
Office, Washington, D.C., 1967. 
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Reference 
number 

21 

22 

23 

24.01 

24.02 

24.03 

25 

26 

27 

28 

29 

30 

31 

32 

33 

Table 4-2 (continued) 

Title 

"Report, Uniformed Services Health rofessions Revitali­zation Act of 1971," House Committee on Armed Services (92d Congress, 1st Session), House Report No. 92-524, 28 Sep 71. 

"Enlisted Per1:1onnel Man°.gement System," Dept of Army, AR 600-200, 15 Apr 71. 
"Career Planning for Army Commissioned Officers," Dept of Army, PAM 600- 3, 1 Aug 70. 
"Career Planning for United States Army Reserve Officers," Dept of Army, PAM 140-1, Oct 69. 
"Enlistment and Reenlistment," Dept of Army, AR 140-111, Jul 70. 

"Mobilization of Army National Guard of the United States and Army Reserve Units," Dept of Army, AR 135-300, 9 Apr 
71. 

"Physical Evaluation for Retention, Retirement, or Sep­aration," Dept of Army, AR 635-40, 24 May 71. 
"Career Pl anning for Army Enlisted Personnel ," Dept of 
Army, PAM 611-7, Jun 70. 
"Enlisted Military Occupational Special ties," Dept of 
Army, AR 611-201, basic dated Jan 67. 
Changes 14 to 18 to AR 611-201. 
"Department of Defense Appropriation Bill, 1972," House Conmittee on Appropriations (92d Congress, 1st Session), Report No. 92-666, 11 Nov 71. 
"Military Pay and Allowances," Entitlements Manual, Dept of Defense, 1 Jan 67. 
"Service Inputs for Task #1, Central Task Force Staff, All Volunteer Force," OSD to Assistant Secretar ies of 
the Military Departments (M&RA), 7 Feb 72. 
"Effectiveness of Modern Volunteer Army Advertising 
Program," MG A. H. Smith, Jr., Director of Procurement and Dist ibution, t o Deputy Special Assistant for the 
MVA, 8 Feb 72. 
"Acee~ s ion in a No Draft Environ~ent, Unit of Choice 
Recruit ing," Dept of Army, 197th Brigade (no imprint). 
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Reference 
number 

34 

35 

36 

Table 4-2 (continued) , . ' 

T11;le 

"Hearings, Veterans ~ension· and 'Depende~ts 1and hldemnity 
Compensation Pro~rams," Senate ,Subcomnittee .on Compensa­
tion and Pensions of the Comnittee on Veterans' Atta1r, 
(92d Congress, 1st Sessio~), ps Govt Pr~ting ,Ottice, • 
Washingt~n, D.C., 1972. 
"Hearings, Dep,rtment of Df?fense Appropriations for 1973, 
Part l," House Committee on Appropriations (92d Congress, 
1st Session), US Govt PI,inting Office, Washington, D.e., 
1972. :· 

I • I I ! I Dept of Defense, General Counsel, to Hon Spiro T. Agnew, 
President of the ~enate, ltr, sµbject: "Revision of the 
Special Pay Structure of Members o~ the µnitormed Ser-

1vices," 22 Mar 7~. 

'I 

I ' 

• I 

.! 
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Reference 
number 

50 

51 

52 

53 

54 

55 

56 

57-58 

59 

60 

61.01 

61.02 

62 

63 

Table 4-2 ( contin11ed) 

Title 

The New Military, M. Janowitz, Russell Sage Foundation, 
New York, 1964. 

The American Enlisted Man, C. C. Moskoe, Jr., Russell Sage 
Foundation, New York, 1970. 
The Military Establishment: Its Impacts on American 
Society, A. Yarmolinsky, Harper & Row, Publisher, New 
York, 1971. 

"Marginal Man and Military Service-A Review," Dept of 
Army, Dec 65. 

"A Review of US Historical Experience with Civil Affairs, 
1776-1954," W. F. Daugherty and M. Andrews, ORO-TP-29, 
Operations Research Office (now RAC), May 61. 
"Resume of Anny Roll-up Following World War II," R. W. 
Coakley, et al, Dept of Army, Office of Chief of Military 
History, 31 Oct 68. 

The All-Volunteer Army: An Analysis of Demand and Supply, 
K. Kim, Praeger Publishers, New ork, 1971. 
Conference on the Draft, Vols 1 and 2, Draft Papers, 
University of Chicago, 1966. 
"Human Factors in Military Operations," R. H. Williams, 
ORO-T-259, Operations Research Office (now RAC), 7 Jan 54. 
"Protecting the Free Societ~,, An AUSA White Paper on Pro­
posals for an All-Volunte~r Armed Force," Association of 
the United States Anny, Washington, D.C., no date. 
"Military Service in American Life since World War II: 
An Overview," A. D. Klassen, Jr. , Report 117, National 
Opinion Research Center, University of Chicago, Sep 66. 
"Officer Supply--The Impact of Pay, the Draft, and the 
Vietnam War," S. H. Altman and R. J. Barre, Am Econ~, 
Sep 71. 

"An Analysis of Post-World War II Manpower Research, 
Policy and Program Experience Applicable to Current Man­
power Planning for Peacetime Conversion of Military 
Manpower to Civilian Occupations," Atlantic Research 
Corporatio~, Georgetown Research Project, Washington, D.C., 
Oct 68. 

"Report on Discussion of Needs and Value of Potential 
Volunteers for an All Volunteer Army," CINECOM, Inc. , 
Cambrid6e, Mass., 1971. 
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Reference 
number 

64 

65 

66 

67 

68 

69 

70 

71 

72 

73 

74 

75 

76 

Table 4-2 (continued) 

Title 

"Reaction of 17 to 21 Year Old Males, Not in Colleg~, to 
Enlistment in the Anny and Its Combat Branches," prepared 
for OSAM by Opinion Research Corporation, Princeton, 
N. J., Jun 71. 
"Attitudes and Motivations of Young Men toward Enlisting 
in the US Army," Opinion Research Corporation, Princeton, 
N. J., undated. 
"Young Men Look at Military Service, A Preliminary Report," 
J. Johnston and J. G. Backman, Youth in Transition Docu­
ment No. 193, Institute for Social Research, Jun 70, i~ 
"Hearings, Extension of the Draft and Bills Related to 
the Voluntary Force Concept and Authorization of Strength 
Levels," House Comnittee on Armed Services (92d Congress, 
1st Session), US Govt Printing Office, Washington, D.C., 
1971. 

The Mid-west Analysis, Manpower tor Defense, "Resolved: 
That the United States Should Establish a System of 
Compulsory Service by All Citizens," Midwest Debate 
Bureau, Normal, Ill. 
"The Costs and Implications of an All-Volunteer Force 
(An Abstract)," W. Y. 01, University of Washington, 
undated. 

"The Economic Cost of the Draft," W. Y. 01, Am Econ Rev, May 67. ---
"Estimating the Cost of an All-Volunteer Force," S. T. 
Altman, stamped 22 Dec 66. 
The Case against a Volunteer Army, H. A. Marmion, Quad­
rangle Books, Chicago, 1971. 
"Cost of the Draft and the Cost of Ending the Draft," 
A. _ C. Fisher, Am Econ Rev, Jun 69. Reply with rejoinder, 
B. P. Klotz, Dec 70. -
"The Budget Cost of a Volunteer Military," S. L. Canby and 
B. P. Klotz, m.t-6184-PR, The RAND Corporation, Santa 
Mo~ica, Calif., Aug 70. [AD 714564] 
"The Survey of Army Recruiting, A Study," Marcom Eco­
nomics, Inc., Mar 65. 
"Quantitative Phase of Army Recruiting Study, Summary of 
Findings," Audits and Surveys, Inc., New York, May 69. 
"Q11alitative Exploratory Segment of Army Recruiting 
Study," Audits and Surveys, Inc., New York, Apr 68. 
[AD 834205] 
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Reference 
number 

77 

78 

79 

80 

61 

82 

83 

84 

85 

86 

87 

88 

Table 4-2 (continued) 

Title 

"Relationship between Anny Recruit Characteristics and 
First Tour Pe1·formance," J. S. Caylor, TR-69-5, HumRRO, 
Apr 69. 

"The Supply of Military Personnel in the Absence of a 
Draft," S. H. Altman and A. E. Fechter, Am Econ Rev, 
May 67. ----

"The Supply of First-term Enlisted Manpower in the Absence 
of a Draft," J.C. Hause and A. C. Fisher, Study S-293, 
Institute for Defense Analyses, Arlington, Va., Apr 68. 
[AD 691185] 

"The Supply of First-term Military Officers," A. E. 
Fechter, Study S-290, Institute for Defense Analyses, 
Arlington, Va., Mar 67. [AD 662661] 
"The Supply of Air Force Volunteers," A. A. Cook, Jr., 
R-f-6361-PR, The RAND Corporation, Santa Monica, Calif. , 
Sep 70. 

"Occupational Choice, the Draft, and the Excess Supply of 
Air Force Volunteers," A. A. Cook, Jr., P-46o6, The RAND 
Corporation, Santa Monica, Calif., Mar '71. 

"Estimating the Quality of Air Force Volunteers," A. A. 
Cook, Jr., and J. P. Whtte, 114-6360.,PR, The RAND Corpora­
tion, Santa Monica, Calif., Sep 70. 
"The Study of the Effects of Demographic Characteristics 
on Armed Services J:.onlistments, Vols I and H " prepared 
for the Asst Secy of Defense (Manpower) by Marcom 
Economics, Inc., N. Y. , 1969. 
"Comparison of Self-Motivated Air Force Enlistees with 
Draft-Motivated Enlistees," L. D. Valentine, Jr., and 
B. M. Vitola, Air Force Human Resources Laboratory, Lack­
land AFB, Tex., Jul 70. [AD 7136j8] 
"Reasons for Air Force Enlistment," C. J. Mullins, I. H. 
Massey, and L. D. Riederich, TR-68-101, Air Force Human 
Resources Laboratory, Lackland AFB, Tex., Jul 68. 
"A Study of Factors Influencing the Choice of Enlistment 
Options," A. L. Kubala and H. E. Christensen, TR 69-10, 
HumRRO, Jun 69. 
"Proc edings of Conference on Personnel Retention Research, 
New Orl eans, La.," Report 364-2, Performance Resesrch Inc., 
Washington, D.C., 1969. [AD 689515] 
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Reference 
number 

90 

91 

92 

9.3 

95 

97 

Table 4-2 (continued) 

Title 

"An Economic Analysis of First-Term Reenlistments in the 
Anny," G. R. Nelson, Research Paper P-647, Institute for 
Defense Analyses, Arlington, Va., Jun 70. [AD 71 609] 
"Military and Civilian Earnings Alternatives for Enlisted 
Men in the Army," G. R. Nelson and C. Armington, Research 
Paper P-662, Institute for Defense Analyses, Arlington, 
Va., Jul 70, 

"An Exploratory Study of Job Satisfaction, Retentio, and 
Performance of Navy Enlisted Men," P. H. Stoloff, Research 
Contrib 177, Center for Naval Analyses, Arlington, Va . . , 
Feb 71. 

"Improvement of the Procurement, Utilization, and Reten­
tion of High Quality Scientific and Technical Officers," 
T. Drysdale, PRL-TR-68-5, Data Dynamics Inc., Los Angeles, 
Calif., Jun 68. [AD 677196] 
"Training and Retention of Air Force Airmen: An Economic 
Analysis," J. McCall and N. Wallace, Rei-5384-PR, The RAND 
Corporation, Santa Monica, Calif., Aug 67. 
"A ~omparison of Retention of Categor y IVs and Non-IVs in 
Fifty-Eight Navy Ratings," C.H. Cory, Research Report 
SRR 71-13, Naval Personnel and Training Research Labora­
tory, Mar 71. [AD 721074] 
"Prediction of Officer Performance and Retention from 
Selected Chara~teristics of the College Attended," E. C. 
Tupes and H. L. Madden, TR-68-119, Air Force Human 
Resources Laboratory, Lackland Arn, Tex., Dec 68. 
[AD 688540] 

"Graduate Education of Air Force Line Off icers," J. N. 
Taylor and D. E. Valentine, TR-70-7, Air Force Human 
Resources Laboratory, Lackland AFB, Tex., Jan 70, 
[AD 7075.i..O] 

"Personnel Reactions to Incentives, Naval Conditions and 
Experiences (PRINCE}-!. Study Plan," L. E. Applebaum 
and E. H. Blakeloc, Report WSS 70-1, Naval Personnel 
Research and Development Laboratory, Washington, D.C., 
Jul 69. [AD 691408] 
"Attitude Change in Marine Recruit Training," G. A. Clum, 
A. Holberg, and D. M. Kole, Report 68-26, Navy Medical 
Neuropsychiatric Research Unit, San Diego, Calif., 1969. 
[AD 695219] 
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Reference 
number 

99 

100 

102 

103 

lo4 

1C5 

lo6 

107 

lo8 

109 

110 

111 

Table 4-2 (continued) 

Title 

"Predicting the Effectiveness of New Mental Standards 
Enlistees in +.he US Marine Corps," J. A. Flag, J .M. 
Coffman, and J. D. Phelan, Report 71-42, Navy Medical 
Neuropsychiatric Research Unit, San Diego, Calif., Dec 70. 
"The Economics of Mil itary Retirement," A. E. Fechter 
and B. S. Mahoney, Research Paper P-414, Institute for 
Defense Analyses, Arlington, Va., Jul 67. 
"Determination of the Potential for Dissi dence in the 
US Army, Vol II-Survey of Military Opinion," H. C. OL;on 
and R. W. Rae, RAC-TP-410, Research Analysis Corporation, 
May 71. 

"Cost Effectiveness Evaluation of the 1971 Modern Vol­
unteer Army Field Experiment ( VOIAR-E)," R. W. Rae, et 
al, RAC-TP-436, Research Analysis Corporation, Dec 71. 
"The 1967 RAC Manpower Research Program," W. A Lindsay, 
:r., Draft, Research Analysis Corporation, Nov 67. 
"Current Research Techniques in Military Personnel Asses­
m.ent," Proceedin s of the 12th Annual Militar Testin 
Association, H. A. Mahnen and R. C. Willing eds, US 
Army Enlisted Evaluation Center, Sep 70. 
"The Determinants of Personnel Turnover Costs and Acces­
sion Requirements: A Steady-State Model," B. E. Forst 
and D. M. O' Neill, Research Contrib 170, Center for 
Naval Analyses, Arlington, Va., Jan 71. 
"Simplified Approach to a Manpower Management Model," 
D. L. Dieterly, TR-68-116, Air Force Human Resources 
Laboratory, Lackland AFB, Tex., Dec 68. 
"Manpower Rotation Policy Models," R. C. Sorenson and 
P. T. Olson, TR-172, Dept of Army, Personnel Research 
Office, Jun 66. [AD 644900] 
"The Manpower Cost Implications Associated with Changes 
in Navy Reenlistment Rates: A Methodology," G. L. 
Henry, Wff.i 71-2, Naval Personnel Research and Develop­
ment Laboratory, Jul 70. [AD 710392] 
"Summary of SIMPO-I Model Development," P. T. Olson, et 
al, TRR-1157, USABESRL, Mar 69. [AD 692790] 
"Computerized Enlisted Advancement Planning," R. D .. Conner 
and R. V. May, Jr., SRR 66-21, US Naval Personnel Research 
Activity, San Diego, Cali f., Jun 66. 
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Reference 
number 

112 

113 

114 

115 

116 

117 

118 

119 

120 

121 

122 

123 

Table 4-2 (continued) 

Title 

"Prototype Swmnary of Enlisted Personnel Loss Data," 
R. D. Conr.er, SRR 66-44, US Naval Personnel Research 
Activity, San Diego, Calif., Jun 66. 
"Desk Calculator Procedures for Determining Enlisted Per­
sonnel Pl anning Factors," R. D. Conner and T. B. Quisen­
berry, SRR 66-19, US Naval Personnel Research Activity, 
San Diego, Calif., Jun 66. 
"A Computer Program for the Determination of an Optimal 
Advancement Policy for Petty Offi cers: A Dynamic Pro­
grammin~ Approach," W. J. Moonan and M. H. Covher, SRM. 
66-31, US Naval Personnel P.esearch Activity, San Diego, 
Calif., May 66. 
"Computerized Training Input Pl an for Nuclear Powerplant 
Operators," R. D. Conner and R. L. Colvin, SRR 66-22, 
US Naval Personnel Research Activity, San Diego, Calif., 
Jun 66. 

"A Computer Model for Projecting Civilian and Military 
Manpower," H.B. Safeer, et al, RAC-P-13, Research 
Analysis Corporation, Nov 65. 
"Devel opment of an Analytical Technique for Proj ecting 
Volunt eers for Induction," J. Pfeffer, RAC-S-2o45, 
Research Analysis Corporation, Oct 69. 
"General Description of a Computer Model for Projecting 
the Impact of Officer Procurement, Promotion, and Reten­
tion Policies," L. W. Transeau, RAC-TP-246, Research 
Analysis Corporation, Feb 67. [AD 815394] 
"A Military-Civilian-Manpower Projection Model: Descrip­
tion of the Cost Module," A. Sorkin and S. R. Wax, RAC­
TP-276, Research Analysis Corporation, Aug 67. 
"Predicting the Impact of Policy Changes from Surveys," 
A. S. Morton, Arthur D. Little, Inc., Feb 71. 
The Draft and Public Policy, J. H. Gerhardt, Ohio State 
University Press, Columbus, O., 1971. 
"A Review and Analysis of the Impact on Military Manpower 
Policy of Proposed Changes in Selective Service," Vols I, 
II, III, working paper s, Research Analysis Corporation, 
1967. 
"The Distributive EffEct of Conscription: Implicit Taxes 
and Transfers under Draft System," L. Sjaastad and R. W. 
Hansen, an abridged version of report prepared for the 
President's Commission on All-Volunteer Force, J an 71. 
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Reference 
number 

124 

125 

126 

127 

128 

129 

130 

131 

132 

133 

134 

135 

136 

Table 4-2 (continued) 

Title 

"Earnings, Unemployment, and the Supply of Enlisted Vol­
Wlteers," S. H. Altman, Journal of Human Resources, 
Winter 1969. -
"Military Compensation and the Supply of Career Officers," 
B. Mahoney and A. E. Fechter, S-292, Institate for Defense 
Analyses, Arlington, Va. , May 67. FOUO 
"Development and Evaluation of an Integrated Basic Combat/ 
Advanced Individual Training," J. I. Ward, et al, TR-70-1, 
HumRRO, Jan 70. [AD 703317] 
"Leadership Actions as Evaluated by Experien ed Company­
Grade Officers," J. A. Olmstead, et al, TR-71-11, HumRRO, 
Jun 71. 

"A Supply Function of First-tenn Reenlistees to the Air 
Force," J. McCall and N. Wallace, The RAND Corporation, 
Santa Monica, Calif., Sep 67. 
"The Process of Developing and Improving Course Content 
for Military Technical Training," H. G. Hunter, et al, 
TR-69-9, HumRRO, May 69. [AD 689005] 
"Development of a Procedure-Oriented Training Program for 
HAWK Radar Mechanics >" TR-69-25, HumRRO, Dec 69. 
[AD 703315] 
"Acquisition, Retention, and Retraining: Training Cate­
gory IV Pers .. mnel with Low Fidelity Devices," D. L. 
Grimsley, TR-69-12 , HumRRO, Jun 69. [AD 692115] 
"Acquisition, Retention, and Retraining: Group Studies 
on Using Low Fidelity Devices," D. L. Grimsley, TR-69-4, 
HumRRO, Mar 69. [AD 686741] 
"Acquisition, Retention, and Retraining: Effects of High 
and Low Fidelity in Training Devices~" D. L. Grimsley, 
TR-69-1, HumRRO, Feb 69. [AD 685074J 
"Development and Evaluation of an Improved Radio Operator 
Course (MOS 05B20)," S. J. Goffard, et al, TR-70-8, 
HumRRO, Jun 70. [AD 7lo865] 
Manpower Planning, a Bibliography, C. G. Lewis (ed), 
American Elsevier Publishing Company, Inc., 1969. 
"Assessment of Attitudes and Motivations or Category IV 
Marginal Personnel, Demographi~ Characteristics, Atti­
tudes and Personal Adjustments during Recruit Training," 
A. Katz and M. R. Goldsamt, WRR 72-1, Naval Personnel 
Re search and Development Laboratory, Washington, D.C., 
Aug 71. [AD 729250] 
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Reference 
number 

137.01 

137.02 

137.03 

137.o4 

137.05 

137.b6 

137.07 

137.o8 

137.09 

137.10 

137.11 

137.12 

137.13 

137.14 

Table 4-2 (continued) 

Title 

"The Image of USMA and the Military Profession," RR-67-5, 
US Military Academy, 6 Oct 67. 

"Leadership in the Post-70's," US Milit~ry Academy, Jun 69. 
"Research Study on Military Career Commitment," IB 5o8-
66-002, US Military Academy, Oct 70 . . [AD 8778121] 
"A Multidimensional View of Cadets' Decision to Seek a 
USMA Nominat i on," IC 1.01-70-001, US Military Academy, 
Jun 70. [AD 8773811] 

"Sources of Influence to Seek a Nomination to USMA for 
the Class of 1973," IC 1.01-71-002, US Military Academy, 
Jun 70. [AD 8873831] 

"Characteristics of the Class of 1974," US Military 
Academy, Aug 70. [AD 8773821] 

"A Comparison of USMA Prep School Graduates in the USMA 
Class of 1973 with Other Cadets at Entrance in July 
1969," IB 4.03-71-001, US Military Academy, Jul 70. 
[AD 714653] 

"A Comparison of New Cadets at USMA with Entering Fresh­
men at Other Colleges Class of 1974," IB 4.03-71-003, 
US Military Academy, Jan 71. [AD 722263] 

"The Background and Interests of the Typical Cadetr-A 
Summary of Response. to the Environment and Interest 
Inventory, Class of 1968," IA 3.03-67-002, US Military 
Academy, Feb 71. [AD 8829741] 

"The Use of High School Faculty Ratings to Predict USMA 
Fourth Class Performance," IA 4.o6-71-001, US Military 
Academy, Mar 71. [AD 8831021] 

"Perceived Importance of Various Job Characteristics by 
West Point Graduates," XI 01. 01-71-002, US Military 
Academy, Mar 71. [AD 722254] 

"Trencs in Admission Variables through the Class of 
1974," XB l.Ol-71-0o6, US Military Academy, Apr 71. 
[AD 8331001] 

"Characteristics of the Class of 1975," 9B 1. 01-72-014, 
US Military Academy, Sep 71 . [AD 8882031] 

"The Validity of Six Models of Job Satisfaction in Pre­
dicting Military Cormnitment and Retention (A Product 
Appraisal Report)," IXA 3.0l-71-oo4, US Military 
Academy, Jun 71. [AD 8882091] 
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Reference 
number 

138.01 

138.02 

138.o4 

139 

140 

141 

142 

143.02 

143.03 
143.o4 

143.05 

144 

Table 4-2 (continued) 

Title 

"An Analysis of West Point Graduates' Attrition Rates 
and Their Use in Prediction Models ," R. V. Oehrlein, Naval 
Postgraduate School, Apr 70. [AD 72o698] 
"Predicting Attrition of United States Marine Corps 
Officers by Rank and Military Occupational Specialty," 
J. L. Klingerman, Naval Postgraduate School, Apr 70. 
[AD 709110] 
"Evaluation of a Special Recruiting Program for Junior 
College Graduates," M. W. Hoover, WRR 71-5, Naval Person­
nel Research and Development Laboratory, Jun 71. 
[AD 728392] 
"New Concepts in the Management of Navy Li.ving Quarters 
Ashore," T. J. Rademaker, W:Iti 71-54, Naval Personnel 
Research and Development Laboratory, Jun 71. [AD 728395] 
"Detailed Statistical Data, Voll to Reenlistment Study," 
prep~ed by Behavior Systems, Inc., for N. W. Ayer and 
Son, Inc., Feb 70. 
"Summary of Findings on Reenlistment Study (An Attitudi­
nal Survey)," prepared by Behavior Systems, Inc., for 
N. W. Ayer and Son, Inc., F~b 70. 
"Comparison of Technical School and On-the-Job Training 
as Methods of Skill Upgrading, 11 D. Black and R. A. 
Bottenberg, TR-70-48, Air Force Human Resources Labora­
tory, Lackland AFB, Tex., Dec 70. [AD 726530] 
"Transferability of Military-Trained Medical Personnel 
to the Civilian Sector," prepared for the Office of Man­
power Research, US Dept of Labor, by Nathan Associates, 
Inc., Jul 70. [PB 192690] 
"The Case for Aboli'shing the Draft and Substituting for 
It an All-Volunteer Army, 11 M. Friedman, The Ne"I York 
Times Magazine, 14 May 67. • 
"A Volunteer Army," M. Friedman, Newsweek, 19 Dec 66. 
"The Draf't," M. Friedman, Newsweek, 11 Mar 68. 
"No Draftees to Vi etnam," M. Friedman, Newsweek, 30 Dec 68. 
''Why Not a Vol untary Army?" . Friedman, The Draft: A 
Handbook of Facts and Alternatives, S. Tax {ed), The 
University of Chicago Press, · 967. 
"An Analysis of t he Geographic and Socio-Economic Origins 
of the 1969-70 Class of the Command and General Staf f 
College," M. L. Little, Anny Command and General Sh.ff 
College, 1970. [AD 713376] 
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Reference 
number 

146 

148 

150 

151 

152 

153 

154 

155 

157 

159 

160 

Table 4-2 (continued) 

Title 

"Does the Navy Have Excessive Qualitative Manpower Require­
ments?" D. M. O'Neill, Center for Naval Analyses, 
Arl ington, Va., paper prepared for MORS General Session 
IV "Personnel Planning," 18 Nov 71. 

"Air Force Research and Analysis on Quality Aspects of 
Accession and Retention Problems," :1. M. L. Karns, US 
Air Force, Directorate of Personnel Plans, no date. 
"Manpower and Problems for the Volunteer Anny," F. W. 
Suffa, MORS discussion paper, 16 Nov 71. 
"Alternatives to the Selective Service System," J. Carter, 
G. Katz, and H. Oberkotter, Fall l':170 paper by students 
of the Sloan School of Management, MIT. 
"The Cost of Ending the Dr.aft: Comment," B. P. Klotz, 
Am~ Rev, Dec 70. 
"Innovations for Achieving an AVAF," S. Enke, GE/T!MPO 
under contract to OASD (M&RA), 15 Dec 71. 
"Similarities and Diff erences among Young People," J. 
Newitt, HI-1503-P, Hudson Institute, Inc., 21 Jul 71. 
"Occupational Choi ce, the Draft, and the Excess Supply 
of Air Force Volunteers," A. A. Cook, Jr., P-46o6-l, The 
RAND Corporat i on, Santa Monica, Calif., Nov 71. 
"Quality Adjustment and the Exces1 Supply of Air Force 
Vol\lllteera ," A. A. Cook, Jr., P-4711, The RAND Corpora­
tion, Sunta Monica, Calif., Sep 71. 
"A Qt.antitative Examination of the Factors Affecting 
Recruiting," M. G. Kendall, et al, Scientific Control 
Systems Ltd., London, Aug 68. 
"High School Recruitment for a Volunteer Anny," J.M. 
Buck, Development Alternatives, Inc., Washington, D.C., 
prepared for LTG G. I. Forsythe, SAMVA, 24 Feb 72. 
"Attitudes and Motivatio,1s of Young Men toward Enlisting 
in the US Anny," conducte:-d for N. W. Ayer and Son, Inc. , 
and the US Anny by Opinio n Research Corporation, Prince­
ton, N. J., May 71. 
"Preliminary Findings from the AFEES-70 Survey of Enlist­
ment Motivation," Jan 71. 
"E stimating the Quality of Airmen Recruits," A. A. Cook, 
Jr., and J.P. White, P-4763, The RAND Corporation, 
Santa Monica, Calif., Jan 72. 
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Reference 
number 

161 

162 

Table 4-2 (continued) 

Title 

"Follow-Up Evaluation or the Homet\lwn Recruiter Assistant 
Program Based on a Survey or Participants," prepared tor 
LTG G. I. Forsythe, SAMVA, by J.M. Buck, Develo~ent 
Alternatives, Inc., Washington, D.C., 10 Apr 72. 
"The Importance or Volunteer Status: An Analysis and 
Reliability Test ot Survey Data," G. L. Brunner, R-717-PR, 
The RAND Corporation, Santa Monica, Calif., Dec 71. 

4-17 



Reference 
number 

200 

201 

202 

203 

2o4 

205 

2o6 

207 

2o8 

209 

210 

211 

,.._ .. __.____._ __ , 

Table 4-2 (continued) 

Title 

"The Army's Master Program for the Modern Volunteer Army, 
a Program for Professionals," Dep-fj of Army, 23 Jul 71. 
"P:roposed Officer Management System, Report of the Officer 
Personnel Study," Dept of Defense, OASD (M&RA), Dec 70. 

"Career Motivation of Army Personnel-Junior Officers' 
Duties," Franklin Institute Research Laboratories, 
Philadelphia, Pa., Sep 68. Vol 1 [AD 851015L] and Vol 2 
[AD 851026L] 

"PROVIDE, Project Volunteer in Defense of the Nation, 
Vol 1--Executive Summary (Unclassified), Vol ~upport­
ing Analysis (SECRET)," Dept of Army, DCSFER, Sep 69. 

"Selected Manpower Statistics," Dept of Defense, OASD 
(Comptroller), 15 Apr 71. 

"A Modern Concept of Man·power Management and Ccmpensation 
for Personnel of the Uniformed Services, Vols I and II," 
Defense Advisory Committee on Professional and Technical 
Compensation," May 57. 

"A Plan of Action to Attract and Retain Professional 
Technical and Managerial Employees for Defense, Vol II­
Civilian Personnel," Defense Advisory COIIIDi.ttee on Pro­
fessional and Technical Compensation, May 57. 

"Junior Officer Retention," Dept of Army, PAM 600-20, 
Aug 69. 

"Survey Estimate of Opinions on Image of Arm, as Expressed 
by Active Duty Male Personnel," OPOH-1-1-70-E, Dept of 
Army, OPO, 31 Aug 69. 

"Survey Estimate of Attitudes and Opinions of Army Male 
Officers on Making Army a Career," OPOH-1-26-29-E, Dept 
of Army, OPO, 30 Nov 68. 
"Survey Estimate of Satisfying and Dissatisfying Aspects 
of Military Life as Indicated by Army Officers and 
Enlisted Men," OPOPM-29-69-E, Dept of Army, OPO, 28 Feb 
69. 

"Survey Estimate of Retention of Army Personnel," OPOH-1-
45-69-E, Dept of Army, OPO, 31 May 69. 
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Reference 
. number 

212 

213 

214 

215 

216 

217 

218 

219 

220 

221 

222 

223 

224 

225 

226 

Table 4-2 (continued) 

Title 

"Survey Estimate of Opinions on the Choice of Reenlist­
ment Options as Expressed by Enlisted Men," OPO:EM-39-69-E, 
Dept of Anny, OPO, 28 Feb 69. 
"Sur y E::timate of Data Relating to Retention of Male 
Junior Officers," OPO:EM-18-70-E, Dept of Army, OPO, 30 
Nov 69. 

"Report of .the Department of the Amy Board to Review 
Army Officer Schools," Vols I-III, Army Board to Review 
Army Officer Schools, Feb 66. [AD 815605] 
"Army Officer Education Review," MG F. W. Norris, Briefing 
to he Army Policy Council, 11 Aug 71. 
"Enlisted Career Development and Grade Management Informa­
tion Program," ASD to Deputy Undersecretaries of the 
Military Departments (Manpower), memo, 16 Jun 67. 
"Qualitative Indicators on the Combat Arms CONUS Unit of 
Choice Option," C. N. Gompf, OSAMVA, 16 Aug 71. 
"Military Lawyer Procurement, Utilization, and Retention," 
OASD (M&RA) , Oct 68. 
"The TRANSITION Program, A Source of Manpower for Industry," 
OASD (M&F.A), 1 Nov 69. 
"A Military Personnel Price Index," R. L. Winestone, 
HAC-TP-311, Research Analysis Corporation, Jun 68. 
11Characteristics of Navy RDT&E Officers with Ph.D.'s," 
M. Gussow, MAM 67-1, Office of the Director of Defense 
Research and Engineering, 1 Mar 67. 
"Characteristics of the Technical Military Officer," 
E. M. Glass, et al, MAN 68-4 , Office of the Director of 
Defense Research and Engineering, 30 Jan 68. [AD 667900] 
"Historical Statistics of the Veteran Population, 1865-
1960," R-1 4, Veterans Administration, Feb 61. . 
"DOD Occupational Conversion Table, Enliated," OASD (Man­
power), Sep 64. 
"1-Y's for Mental Reasons," B. D. Karpinos, Dept of Army, 
Office of the Surgeon General, 1967. 
"Health Services in the All Volunteer Armed Force," 
M. Lando, Professional Paper No. 60, Center for Naval 
Analyses, Arlington, Va., Jan 71. 
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Reference 
number 

227 

229 

230.01 

230.02 

231 

232 

233.01 

233.02 

233.03 

233.o4 

233. 05_ 

233.o6 

233.07 

243.o8 

233.09 

233.10 

233.11 

233.12 

233.13 

233.14 

234 , 

235 

236 

Table 4-2 (~ontinued) 

Title 1 

• I "Supplement to Health of the Amy, Results of the Examina-, 
tion of Youths for Militazr Service' II Dept of ,Army' Off~ce 
of t~e Surgeon Geper~l, Mar 67; Dec 68; Jun 69; Oc~ 71. 
"Selective Service System Calls and Inductions," Selective 
Service sfstem, AAD/AXPC, Dec 70; J~ 71; , Mar 71; Apr '7,1. ; 

1 May 71. ' 

"Leadership for Professionals, ," Instructor ~usci:ipt, 
OSAMVA, 1971. 

• I 
"Leadership for Professionals," Report of the. CO~C 
Leadership Board , 30 Jul '71. ; ' . . 
"Noncommissioned Officer Education and Professional 
Development Study," co~c, Ft1 Monroe, Va., no date. 
"Reducing Reliatlce ~n the Doctor Dratt," Office ~f the, 
Surgeon Gener al for OASD (~), me~o, 20 Sep •71. ; 

I I , 
"Agenda, SA/SJJAVA Meeting," 13 Jul 71. 
"Agenda, SA/SAMVA MeetJng," .26 Aug 7il. 

I 

"'Agenda, SA/SJJAVA Meeting," 9 Sep 71. 
"Agenda, SA/SJJAVA, Meeting," 14 6ct 7L. 
"Agenda, 

I 

"Agenda, 

"Agenda, 

"Agenda, 

"Agenda, 

"Agellda, 

"Agenda, 

S,../~VA Meeting," 

SA/SJJAVA Meeting," 

SA/SJJAVA Meetingi," 

SA/SJJAVA Meeting," 

SA/SAMVA Meeting," 

S,./SAlfJA Meeting," 

SA/SAMVA Meeting, 11 

11 Nov 71. 

3 Dec 171. 

9 Dec 71• 

30 Dec 7l• , 

20 Jan 72. 

27 J,an 12. 

10 Feb 7?• 
"Agenda, SA/SJJAVA Meeting," 31 Mar 72. • 
''Agenda, SA/B>Ji1VA Meeting,

1
" 13 Apr 72. 

i 

"Agenda, SA/SAMVA Meeting," 3 May 72. 
''Evaluat ion of Moljlern Volunteer :Army," OSAMVA, 7 ~pr 71. 
"White Book Training Requirements ~d Objectives f or 
F'f72 (Revised) and FY73," ,Dept of Al'IDYj, message 1816157, 
Jun 71 . 

I 
' "The Quality of the All-Vof-unteer Fprce," OASD ' ( Systems 

Analys h) to Gus Lee, OASD (M&RA) , et al, memo, 8 Dec 71. I 

I 
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Reference 
number 

237 

238 

239 

244 

245 

246 

248 

250 

251 

252 

253 

254 

255 

256 

257 

Table 4-2 (continued) 

Title 

"Systems Analysis AVF Paper," OASD (SA) to MG H.J. 
McChrystal , et al, memo, 22 Dec 71. 
"All-Volunteer Force," ASD (M&RA) to Secretary Laird, 
3 Jan 72. 
"Study Advisory Group Minutes, Study Number 012.109, 
Modern Volunteer Anny Program Evaluat i on, 'FY72, Research 
Analysis Corporation, 20 Jar,uary 1972," LTC Waldeck to 
Chief of Research and Development, ltr, 25 Jan 72. 
"An Alternative Framework for Evaluating the MVA Program," 
CPr Newlon, OSAMVA, to the Study Advisory Group for the 
MVA Program, memo, no date. 
"GARPEG Meeting, November 17, 1971," T. Marrs, DASD (RA), 
to GARPEG Members, memo, 17 Nov 71. 
"Reduction in Strength of Health Professions," R. Wilbur, 
ASD (Health and Environment), to The Assistant Secretaries 
of the Military Departments (M&RA), memo, 23 Nov 71. 
"Draft Comments for Briefings, Prior to the Commander's 
Conference," CINECCJ.f, Inc. , 30 Nov 71. 
"Project Volunteei--Month:i..y Status Report, Month Closing 
31 Oct 71," OSAMVA, 3 Dec 71. 
"Al l Volunteer Force Briefing," OSD (SA), Manpower Require­
ments Directorate, 22 Nov 71. 
"Some Algorithms to Reduce Job Dissatisfaction," CPr D. 
H. Newlon, OSAMVA, received 8 Dec 71. 
''Evaluation of the Modern Volunteer Arrey Program, RAC/ 
OSAMVA Revised Work Statement," 15 Dec 71. 
"Quality in an All-Volunteer Force," OSAMVA, 21 Dec 71. 
"Modern Volunteer Army Evaluation Study Advisory Group 
Meeting (17 Jan 72)," LTC Waldeck, OSAMVA, memo, 30 Dec n. . 
"Allocation of 'FY73 Project Volunteer Contingency Funds," 
ASA (M&RA) to ASD (M&RA), 11 Dec 71. 
"New Accessions by Mental Group, FY70, 71 and Jul-Sep 
72," OSD. 
"Analysis of December Enlistm_nts/Accessions," USAREC, 
Dec 71. 
"Proj ect VoluntePr--FY73-Army," MAJ Van Meter, 4 Jan 72. 
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Reference 
number 

258 

259 

260 

261.01 

261.02 

261.03 

263 

264 

265 

266 

267 

'l'aole 4-2 (continued) 

Title 

"Category IV Personnel Turned Away from the Army;" 
BG C. W. C~arke, Jr., USAREC, to BG R. M. Montague, Jr., 
DSAMVA, ltr, 28 Dec 71. 

"Data and Management System for the MVA," H. A. Hull, 
ASA (M&RA.) to the Secretary of the General Staff, memo, 
29 Dec 7J.. • 

"ROTC Status Report," LTG W. T. Kerwin, DCSPER, to Chief 
of Staff, US Army, memo, 20 Dec 71. 

"Estimates of True Volunteers, CY1970," C. R. Wilbourn, 
Work Paper, Research Analysis Corporation, 1 Feb 72. 

"A Proposed Method of Estimating True Volunteers," C. R. 
Wilbourn, Work Paper, Research Analysis Corporation, 
27 Jan 72. 

''Estimate of Effects of Pay Raise on Category I, II True 
Volunteers," Work Paper, Research Analysis Corporation, 
11 Feb 72. 

"Determination of Projected Volunteers," ASA (M&RA), 
6 Mar 72. 

"Modern Volunteer Army," Statement by LTG G. I. Forsythe, 
SAMVA, Dept of Army, before the Senate Subconmittee on 
Manpower, Committee on Armed Services (92d Congress, 2d 
Session), 13 Mar 72. 

"Recruiting and Processing Procedures," Fact Sheet, DCSPER, 
DAPE-PDP, 13 Mar 72. 

"Initial Enlistment Options," Dept .of Army, Procurement 
Division, Plans and Policy Branch, 15 Mar 72. 
"Minutes of Project Volunteer Meeting,' C. N. Gompf, 
OASA, 16 Mar 72. 
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Reference 
number 

400 

401 

402 

403 

4o4 

405 

406.01 

4o6.02 

4o6.03 

407 

4o8 

409.01 

409.02 

Table 4-2 (continued) 

Title 

"Attitudes of Youth toward Military Service, Results of 
a National Survey Conducted in May 1971 [Gilbert Youth 
Survey]," HumRRO, Oct 71. 

"Evaluating the Effectiveness of the Army's Paid Advertis­
ing Campaign, Phase I," #5611, Audits & Surveye, Inc., 
Sep 71. 

"Evaluating the Effectiveness of the Modern Volunt er Army 
Advertising Program," Draft, Stanford Research Ir.stitute, 
Oct 71. 

"The Effectiveness of the Army's March-May 1971 Broadcast­
Media Recruitment Advertising," Briefing notes, Stanford 
Research Institute, Oct 71. 

"High School Counselors' Attitudes toward and Perceptions 
of the Volunteer Army," AMS-65, Proposal prepared by 
Applied Management Science, Silver Spring, Md., 16 Jun 71. 

"Interim Report on the Evaluative Process for Project 
Volunteer," F. ~. Hoffman and M. Fiorello, The RAND Corpor­
ation, Santa Mon: , Calif., Oct 71. 

"PerHonnel Offensive (Phase I), Executive Summary (A Sub­
study of the Department of Army Study 'The American 
Soldier in the 70's'),'.' CDC, 18 Sep 71. 

"Personnel Offensive (Phase I), Final Draft-Main Report, 
Vol I," CDC, 18 Sep 71. 

"Personnel Offensive (Phase I), Final Draft--Supporting 
Data, Vol II," CDC, 18 Sep 71, 

"Future Impact of Dissident Elements within the Army on 
the Enforcement of Dis~ipline, Law, and Order," RAC-TP-
441, Jan 72. FOUO 

"Value Conflicts between Civil Society and Military 
Institutions," Draft, H. C. Olson, et al, Research 
Analysis Corporation, Feb 72. 

"High School Counselors' Attitudes toward and Perceptions 
~ of the Modern Volunteer Army, Vol 1: Executive Summary," 
Report G-6, Applied Management Sciences, Silver Spring, 
Md., 31 Mar 72, 

"High School Counselors' Attitudes toward and Perceptions 
of the Modern Volunteer Army, Vol 2: Analysis," Report 
G-6, Applied Management Sciences, Silver Spring, Md., 
31 Mar 72. 
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number 

410 

Table 4-2 (continued} 

Title 

"High School Counselors' Attitudes toward and Perceptions of the Modern Volunteer Army, Vol 3: Tabular Report and Questionnaire," Report G-6, Applied Management Sciences, Silver Spring, Md., 31 Mar 72. • 
"Attitudes of Youth toward Military ~ervice: A Comparison of Results of National Surveys Conducted in May 1971 and November 1971," Surveys conducted by Gilbert Youth 
Research, Inc., report prepared by HumRRO, Apr 72. 



• 

Reference 
number 

500 

501 
502 

503 

5o4 

505 

5o6 

Table 4-2 (continued) 

Title 

Reading file, Washington Post series {Sep 71) on overall 
Army life. 

Notebook of data on recruiting and advertising. 
Notebook of data on VOIAR improvements. 
"Abstracts of Con leted Studies, 11 a compilation of 
abstracts review d and presented in App A of "Evaluation 
Plan for Modern Volunteer Army Program, 11 Interim Report, 
Research Analysis Corporation, 22 Sep 71. 
"Abstracts of Ongoing Studies , " a compilation of abstracts 
reviewed and presented in App A of "Evaluation Plan for 
Modern Volunteer Army Program," Interim Report, Research 
Analysis Corporation, 22 Sep 71. 
Notebook of data on enlistment options, length of service 
options. 

Various graphs representing enlistment and reenlistment 
information, prepared by RAC project members . 
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Reference 
number 

600 

601 

602 

603 

6o4 

605 

6o6 

607 

6o8 

609 

610 

611 

612 

613 

614 

615 

Table 4-2 {continued) 

Title 

"VOIAR Questionnaire,"{Experimental questionnaire for VOIAR IV-E). 
"Handbook VOIAR-72 Workshop," conducted .by SDC for Dept of Army, Airlie House, Warrenton, Va., 30-31 Aug 71. 
"Rankings of Check List Items from VOIAR Permanent Party Questionnaire," HumRRO, Presidio of Monterey, Calif. , transmitted by ltr, G. R. Molaski to W. A. Lindsay, 1 Jul 71. 
"Installation Evaluation Report, MVA Expierment, FY71," Ft Benning, Ga., no date. 
"Installat5.on Evaluation Report on VOIAR-FY71," Ft Bragg, N.C., no dste. 
"Evaluation Reportr-VOIAR FY71," Ft Carson, Colo., 30 Jul 71. 
"Installation Evaluation Report, MVA Experiment, FY71," Ft Ord, Calif., no date. 
"Alaska VOLAR-72 Test Program," transmitted by ltr from MG Hollingsworth to LTG Forsythe, ARAGP-W, 1 May 71. 
"VOIAR 'The Professionals,' the Fort Campbell Plan for Movement toward a Modern Volunteer Army," 30 Mar 71, transmitted by DA message P-05180<:£, May 71. 
"VOIAR FY72 Plan--Ft Dix," Ft Dix, N.J., transmitted by DA message R-211430'l, Jun 71. 
"FY72 VOIAR Plans," HQ III Corps and Ft Hood, Tex., 30 Mar 71, transmitted by DA message P-R-2320,5Z, Jun 71. 
"Fort Jackson Pl an for VOIAR-72," Ft Jackson, S. C. , 31 Mar 71, trruismitted by DA message P-R-222053Z, Jun 71. 
"The Fort Knox Plan for a Modern Volunteer Army," Ft Knox, Ky., transmitted by DA message R 1621o8Z, Jun 71. 
"Revisions to Fort Lewis VOIAR-72 Test Plan," Ft Lewis, Wash, 23 Apr 71, transmitted by DA message P-R-232054Z, Jun 71. 
"Fort Polk VOIAR 72 Plan," Ft P lk, La., transmitted by DA message P-R-221836Z, Jun 71. 
"Fort Riley Plan for a Modern Volunteer Army FY 1972," Ft Riley, Kans., transmitted by DA message P-R-221835Z, Jun 71. 
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Reff!rence 
number 

616 

617 

618 

619 

620 

621 

622 

623 

624 

625 

626 

627 

628 

629 

630 

631 

632 

Taole 4-2 (continced) 

Title 

"Master Program, Modern Volwiteer Army, Ft Sill, Okla­
homa," transmitted by DA message P-R-0214212, Jwi 71. 
"Fort Ord Semiannual FY 72 Prc j ect VOIAR Evaluation," 
AMNOR-CVEG, 31 Jan 72. 

"Attitudinal Studies of the VOIAR Experiment, 1971: 5. 
Army-Wide Sample of Enli ':: ced Men and Officers," S. J. 
Goffard and J. S. DeGracie, Draft TR, HumRRO, Jan 72. 
"Summary and Review of Studies of the VOIAR Experiment, 
1971: Installation Reports for Forts 'i3'e'iming, Bragg, 
Carson, and Ord, and HumRRO Report," E. N. Taylor and R. 
Vineberg, Draft TR (revised), HumRRO, Jan 72. 
"An Alternative Framework for Evaluating the MVA Program," 
OSAMVA to the SAG for the MVA Program, memo, no date. 
"Traditional Indicators of Discipline," briefing chart, 
1971. 

"An Emphasis on People," briefing charts, 1971. 
"Annex A-Narrative and Statistical Analysis of Trends, 
Appendix I-Retention, Reenlistment, and Unit of Choice 
Recruiting," Ft Bragg, N.C., no date. 

"Fort Lewis VOIAR 1972 Interim Evaluation Report," USA 
Training Center, Inf and Ft Lewis, no date. 
"Semi-Annual VOIAR Evaluatio:i Report," Ft Polk, La., 
31 Jan 72. 

"Fort Ord Semiannual 1''Y72 Project VOLAR Evaluation," 
Ft Ord, Calif., 31 Jan 72. 
"Fort Riley Interim MVA/VOIAR-72 Evaluation Report," 
Ft Riley, Kans., 28 San 72. 
"Fort Hood Semiannual Project VOIAR EvaluP.tion Report, 
1 July - 31 December 1971," Ft Hood, Tex., 31 Jan 72. 
"Semi-annual Evaluation Report, Mode1·n Volunteer A~ 
Experiment , " Ft Benning, Ga. , Jan 72. 
"Semi-Annual VOIAR Evaluation Report," US A~ Armor 
Center, Ft Knox, Ky., 27 Jan 72, 
"VOIAR, Interim VOLAR Evaluation Report," Ft Sill, Okla, 
1 J ·1-31 Dec 71. 
"Install ation Evaluation Report, Project VOIAR 72," 
Ft Dix, N.J., no date. 
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number 

633 

635 

637 

639 

640 

641.0l 

641.02 

642 

Table 4-2 (continued) 

Title 

"MVA Quarterly Conunand Report," RCS AJAGP-12, Ft Bragg, 
N.C., 18 Jan 72. 
"Attitudinal Studies of the VOIAR Experiment, 1971: l. 
The Enlisted Permanent Party at Five Posts (Forts Ord, 
Jackson, Benning, Carson, and Knox)," s. J. Goffard, 
J. S. DeGracie, and R. Vineberg, Draft TR, HumRRO, Nov 71. 
"The Development and Implementation of the Experimental 
Volunteer Army Training Program," J.E. Taylor, E. R. 
Michaels, and M. F. Brennan, Draft TR, HumRRO, Nov 71. 
"Attitudinal Studies of VOIAR Experiment, 1971: 2. The 
l~nlisted Permanent Party at Fo!'t Bragg and at Three 
Installations in USAREUR," S. J. Goffard, J. S. DeGracie, 
and R. Vineberg, Draft TR, HumRRO, Nov 71. 
"Continental Army Command Program for the Modern Volunteer 
Arn~FT72," CONARC, 28 Jun 71. 
"Modern Volunteer Army Command Report," AJJVA, 19 Jan 72 
(Summary of VOIAR projects). 
"Semi-annual Report and Evaluation for the Fort Campbell 
Plan for Movement toward a Modern Volunteer Army," 
Ft Campbell , Ky., 1 Jul-31 Dec 71. 
"Semiannual VOIAR Evaluation Report, l July - 31 December 
1971," Ft Carson and 4th Infantry Division Mechanized, 
Colo . , 31 Jan 72. 
"Analysis of MVA/VOIAR Actions Impact on Soldiers' Atti­
tudes toward the Army and on Retention, Interim Report, 
Vol 1---Study Results,"'™ 4886/ooo/oo, System Develop­
ment Corporation, 25 Feb 72. 
"Analysis of MVA/VOIAR Actions Impact on Soldiers' Atti­
tudes toward the Army and on Retention, Interim Report, 
Vol 2--Data Annex," '1M 4886/001/00, System Development 
Corporation, 25 Feb 72. 
"Attitudinal Studies of the VOIAR Exp riment, 1971: 8. 
Reported Intention and ActuaT"Beiiav➔ or with Regard to 
Remaining .in the Army," S. J. Goff rd, J. S. DeGracie, 
and R. Vineberg, Draft TR, HumRRO, Apr 72. 
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Reference 
number 

700, 701, 
70JA 

702, 703, 
70'3A 

7o4, 

7o4A 

705 

705A 

707 

7o8 

709 

710 

711 

712 

713 

714 

7<:fJ 

Table 4-2 (continued) 

Title 

"Population Charac.teristics," Series P-20, "Current 
Populaticm Reports," Bureau of Census, time series. 
"Population Estimates and Projections," Series P-25, 
"Current Population Reports," Bureau of Census, time 
series. 

"Consumer Income," Series P-60, "Current Population 
Reports," Bureau of Census, time series. 
"International Populations," Series P-91, "Current Popu­
lation Reports," Bureau or· Census, various countries. 
"Federal-Ste.te Cooperative Program for Population Esti­
mates," Series P-26; "Farm Popule.tion," Series P-27; and 
"Speci al Censuses ," Series P-28 , "Current Population 
Reports," Bureau of Census, time series. 
"Special Studies," Series P-23, "Current Population 
Reports," Bureau of Census, various subjects. 
"ConsumP.r Buying Ind:'-1.!ators," Series P-65, "Current 
Population Reports, '1 Bureau of Census, time series. 
"Manpower Report of the President-1970," Dept of Labor, 
US Govt Printing Office, Washington, D.C., Mar 70. 
"Manpower Report of the President-1971," Dept of Labor, 
US Govt Printing Office , Washington, D.C., Apr 71. 
"Handbook of Labor Statistics 1969," Bulletin 1630: Dept 
of Labor, BLS, US Govt Printing O~fice, Washington, D.C., 
Jul 69. 
"Handbook of Labor Statistics 1970," Bulletin 1666, Dept 
of Labor, BLS, US Govt Printing Office, Washington, D.C. 
"Projections of Educational Statistics to 1978-79," 
1969 ed, National Center for Educational Statistics, 
Dept of HEW, Office of Education, US Govt Printing 
Office, Wash: ngton, D.C., 1970. 
"Race Differences in Income," A. Wohlstetter and S. Cole­
man, R-578-0EO, The RAND Corporation, Santa Monica, Calif., 
Oct 70. 
"Employment and Earn!ngs Statistics for States and Areas--
1939- 6," Bulletin 1370-4, Dept of Labor, BLS, US Govt 
Printing Office, Washington, D. C., Jul 67. 
Social and Economic Charac in 
Metro olitan and Non-Metro O, 
US Dept of Commerce , Jun 7- , 
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number 

715 

716 

717 

718 

719 

720 

721 

722 

723 

725 

726 

Table 4-2 (continued) 

Title 

Statistical Abstract of the United States: 1967, Bureau of Census, US Govt Printing Office, Washington, D.C., 1967. 
Statistical Abstract of the United States: 1968, Bureau of Census, US Govt Printing Office, Washington, D.C., 1968. 
Statistical Abstract of the United States: 1969, Bureau of Census, US Govt Printing Office, Washington, D.C., 1969. 
Statistical Abstract of the United States: 1970, Bureau of Census, US Govt Printing Office, Washington, D.C., 1970 
"1969 Business Statistics: A Supplement to the Survey .of Current Business," Dept of Commerce, OBE, US Govt Print­ing Office, Washington, D.C., Sep 69. 
"The Challenge of America's Metropolitan Population Out­look.-1960 to 1985," The National Commission on Urban Problems, Washin& -on, D.C., 1968. 
"Handbook of Labor Statistics 1971," Bulletin 1705, Dept of Labor, BLS, US Govt Printing Office, Washington, D. C. 
"Employment and Earnings, States and Areas 1939-69," Dept of Labor, BLS, US Govt Printing Office, Washington, D.C., 1970. 
"Employment and Earnings," Dept of Labor, BLS, monthly, 1967-1972. 
"Projections of Educational Statistics to 1979-80," 1970 ed, National Center for Educational Statistics , Dept of HEW, Office of Education, US Govt Printing Office, Washington, D. C., 1971. 
"Selected Manpower Statistics," Dept of Defense, OASD {Comptroller), annual. 
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Reference 
nu:nber 

750 

751 

752 

753 

754 

755 

756 

758 

759 

760 

762 

764 

Table 4-2 (continued) 

Title 

"Managemen~A Selective Bibliography," GP-532, NASA, 
Kennedy Space Center Library, 14 Jun 68. 
"Bibliography of Report~ilitary Personnel Surveys, 
US Army," Dept of Army, OPO, Personnel Management Devel­
opment Office, quarterly, 1966-1971. 
"A DDC Bibliography on Recruiting and Selection of Mil­
itary Personnel," Defense Documentation Center, Cameron 
Station, Alexandria, Va., Nov 68. [AD 846000] 
"A DDC Bibliography on Retention, Career Motivation, and 
Retirement of Military Personnel," Defense Documentation 
Center, Cameron Station, Al exandria, Va., Oct 68 . 
[AD 846001] 

"Sociology of the Militacy--A Selected and Annotated 
Bibliography," prepared for Inter-University Seminar on 
Armed Forces a~d Society, K. Lang, l Jan 69. 
"Military Manpower Policy: A Bibliographic Sur"ey," 
Dept of Army, Office of the Adj utant General, Jun 65. 
"Human Factors in Civic Action--A Selected Annotated 
Bibliography," HumRRO, Jw1 63. 
11 '11he College Graduate and National Security: Utilization 
of Manpower by the US Armed Services; A Bibliographic 
Survey," H. Moskowitz and J. Roberts, Dept of Army, 
Office of the Adjutant General, US Govt Printing Office, 
Washington, D.C., Jun 68. 
"Abstracts of Technical Reports," Naval Personnel Research 
Activity, San Diego, Calif., annual, 1966-1968. 
"Personnel Research s.nd Analysis, Active Projects," H. 
Wool, OASD (M&RA), Aug 68. 
"Inventory Report of US Army Studies, Research and ADP 
Projects with Manpower & Personnel Implication.ci," 
Report No. 7, Dept of Army, ODCSPER, 31 Dec 69. 
"Inventory Report of US Army Studies, Research & ADP 
Pro j ects with Manpower & Personnel Implications," 
Report No . 6, Dept of Army, ODCSPER, 31 Dec 68. 
"Inven1;ory Report of US Army Studies, Research & ADP 
Projects with Manpower & Personnel Implications," Report 
No . 5, Dept of Army, ODcsr~R, 30 Ju.~ 68. 
"Fiscal Year 197l~ork Program for the Department of 
the Army," HumRRO, Sep 70. 
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Reference 
number 

766 

767 

768 

770 

771 

772 

773 

Table 4-2 (continued) 

Title 

"BESRL Work Program, Fiscal Year 1971," Dept of Army, 
OCRD, Behavior and Systems Research Laboratory, 6 Aug 70. 

"Compi l ation of General References on the Modern \ olunteer 
Army," Draft, Research Analysis Corporati n, Summer 1971. 

"DCSPER/SAMVA Annual Study Progra~FY72," Oct 71. 

"The Army Study Pr ogram: FY1972," Dept of Army, Vice 
Chief of Staff, 23 Aug 71. 

"BESRL Work Program, FY1972," Dept of Army, Behavior and 
Systems Research Laboratory, l Jul 71. 

"Behavior and Systems Research Laboratory Semiannual 
Research Report, April-September 1971," Dept of Army, 
Behavior and Systems Research Laboratory, l Oct 71. 

"Manpower Research Bibliography, Preliminary Report," 
OASD (M&RA),Central AFV Task Force, 6 Apr 72. 

"A Volunteer Military for the United States, An Annotated 
Bibliography," S. F. Daniel, American Institutes for 
Research, Jan 72. 

"Human Resources Research Organization Bibliography of 
Publications as of 30 June 1971," HumRRO, Sep 71. 
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