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CENTRAL AVF TASK FORCE REPORT
TASK #5
QUALITATIVE ACCESSION REQUIREMENTS
(A REPORT OF THE QUALITATIVE ACCESSION
NEEDS OF THE MILITARY SERVICE)

INTRODUCTION AND SUMMARY

PURPOSE AND SCOPE

This study was performed by the Central All-Volunteer Force Task
Force in response to Task Order #5, '""Qualitative Accession Requirements."
The Task Force was directed to study the qualitative accession needs for
each Service in terms of mental ability for FY 1973 and FY 1974, compare
these needs with recruiting capability, and examine the feasibility of

using supplementary measures of quality,

METHODOLOGY

The Services provided the Task Force with statements of accession
requirements by occupational group, Service aptitude test score minimums
for these jobs, and higher test scores needed to provide sufficient
quality for flow into the career force. To provide a common language
for expressing quality requirements, Service aptitude scores were con-
verted to AFQT mental category distributions. In conducting the analysis,
the Task Force identified wide differences among Services in the aptitude
test score minimums for entry into similar occupations, with the Army
usually requiring the lowest scores. Adjusted mental requirements were

therefore computed under two different methods. In the firatr method
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Services with higher than average mental requirements for an occupation
were lowered to the average. In the second method the lowest score used
by any single Service was used as the entry standard for the occupation.
These adjustments resulted in deflating the mental requirements of Services
which establish high aptitude scores for their jobs. The Task Force was
then able to compute a range of alternative quality requirements for new
accessions which can be considered by decision makers in managing All-
Volunteer Force programs,

Recruiting capability by mental group was estimated based on recent
experience in recruiting true volunteers. With this information the Task
Force was able to compare quality requirements and supply and project
quality shortages or overages.

CONCLUSIONS AND RECOMMENDATIONS

Detajiled conclusions and recommendations are contained at the end
of the report., Briefly, the Central All-Volunteer Force Task Force:

Concluded that

-= The Services' statements of quality requirements for accessions
exceed minimum needs. Army overstates its requirements the least; Air
Force overstates its requirements the most.

-= Acceptable minimum quality requirements for accessions (male and
female NPS) are within the ranges shown on the table below. These dis-

tributions provide the needed quality for entry jobs and career progression,
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Service Quality Requirements

FY 1973 Acceational/

AFQT
Mental Marine Alr
Categories Army Navy Corps Force
I &I 227, - 21% 33% - 247% 31% - 22% 35% - 26%
I1I 57% - 58% 55% - 59% 537% - 567% 547 - 587%
IV 21% - 21% 12% - 17% 16% - 22% 11% - 167%
Total 100% 100% 1007% 1007

1/ Quality requirements for FY 1974 are slightly higher and are shown
in the body of the report and the Conclusions section.

~-- Navy, Marine Corps and Air Force should be able to meet their
quality needs in FY 1973 and FY 1974,

~- In FY 1973, Army will find it necessary to accept an undesirably
high proportion of mental category IV personnel if draft calls are
limited to 35,000, With a draft call of 45,000, Army can meet its quality
requirements,

== In FY 1974, Army can meet its quality requirements if it can
increase its current recruiting capability by about 24,000 true volunteers.

-= Service testing instruments can be simplified by adopting a common
aptitude test,

~= Substantial research is underway on alternative quality measures.,

Recommend that

== Quality requirements computed by the Task Force be accepted as a

criterion for evaluating quality problems.
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== Services should be permitted to exceed minimum quality raquire-
ments; however, minimum needs should be considered in approving resource
allocations for recruiting, enlistment bonuses, or other incentives.

== Armed Services Vocational Aptitude Battery be used to supplant
individual Service aptitude test batteries.

== Research on alternative tests and measures of quality should be

accelerated.
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CENTRAL AVF TASK FORCE REPORT
TASK #5
QUALITATIVE ACCESSION REQUIREMENTS
(A REPORT OF THE QUALITATIVE ACCESSION
NEEDS OF THE MILITARY SERVICE)

PURPOSE

This study was performed by the Central All-Volunteer Force Task
Force in response to Task Order #5, "Qualitative Accession Requirements."
The Task Force was directed to study the qualitative accession needsl/ of
the Services in terms of mental ability as measured by scores on aptitude
tests and the Armed Forces Qualification Test (AFQT) for FY 1973 and
FY 1974 and beyond to the extent practicable and to compare these quality
requirements with the estimated supply of personnel by mental ability.

In addition, the Task Force was requested to consider the feasibility of
using supplementary measures of quality.

This study is one of several conducted by the Task Force to evaluate
alternative means for maintaining required military force levels in a
zero-draft environment, Additional information on the purpose of this
study is contained in Task Order #5, attached at Tab A,

SCOPE
In a zero-draft environment, there may be a decrease in the quality

of manpower available to the Military Services or increased costs

1/ Male and female, non-prior service (NPS).



associated with obtaining higher than the required quality of manpower.
Therefore, it is desirable to identify and quantify the quality actually
needed by the Military Services to fill occupational fields, and to
determine whether or not manpower supply is sufficient to meet these
quality requirements,

Four main sub-tasks were accomplished by the Task Force:

-- Sub-Task #1, Minimum qualitative needs for new accessions were
determined for each Service in FY 1973 and FY 1974,

-- Sub-Task #2., Recruiting capability by mental category for each

Service was estimated,

Sub-Task #3., Shortages and overages by mental category and by

Service were computed.

Sub-Task #4. The feasibility of using alternative measures of
quality for selection of military personnel was evaluated,

The Study Plan followed, attached as Tab B, contains a detailed
description of each sub-task.

METHODOLOGY AND EXPLANATION OF TABLES

A. Computation of Requiremenats

The Services periodically perform studies to determine the desir-
able or minimum quality distribution for new militarv personnel entering
military service. In February and March 1972 the Services, in response
to a request from Assistant Secretary of Defense (Systems Analysis),
provided material showing their accession requirements by AFQT mental
categories. In computing quality requirements, the Services use different

methods, The Task Force study on quality requirements uses a common



method for all Services in order to enable manpower planners to make
valid cross-Service comparisons. Tables in the Task Force study con-
tain a column showing the February-March 1972 Service submissionc to
OASD(SA) to facilitate comparison with results of the Task Force study.

The Services provided the Task Force with the following
information:

-- Planned occupational assignment of FY 1973-74 accessions,
using Service job codes.

== Aptitude score minimums for each occupation using Service
aptitude tests.

== Increased aptitude score minimums to provide talent for
progression to the career force.

-- Experience data which related scores on fervice aptitude
tests with scores on the AFQT.l/

The Task Force grouped similar Service jobs into common two-
digit DOD occupational groupings and when necessary performed computa-
tions at a more detailed occupational level. Individual Service aptitude
score minimums for each occupation were converted to AFQT mental category
distributions in order to provide a common language for expressing
quality requirements, It is important to note that although results
of the study are expressed in terms of AFQT mental categories, the
basic data used in computations were scores on aptitude tests. Tab C
presents the Service minimum test scores for each twe-digit DOD occupa-
tional code.

ll This empirical data was considered more valid than standard conversion
tables used traditionally by the Services.



The first set of quality requirements computed by the Task Force
is based on minimum aptitude scores each Service stated were needed for
entry and career progression in each occupational field. The Task Force
found that there was considerable variation among Services with respect
to minimum aptitude scores for similar occupations. Adjust:d mental
requirenents were therefore computed using two alternative methods:

Method One: Adjusted to the mean mental requirement.

For each occupational field represented by two or more Services,
the Task Force computed an average of the mental requirements desired by
the Services, Services witu higher than average mental standards for
the occuvnational field were lowered to the average mental requirement.

Method Two: Adjusted to the lowest menta! requirement.

In this method, the mental requirements for each occupation
were established at the lowest quality level expressed by any Service
for the same occupational field.

The adjustments to the "mean'" and to the '"lowest" had the effect
of deflating quality requirements., For moet occupational fields, Army
started with the lowest aptitude score requirements; therefore, the
adjustments tend to lower the quality requirements of Navy, Marine Corps
and Air Force but not Army.

The Task Force computed minimum quality requirements for Entry
to occupational fields and then raised the quality to provide enough

talented people for Career Progression. Quality requirements displayed

in this report contain the loading for career needs.



B. Computation of Supply

The projections of supply by AFQT mental category were provided
by the Procurement Directorate, Office Assistant Secretary of Defense
(Manpower and Reserve Affairs). These projections were based on the
number of "true volunteers" recruited during June-August 1972 in mental
categories I-IIf.

The quality distribution of female enlisted personnel and

draftees (FY 1973) was based on experience data,



Minimum Qualitative Needs for Enlisted Accessions

(Sub-Task #1)

This section of the report displays findings of the Task Force on
the minimum quality needed by each Service for incoming recruits. Each
Military Service will be discussed in turn and a summary table for all
Services is provided at the end of the section.

Army
The table below compares quality needs stated by Army and those

computed by the Task Force.

Table I

Army Quality Requirements

FY 1973 Accessions

Task Force Computation

Based on:
AFQT Army Service Mean Lowest
Mental Stated / Aptitude Aptitude Aptitude
Categories Requirements= Scores Scores Scores
A, Entry Requirements
I &1II 15.3% 14,8% 14,17
Not
III 56.7% 56.9% 57.3%
Stated
IV 28.0% 28.3% 28.67%
Total 100.0% 100.0% 10C.9%
B. Requirements for
Career Progression
I&T1I 19,07 21.7% 21.67 21.3%
II1 63.0% 56.9% 57.0% 57.3%
IV 18,0% 21.47% 21.4% 21,47
Total 100.0% _ 100.0% _ 100.0% __ 100.0%

1/ Army submission to OASD(SA).



Section A, Entry Requirements, should be considered as a quality
"floor." These quality mixes were determined by aggregating career field
by career field Army accession requirements based on minimum aptitude
scores for completing training and performing satisfactorily on the job.
However, each Service assigns a percentage of accessions who score above
the minimum demanded for entry to various career groups. This provides
the extra quality required for advanced training and advancement to
supervisory posicions., This policy, followed by all Services, is
rational and desirable; therefore, the Task Force considers that Entry
Requirement figures should not be used to determine minimum quality needs,

The Task Force believes that Section B, Requirement for Career
Progression (i.e., Entry Requirements increased by a percentage factor
to provide extra quality for advanced training and supervisory positions),
shows the proper range of quality needs for Army.

In discussing the quality needs for other Services, the tables will
deal only with Career Progression requirements; however, Tab D contains
tables showing Entry Requirements for all Services.

The Task Force computed requirements based on Army aptitude scores
do not change much when computed based on '"mean'" or "lowest'" scores.

There is no change because Army has the lowest entry standards of all
Services for practically every occupational field. The "adjustments,"
therefore, do not result in lowering Army's mental requirements. The
effects of adjusting Service requirements to the "mean" or "lowest' scores
for an occupational field will be seen more clearly when other Services

are considered.



The Task Force computed requirements are quite close to the require-
ments submitted by Army in March 1972, The Task Force believes Army needs
a slightly higher input of mental category I and II's (21% vs. 19%) and
can use a higher percentage of mental category IV's (21% vs. 18%). The
Task Force results compare closely to Army Stated Requirements because
the study method used by both organizations were similar., The Task Force
used & more refined method of linking aptitude scores with AFQT mental
categories.

Navy

The Task Force believes that Navy Stated Requirements for mental
category I and II personnel are excessive. The Navy's requirement for
mental category I and II personnel has probably been influenced by the
availability of high quality draft motivated accessions in the past. The
Task Force computations show that Navy can use many more mental category
IIT1 personnel in lieu of mental category I and II personnel,

The Navy's Stated Requirement for mental category IV's (19.4%) in
FY 1973 exceeds the limit computed by the Task Force (17.3%). For
FY 1974, Navy believes it can onlv accept 14,5% mental category IV's
compared to the 16.27 limit computed by the Task Force (see Table VI
for FY 1974 data). Navy has subsequently established a 107 mental

category IV objective for FY 1974,



Table II

Navy Quality Requirements

Fy 1973 Accessions

Task Force Computation

Based on:

AFQT Navy Service Mean Lowest

Mental Stated / Aptitude Aptitude Aptitude

Categories Requirements~ Scores Scores Scores
B. Requirements for 2/
Career Progression=

I &II 38.0% 36.0% 33.0% 24.0%

11X 42,67 53.7% 55.1% 58.7%

v 19.47% 10.3% 11.9% 17.3%

Total 100.0% 100, 0% 100.0% 100,0%

1/ Navy submission to OASD(SA).

2/ Entry level requirements not displayed for reasons stated under treat-
ment of Army requirements.

Marine Corps

"Marine Corps minimum aptitude scores for entry into skill training
are quite high compared to Army scores for the same jobs. For this
reason, the Task Force computed requirements for Marine quality drop
sharply when "mean" and then "lowered" aptitude minimums are applied.
The mental category mix of Marine Corps accessions during the last five
years has not been rich enough to support its high standards for entry

to skill training. In practice, Marine Corps waives standards to fit

the supply.



Table III

Marine Corps Quality Requirements

FY 1973 Accessions

Task Force Computation

Based on:

AFQT Marine Corps Service Mean Lowest

Mental Stated Aptitude Aptitude Aptitude

Categories Requirementsl/ Scores Scores Scores
B. Requirements for /
Career Progression=

1&1I 26.7% 37.4% 30.7% 22.2%

III 59.0% 50.1% 53.47% 56.1%

1V 14.3% 12.5% 15.9% 21.7%

Total 100.0% 100,0% 100. 0% 100.0%

1/ Marine Corps submission to OASD(SA).

2/ Entry level requirements not displayed for reasons stated under treat-
ment of Army requirements.

Using Marine Corps aptitude scores for jobs (with a loading for
career progression) results in a quality requirement that is even higher
than the requirement Marine Corps submitted to OASD(SA). The Task Force
believes that the quality distribution displayed in the right-hand column
(based on lowest aptitude scores) provides an adequate quality mix for
Marine Corps. This quality mix is similar to the Army distribution
computed by the Task Force, which is consistent with the occupational
similarity of the two Services.

Air Force

The Task Force found that Air Force Stated Requirements submitted

to OASD(SA) call for higher quality than is even justified by their own

10



aptitude scores for entry into training and career progression. After
adjusting Air Force aptitude scores to the '"mean" or "lowest," the Task
Force found that Air Force could accept a significantly lower quality
mix than its Stated Requirements.

Table IV

Air Force Quality Requirements

FY 1973 Accessions

Task Force Computation

Based on:

AFQT Air Force Service Mean Lowest

Mental Stated Aptitude Aptitude Aptitude

Categories Requirementsl/ Scores Scores Scores
B. Requirements for 2/
Career Progression—

I&II 46.0% 41.0% 34.5% 25.5%

III 69.07% 50.9% 54.2% 58.0%

v 5.0% 8.1% 11.3% 16.5%

Total 100.0% 100.0% 100.0% 100.0%

1/ Air Force submission to OASD(SA).

2/ Entry level requirements not displayed for reasons stated under treat-
ment of Army requirements,

Alr Force Stated Requirements and its aptitude score minimums have
been influenced by favorable supply conditions in the past and projected
for the future. During the period October 1966 to December 1971, 0SD
quotas required Air Force to accept 157-187 mental category IV personnel,
but did not restrict its high input of mental category I and II personnel.
Now that mental category IV quotas have been removed for all Services, it

is probable that Air Force can recruit a quality mix that is similar to

11



the one expressed in its Stated Requirements. The Task Force analysis
indicates, however, that if supply conditions are less favorable, Air
Force can operate with a considerably lower quality mix.
SUMMARY

The next table summarizes and compares the Task Force findings for

all Services with respect to quality requirements for FY 1973,
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Table V

Service Quality Requirementtl/

FY 1973 Accessions

Task Force Computation

Based on:
AFQT Service Service Mean Lowest
Mental Stated Aptitude Aptitude Aptitude
Service Categories Rqmts Scores Scores Scores
I &II 19.0% 21.7% 21.67% 21.3%
Army III 63.0% 56.9% 57.0% 57.3%
1v 18.0% 21.47% 21.47 21.47
Total 100.0% 100.0% 100.0% 100.0%
I&II 38.0% 36.0% 33.0% 24.0%
Navy I1I 42,67 53.7% 55.1% 58.7%
v 19.47% 10.3% 11.9% 17.3%
Total 100.0% 100.0% 100.0% 100.0%
I&T1I 26.7% 37.47 30.7% 22.27%
Marine Corps 111 59.0% 50.1% 53.47% 56.17%
v 14.3% 12,5% 15.9% 21.7%
Total 100.0% 100.0% 100,0% 100,0%
I&I1 46.0% 41.0% 34.5% 25.5%
Air Force I1I 49,07 50.9% 54,27 58.0%
IV 5.0% 8.1% 11.3% 16.5%
Total 100.07% 100.0% 100.0% 100.0%

1/ These requirements all consider career progression.
The following table shows the same kind of information for FY 1974,

The Task Force computations for FY 19™ were based on planned occupationsal

13



assignment of FY 1974 accessions.

Quality requirements rise slightly

in FY 1974.
Table VI
Service Quality Requirementsl/
FY 1974 Accessions
Task Force Computation
Based on:

AFQT Service Service Mean Lowest
Mental Stated Aptitude Aptitude Aptitude
Service Categorias Rqmts Scores Scores Scores
I&II 19.0% 22.5% 22.5% 21.9%
Army I1I 63.0% 57.0% 57.0% 57.8%
1v 18.0% 20.5% 2C.5% 20.3%
Total 100.0% 100.0% 100,0% 100.0%
I&II 43.3% 36.6% 34,47 24.8%
Navy2/ 111 42.2% 55.9%  55.8%  59.0%
v 14.5% 7.5% 9.8% 16.2%
Total 100.0% 100.0% 100.0% 100.0%
I &II 26.7% 38.4% 31.4% 23.1%
Marine Corps 111 59.0% 49.6% 53.47% 56.6%
1v 14.37% 12,0% 15.2% 20.3%
Total 100.0% 100.0% 100.0% 100.0%
I&1II 46.0% 43.1% 35.9% 26.2%
Air Force I1I 49.0% 49,47 53.6% 58.3%
v 5.0% 7.5% 10.5% 15.5%
Total 100.0% 100.0% 100,0% 100.0%

1/ These requirements all consider career progression.

2/ More recent information indicates that Navy, in FY 1974, will limit
mental category IV input to 10% of its accessions, rather than the

14.5% submitted previously to OASD(SA).
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The Task Force computations enable manpower planners in OSD and the
Services to compare Service estimates of quality requirements with those
developed by the use of a standard method applied to all Services. The
Task Force computations clearly show that quality requirements are driven
by the aptitude score minimums each Service has unilaterally established
for entry into different occupations. The Task Force analysis was based
on the rationale that all Service requirements should be determined by
applying the same standard measure of aptitude for training and job
performance. One alternative method uses mean aptitude scores on the
assumption that for like jobs no Service should require higher aptitude
scores than the average score for that occupation. To provide decision
makers with a lower quality bound, the Task Force also computed quality
requirements in which the lowest aptitude score required for an occupa-
tion by any Service was applied to all Services. Since even this quality
mix considers extra quality needs for career progression, job performance
would not suffer significantly if accessions in an All-Volunteer environ-
ment were in accordance with the quality distribution shown in the last
column of the above tables. It would require the Services (except Army)
to adjust their minimum aptitude scores for entry into skill training.

The Task Force findings on the requirements for mental category I
and II's should be useful in evaluating the nced to expend funds for
enlistment bonuses for high aptitude personnel. It should be recognized,
however, that shortages in filling specific skills can exist in a Service
even though the accession pool contains an adequate skill mix. The trend

in recruiting is to guarantee aalignmeﬁt to specific skills, Under this

15



system of recruiting, shortages may occur in a wide variety of skills at
all aptitude levels,

It is interesting to note that the mental category IV requirement
conputed by the Task Force (assuming all aptitude scores were adjusted
to the lowest) is very similar to the last mental category IV quotas
which were in effect just prior to the cancellation of quotas, December
1971.

Table VII

Comparison of Mental Category IV fuotas and Requirements

Mental Task Force /

Category IV Requirements—
Service Quotas FY 1974
Army 20% 20.3%
Navy 15% 16.27%
Marine Corps 20% 20.37%
Air Force 15% 15.5%

1/ Assuming aptitude scores adjusted to lowest level used by any
Service,

During Project 100,000, the four Services accepted an even larger
proportion of mental category IV personnel. (For example, Army's mental
category IV input ranged from 257 - 287 during FY 1967-71.) 1If the
supply of better qualified people is adequate, there is no advantage in
taking a higher proportion of mental category IV personnel. However,
the Task Force study does provide a tolerable mental category IV ceiling
for periods when it may be necessary to increase the input of mental

category IV's,

16



Recruiting Capability by Mental Group

(Sub-Task #2)

This section of the report contains an estimate of the supply of
enlisted accessions by mental category that could be recruited in FY 1973
and FY 1974, The estimates are based on an analysis of the quality
distribution of true volunteers, draftees, and women volunteerl.l/
Projections considered the latest seasonally adjusted recruiting trends.

In each case, the supply of male mental category IV personnel was
artificially limited to match restrictions desired by each Service on
mental category IV accessions. For example, for FY 1973-74 Army and
Marine Corps supply was limited to 207 IV's and Air Force to 5%. Navy
category IV's were limited to 10% in FY 1974. In all cases, the true
supply of mental category IV's that could be recruited greatly exceeds

the arbitrary limits imposed in these recruiting estimates.

Army Projections, FY 1973, Army recruiting estimates were projected

under two assumptions: the 35,000 draft announced for FY 1973, and a
higher, arbitrarily s:lected, draft of 45,000, The two cases are

displayed below:

1/ The data are based on estimates provided by the Procurement Directorate,

OASD (M&RA) .

17



Table VIII

Army Projected Accessions

FY 1973 -- 35,000 Draft

(000's)
AFQT True Draft
Mental + Motivated + Draftees + Womeny = Total
Category Volunteers Volunteers
I1&I1IT 36 + 14.3 + 11.6 + 9.3 = 71.2
I1I 83 + 15.3 + 16.4 + .2 = 114.9
v 32 + b4 + 7.0 + _- = 43.4
Total 151 + 34.0 + 35,0 + 9.5 = 229.5
Table IX
Army Projected Accessions
FY 1973 -- 45,000 Draft
(000's)
AFQT True Draft 1/
Mental + Motivated + Draftees + Women=" = Total
Category Volunteers  volunteers
I1&1II 36 + 15.1 + 1.4.9 + 9.3 = 75,3
III 83 + 16.2 + 21.1 + .2 = 120.5
v 32 + 47 + 9.0 + _- = 45,7
Total 151 + 36.0 + 45.0 + 9.5 = 241.5

1/ Based on current Army enlistment standards for women and FY 1972
recruiting experience.

The 45,000 draft case producez sufficient accessions to meet Army's
requirement for 241,500 male and female NPS personnel. At the 35,000

draft level, it would be necessary to recruit an additional 12,000 mental

18



category IV's which would raise the male mental category IV proportion to
25%, which exceeds the 207 limit desired by Army and the 21% requirement
computed by the Task Force,

Other Service Projections, FY 1973. Recruiting projections for Navy,

Marine Corps and Air Force are shown below. The projected supply of draft
motivated volunteers assumes a 35,000 draft in FY 1973,
Table X

Projected Recruiting Capability, FY 1973

(000's)

AFQT True Draft 1/

Mental + Motivated <+ Women=" = Total
Service Category Volunteers Volunteers

I&II 31 + 8.5 + 2.6 = 42,1
Navy 111 45 + 6.8 + 2.3 = 54,1
v l6 + 1.7 + - * _17.7
Total 92 + 17.0 + 4.9 = 113.9
I1&11 12 + 5C) p il = 13.4
Marine Corps ITI 30 + 1.6 + .7 = 32.3
v 10+ .5 4+ - = 105
Total 52 + 3.0 + 1,2 = 56,2
I&II 32 + 8.0 + 4.9 = 44,9
Air Force 111 49 + 7.2 + 1.1 = 57.3
1v 6 + _.8 + - = _6.8
Total 87 + 16.0 + 6.0 = 109.0

1/ Based on current Service enlistment standards for women and FY 1973
enlistment experience.
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Service Projections, FY 1974, Recruiting capability projections

for all Services, in the absence of any draft, for FY 1974 are shown
below. The projections for Navy and Air Force exceed their FY 1974
accession requirements. The Army recruiting projection assumes that
Army will be able to increase the recruitment of mental category III
male true volunteers from 83,000 to 107,000 because of:

«« Incentives in the Uniformed Services Spncial Pay Act.

== Recruitment of mental category III personnel surplus to Navy and
Alr Force needs., If this assumption proves to be incorrect, it will be

necessary for Army to accept more than 207 category IV personnel.
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Table XI

Projected Recruiting Capability, FY 1974

(000's)

AFQT True

Mental + Women = Total
Service Category Volunteers

I&II 36 + 11.7 = 47.7
Army III 107 + 3 = 107.3
v 35 + - = 33.0
Total 178 + 12,0 = 190.0
I1&II b + 4.2 = 39.2
Navy III 48 + 3.8 = 51.8
v _8 + = = _8.0
Total 91 + 8.0 = 99.0
I&II 12 + 5 9= 12.5
Marine Corps I1I 30 + .8 = 30.8
v il + - = _11.0
Total 53 + 1.3 = 54.3
I&I1I1 35 + 5.7 = 40.7
Air Force I1I 46 + 1.3 = 47.3
v _3 + = = 3.0
Total 84 + 7.0 = 91.0
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Comparison of Quality Requirements

and Recruiting Capability

(Sub-Task #3)

The Task Force next compared the results of Sub-Tasks #l1 and #2 to
identify potential quality shortages i{f any in FY 1973 and FY 1974. The
tables below compare quality requirements and projected recruiting capa-
bility. For purposes of this comparison, the Task Force used the minimum
quality needs required for entry with a loading for career progression.

A plus (+) in the difference column indicates that the recruiting
capability exceeds the requirement. A minus (-) indicates a shortage.
Excesses in mental categories I and II will be used by the Service to

offgset deficits in lower mental groups.
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Table XII

Comparison of Quality Requirements and Recruiting Capabili;yl/

FY 1973 -- 35,000 Draft

(000's)
AFQT
Mental Recruiting Quality /
Service Category Capability Requirements=" Difference
I1&II 71.2 51.4 + 19.8
Army 111 114.9 138.6 - 23.7
v _43.4 51.5 - _8.1
Total 229.5 241.5 - 12.0
I1&II 42.1 27.3 + 14.8
Navy I1I 54,1 66.9 - 12.8
v 7.7 19.7 - 2.0
Total 113.9 113.9 0
I1&II 13.4 12.5 + .9
Marine Corps ITI 32.3 31.5 + .8
1v _10.5 12.2 - 1.7
Total 56.2 56.2 0
I&II 44.9 27.8 + 17.1
Air Force III 57.3 63.2 - 5.9
1v _6.8 18.0 - 11.2
Total 109.0 109.0 0

1/ All data include male and female non-prior service personnel. Navy
2x6 reservists are excluded.

2/ Based on "lowest'" aptitude scores with loading for career progression.
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The above table shows that in FY 1973 the four Services should be
able to draw on the surplus of upper mental category (I and II) accessions
to fill jobs requiring individuals in the average mental category (III).
All Services, except Army, should be able to recruit enough people of
sufficient quality to meet thelr occupational requirements.

In the case of Army, there 1s a projected shortage of 12,000
accessions, assuming Army adheres to its objective of 20% mental category
IV's for male accessions. We estimate that this 12,000 accession shortage
can be overcome by increasing male mental category IV input to 25% for
FY 1973. This alternative is undesirable because it would require mental
category IV inputs of about 307 during the last half of FY 1973. This
would have the effect of raising Army's category IV personnel inventory,
already the highest of any Service at 22 percent (Navy has 10 percent,
Marine Corps 12 percent, and Air Force 8 percent -- see Tab E for Service
inventories).

Under Sub-Task #2, the Task Force developed a set of projected
accessions based on an assumed draft call of 45,000. The higher draft
call would eliminate the 12,000 accession shortage (10,000 draftees plus
2,000 draft motivated enlistments). There would be no quality shortage
because the overage in mental category I and II personnel would be avail-

able to fill jobs suitable for those with lower mental capacity.
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Table XIII

Comparison of Quality Requirements and Recruiting Cagabilitzll

FY 1973 -- 45,000 Draft

(000's)
AFQT
Mental Recruiting Quality /
Category Capability Requirements— Difference
I&II 75.3 51.4 + 23.9
III 120.5 138.6 - 18.1
v 45.7 51.5 - 5.8
Total 241.5 241.5 0

1/ All data include male and female non-prior service personnel.
2/ Based on "lowest' aptitude scores with loading for career progression.
The next table compares FY 1974 recruiting capability and quality

requirements without the draft.
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Table XIV

Comparison of Quality Requirements and Recruiting Cagabilitxl/

FY 1974 -- Zero-Draft

(000's)
AFQT
Mental Recruiting Quality /
Service Category Capability Requirements= Difference
I&II 47.7 41.8 + 5.9
Army 111 107.3 109.6 - 2.3
Iv 35.0 38.6 - 3.6
Total 190.0 190.0 .0
I&TII 39.2 22.3 + 16.9
Navy I1I 51.8 53.1 - 1.3
v _8.0 _14.6 - 6.6
Total 99.0 90.0 + 9.0
I &TI1 12.5 12.5 0
Marine Corps I1I 30.8 30.7 + .1
v 11.0 111 - .1
Total 54.3 54.3 0
I&II 40.7 19.7 + 21,0
Air Force III 47.3 43.7 + 3.6
1V 3.0 11.6 - _8.6
Total 91.0 75.0 + 16.0

1/ All data include male and female non-prior service personnel. Navy
2x6 reservists are excluded.

2/ Based on lowest aptitude scores with loading for career progression.
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The above table shows that for FY 1974:

~= Alr Force should experience no difficulty in meeting its quality
requirements, The recruiting estimate assumed 47 mental category IV
accessions, Air Force can meet its accession needs without accepting any
mental category IV's and will have an excess of mental category I and II
personnel for assignment to jobs which can be performed by mental category
ITI personnel,

-= Navy will not have any difficulty in meeting its minimum'quality
needs. The recruiting estimate assumed a 10% limit on mental category IV
personnel. Navy should be able to meet its accession needs with less
than 10% mental category IV's and will have an excess of mental category
I and II personnel for assignment to jobs which can be performed by
mental category III personnel.

-= Marine Corps accessions will meet minimum quality requirements,
assuming they accept 207 mental category IV's, The match is quite close
however, therefore seasonal quality shortages could occur.

-- Army should be able to meet its quality needs in FY 1974; however
this ccnclusion is based on an optimistic estimate of Army's recruiting
capability. The Task Force assumed Army could recruit more true volun-
teers in FY 1974 than in FY 1973 by recruiting men surplus to the needs
of Navy and Air Force and by using incentives included in the Uniformed

Services Special Pay Act.l/

If the improvement in recruiting capability
does not occvr, Army will experience a quality shortage.
1/ It is assumed that the enlistment bonus would increase the supply of

true vclurteers and the reenlistment bonus would have the same effect
by decieasing accession requirements,.
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In summary, the Sub-Task #3 analysis indicates that there will not
be a massive quality shortage in FY 1974, Enlistment and reenlistment
bonus authority in the Uniformed Services Special Pay Act will definitely
be needed by Army but should be applied on a highly selective basis for
Navy and Air Force, Although Navy and Air Force quality requirements are
met in the aggregate, there could be shortages in certain occupational
areas, e.g., Navy nuclear technicians. It may also be cost-effective
to award bonuses for longer enlistment terms. Also enlistment bonuses
will continue to be effective in attracting adequate numbers of volun-
teers for certain types of arduous or less desirable jobs. The analysis
being conducted by OASD(M&RA) on the cost-effectiveness of the combat
arms bonus should prove useful in managing the use of enlistment bonuses
to overcome shortages in other occupational fields.

The Task Force does not believe enlistment bonuses should be used
for the purpose of decreasing mental category IV enlistments below the
proportions identified in its requirements analysis. During Project
100,000, the four Services accepted and used a higher proportion of
lower quality personnel than is recommended by this report. A recent
study prepared for OASD(SA) found that the increased cost (e.g., training
failures, remedial instruction, and higher disciplinary rates) of lower
mental category IV personnel averaged only $220 a man.l/ However, the
Task Force considers it would be undesirable to exceed the mental category
IV limits it computed for any prolonged period. The additional costs of
1/ Hix, W. M. and Lawron, G. C., Majors, USA, "The Costs of Increasing

Category IV Accessions in the U.SvArmy." The Defense Systems Analysis
Program of the University of Rochester, 1972.
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utilizing mental category IV personnel are modest when they are assigned
to jobs they can perform., The costs will rise and unit effectiveness

will decrease if mental category IV personnel are assigned to more complex

jobs for which they are unsuited.
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Feasibility of Alternative Measures of Quality

(Sub-Task #4)

General Considerations

Throughout this report quality has been defined in terms of scores
on Service aptitude tests which were converted to scores on the Armed
Forces Qualification Test (AFQT) to provide a common quality yardstick.
These tests play a crucial role in determining an applicant's eligibility
for military service and his assignment to an occupation.

Tests are used for the purpose of minimizing attrition in training
and selecting personnel who will perform well on the job. The manpower
planner is interested in having tests which perform these functions at
a high rate of success and at the same time avoid undue restriction of
the available supply of volunteers. In a no-draft environment, the
Armed Forces cannot afford the luxury of tests which achieve predictive
validity by disquaiifying a high proportion of enlistment applicants,

Unfortunately, tests are imperfect predictors and are subject to
criticism by organizations which use them, civil-rights groups, and even
the courts. The March 8, 1971 Griggs vs. Duke Power Company Supreme
Court Decision (9)1/ placed testing under legal scrutiny. Chief Justice
Warren Burger stated that "any tests used must measure the person for
the job and not the person in abstract." Employment practices which are

unrelated to success on the job are illegal. Overt job discrimination

as well as practices "fair in form but discriminatory in operation' are

1/ Numbers in pareuntheses refer to the bibliography.
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banned. Testing is permitted, but only when it is directly related to
job performance. It is the responsibility of the employer to demonstrate
the relationship of the test to job performance. If no relationship is
shown between the test and job performance, the employer must demonstrate
that the use of the test is not discriminatory in any way (9), (50), (55).

Validity of Department of Defense Tests,.

Validity 1s an index of how well a test predicts what it is supposed
to measure, e,g., how well military te:ts predict success in occupational
training and successful perforumance on the job. Validity 1is usually
expressed by a correlation coefficient between -1.0 and +1.0. A correla-
tion of zero indicates that there is no relationship between the test and
performance; 1.0 indicates perfect prediction, minus correlation values
indicate a negative relationship. Perfect prediction never occurs. Tests
usually predict performance better than other selection methods. Maier
and Fuchs of Army Behavior and Systema Research Laboratory (35) explain
the usefulness of validity coefficients in terms of the results of using
a test with no validity at one extreme and using a test with perfect or
partial validity., Assume that 1,000 men are administered a test in order
to select 500 men for training:

-=- If the correlation coefficient is zero, 250 of the men selected
would achieve above average course grades and 250 below average grades.

-=- If the correlation coefficient is 1.0, all 500 men would have
above average grades in the course. ;

-=- If the correlation coefficient is .6, 352 of the men sclected

would be above average and 148 below average. 41ius, a test with a
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validity of .6 would result in training performance improvement of 40%
over selection by chance.

The improvement achieved by the test would be less if the test were
used to select 800 students out of 1,000 available men. Therefore, the
benefit achieved by a test is affected both by its validity coefficient
and the proportion of men excluded by the test. Expectancy Tables are
available which can be ueced to determine the benefit achieved by the use
of tests with a given validity coefficient,

The average correlations between the Armed Forces Qualification Test
(AFQT) and training performance are .50, Correlations between Service
aptitude tests and training performance are approximately .60 for Army
(35), between .40 and .86 for Navy, and between .40 and .75 for Air Force
(59). Mavine Corps uses Army tests. Service aptitude tests are far
better in predicting training course grades than subsequent on-the-job
performance. Navy studies show validities with on-the-job performance
in the range of .20 - .30 (53). Army reports validities of .20 or .30
between the tests and job performance (50). Tab F discusses the tests
currently used for enlisted selection and classification,

Test score correlations with job performance are lower than those
with training performance for several reasons:

-- An individual's job performance is affected by his motivation,

loyalty, diligence, adaptability to change, and ability to get along

with his supervisor and co-workers, and a myriad of other factors

as well as learning capacity and job knowledge (8), (35). Tests

have not been successful in predicting all the facets of job

performance.
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-= Validity studies measuring how well tests predict job performance
usually use supervisory ratings. Supervisory ratings do not
correlate well with more precise measures of job proficiency (8).
Development of prec!se measures of job performance is difficult and
expensive, We need better measures of job performance if we hope

to develop tests which are better predictors of job performance.

-- Aptitude tests correlate well with training performance because

paper and pencil tests are used as measures of proficiency in

training. Aptitude tests and training tests place greater emphasis

on verbal and arithmetic skills than do most jobs (35), (37).

Maier and Fuchs at the Army Behavior and Systems Research Laboratory
conclude that the lower prediction results "in part from limitations in
assessing job performance and in part from different demands placed on
the worker or felt by him on the job -- demands not measured by the tests"
(35).

Effect of Supreme Court Decision.

The Supreme Court decision in the Griggs vs. Duke Power Company Case
was based on an interpretation of Title VII of the Civii Rights Act of
1964. This act did not apply to the Federal Government as an employer,
so technically the decision did not affect the Department of Defense (27),
(31). The Equal Employment Opportunity Act of 1972 (PL 92-261, March 24,
1972) extends the coverage of the Civil Rights Act of 1964 to the Federal
Government as a civilian employer. The legislative history provides no
indication that Congress intended to apply the Act to employment practices

affecting military personnel. Hcwever, the Department of Defense pol..
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expressed in DOD Directive 1100.15 requires that equal opportunity and
treatment shall be accorded all military and civilian employees. 1In
reviewing the Griggs vs. Duke Power Company case¢:, the Assistant General
Counsel (Manpower, Reserve Affairs, Health and Environment) recommended
an orderly examination of testing and educational requirements to deter-
mine whether they can withstand the kind of scrutiny applied by the
Supreme Court in the Griggs case (31).

Personnel managers should be aware of the direction taken by the
Equal Employment Opportunity Commission, the Justice Department and the
Courts in examining discriminatory employment practices.

== All hiring and promotion practices which exclude a dispropor-
tionate share of minority group members are under scrutiny. The selection
devices which are examined include all types of tests, educational
requirements, interview practices and seniority provisions.

-~ The employer is required to prove that the selection test
measures the person for the job.

== The employer must also prove that the test is a valid predictor
of job performance. Employers should have validity studies to support
the use of a test which excludes a disproportionate proportion of minority
members. The Courts and the Equal Employment Opportunity Commission
have not defined what is an acceptable level of validity for a test,

The Military Services have examinec their selectioir and classifica-
tion procedures in light of the Griggs decision and believe that their
approach to testing is far different than that of Duke Power Company.

Military tests are not tests of "abstract" intelligence, unrelated to
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successful performance on the job as was ostensibly the case with Duke
Power Company, Military tests are designed to predict success in
technical schools which provide skills requisite for job performance
(17), (50).

The guidelines prepared by the Equal Employment Opportunity Com-
mission indicate that tests should be validated against job performance
rather than success in training. However, the Military Services believe
that training performance will serve as a criteria for military tests
because military training courses are practical and job related.

Recant research has been directed toward determining if military
aptitude tests predict training performance equally well for whites and
blacks., Results of Army (35), Navy (62), and Air Force (26) studies
show that blacks and whites who score the same on the aptitude test
also perform the same in training. Currently, there is ro information
available on how well military tests predict job performance for whites
compared to blacks,

Alternative Measures of Quality

The Military Services have conducted research for more than twenty
years to improve the validity of tests used in selection and assignment,
New forms of the AFQT and Service aptitude tests are issued periodically.

With the advent of Project 100 000, the Office Assistant Secretary
of Defense (M&RA) provided research funds for the development of alternative
measures of quality. The Military Services are investigating a variety
of new measures which may prove to be better predictors of performance

for individuals who have poor academic ability, The research is exploring
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the use of so-called culture-free or culture-fair tests. The experimental
tests include measures of attitude, and interest; biographical inventories;
mazé and pattern tests; tests of coding ability; and digit span tests.
Other research efforts are focusing on the use of job learning or

job sample measures to predict both success in training and job per-
formance., Tab G describes the research efforts,

Some of the research now being conducted may prove useful in improv-
ing selection and assignment of men in the Armed Forces but none of tie
preliminary findings indicates that a breakthrough in the art of testing
is near. There have been many unsuccessful attempts in both the military
and civilian research communities to find alternative measures to paper
and pencil aptitude tests.

Some alternatives such as the YNavy and Marine Corps ''0Odds for
Ette '—oness Tables" achieve better predictive ability by using supple-
mentary measures (e.g., school performance, family stability, age, etc.)
in addition to military tests. These additional measures improve
validity by screening out more people. In a no-draft environment it
may be uneconomical to achieve better predictive ability by becoming
more selective,

Based on review of ongoing research, the Task Force Adoes not believe
that a significant change in military testing will occur in the next few
years,

Conclusions
The Task Force concludes that currently used military aptitude tests

adequately predict training performance. They predict job performance
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less well, Cnrrelations between aptitude tests and training and job
performance in the Military Service are in the range reported in civilian
life. Military tests predict training performance of whites and blacks
about equally well, At this time. no alternatives are available to tests
currently employed by the Military Services which will predict performance
in training and on-the-job more precisely. Resea.ch is being conducted
which may provide alternative measures of measuring quality for the future.

The Services are currently using both the Armed Forces Qualification
Test and aptitude tests to determine acceptability for service and enlist-
ment guarantees. The different Service aptitude tests predict performance
in training for similar oc:upations about equally well. The Armed Services
Vocational Aptitude Battzry (ASVAB) was developed from items on Service
aptitude tests, The ASVAB meets testing needs for entrance into each
military service, both for acceptability for service and for most
guarantees of school training and specific assignments. There are
advantages to the use of the ASVAB as a single entrarice screening instru-
ment in lieu of the use of individual Service aptitude tests:

-- Young people wishing to enter military service would not be sub-
jected to multiple testing as they compare options available to them in
different Military Services.

-- It would simplify the referral of applicants from one Service to
another thereby broadening the recruiting market.

-~ Those people administered ASVAB in the high school testing program
would not be required to take additional tests for enlistment into the

military service.
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-- Use of ASVAB, as a common aptitude battery, would facilitate
cross~-Service comparisons of the quality of accessions in an all-volunteer
environment.

CONCLUSIONS AND RECOMMENDATIONS

Conclugions

-- There is considerable variation in qualifying scores on aptitude
tests that each Service requires for entry into similar occupations. 1In
most instances Army requires the lowest scores. The differences in quali-
fying scores affect the Service views as to the quality they need for
incoming personnel.

~- All Services state qualfty requirements for accessions in excess
of those necessary to fill ,obs adequately and provide for career pro-
gression. Army overstates its requirements the least; Air Fo.ce over-
states its requirements the most.

-=- Acceptable minimum quality requirements for accessions (male and
female NPS) in FY 1973 and FY 1974 are within the ranges shown on the
tables below. These distributions provide the needed quality for entry
jobs and career progression.

Table XV

Service Quality Requirements

FY 1973 Accessions
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AFQT
Mental Marine Alr
Categories Army Navy Corps Force
1&I11 227 - 21% 33% - 247 31% - 22% 35% - 26%
111 57% - 58% 55% - 997 537 - 567% 547 - 587
1V 21% - 21% 127, - 17% 167 - 227 117 - 167
Total 100% 1007 1007 100%



Table XVI

Service Quality Requirements

FY 1974 Accessions

AFQT
Mental Marine Alr
Categories Army Navy Corps Force
I &1I 23% - 22% 347 - 25% 31% - 23% 367 - 26%
III 57% - 58% 567 - 59% 54% - 57% 547 - 58%
1V 20% - 20% 10% - 16% 15% - 20% 10% - 16%
Total 1007 1007 1007 100%

The Task Force compared the quality requirements of each Service
developed by the Task Force with an estimate of service recruiting capa-
bility and found that:

In FY 1973

-- The quality of Air Force accessions will be considerably higher
than its minimum requirements,

=- Navy and Marine Corps will meet minimum quality requirements.

== With the draft limited to 35,000, Army will find it necessary to
accept an undesirably high proportion of mental category IV personnel.
With a draft call of 45,000, Army can meet its quality requirements.

In FY 1974

== Navy and Air Force should be able to recruit personnel in excess
of their minimum quality needs. These twe Services should be able to
meet their self-imposed objective of limiting mental category IV

accegsions -- 57 for Air Force and 107 for Navy,.
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-- Marine Corps should be able to meet its minimum quality needs.
Mental category IV accessions will be about 20%.

-« Army will be able to meet its minimum quality needs if it can
improve its recruiting capability in FY 1974 by about 20,000 true volun-
teers compared to FY 1973, To improve its recruiting cepability it will
be necessary for Army to use the enlistment bonus provisions of the
Uniformed Services Special Pay Act and attract personnel who originally
planned to enlist in the Air Force and Navy.

Note: The above conclusions are sensitive to changes in accession
goals and estimates of recruiting capability. Recomputations should be
made periodically to take into account changes in these basic assumptions.

-- Research is being conducted by the Services on alternative measures
of quality as substitutes for the Service aptitude tests. No feasible
alternatives have been developed at this time. Continued research should
be supported.

-- Use of a single interchangeable aptitude test, the Armed Services
Vocational Aptitude Battery (ASVAB) would be more efficient and desirable
for applicants and recruiters than continuing the present use of different
aptitude tests for each Service. The ASVAB can be used for enlistment
screening, assignment to training and the high school testing program,

The use of a single test will also facilitate the comparison of quality
needs across all Services and elimination of the wide variance in entry

requirements for similar jobs,
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Recommendations

The Task Force makes the following recommendations:

-- Recommendation One. The range of quality requirements computed

by the Task Force should be used as a criterion for judging whether the
Services are facing a quality problem. These quality requirements are
shown on Tables XV and XVI, The low end of the range (right-hand columm
of the tables) should be considered minimum quality requiremente,

-- Recommendation Two. The Services should be permitted to exceed

the minimum quality requirements computed by the Task Force if they have
the recruiting capability to attract better personnel. Howr..». the
Assistant Secretary of Defense (M&RA) should take cognizance of these
minimum requirements when making decisions on using enlistment bonuses,
increasing recruiting and advertising resources, and allocating other
resources aimed at improving quality for individual Services.

-- Recommendation Three. The Assistant Secretary of Defense (M&RA)

should maintain the staff capability to periodically compute quality
requirements compared to recruiting capability because tne quality mix
changes when accession goals and recruiting capability are revised.

-- Recommendation Four. The Assistant Secretary of Defense (M&RA)

should instruct the Services to begin using the Armed Services Vocational
Aptitude Battery (ASVAB) as their primary entrance and classification
test by January 1, 1973 or soon thereafter. Additional tests may still
be administered for selected occupational fields, e.g., infantry, radio

code,
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-~ Reccamendation Five. The Assistant Seccotary of Defense (M&RA)

should support accelerated research on tests which would replace or

supplement the current aptitude tests.
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